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Abstract

The increasing demand for equity and inclusion in library environments has brought the role
of Human Resources (HR) to the forefront in promoting inclusive leadership and diversity. In
the context of Nigerian libraries, HR functions play a critical role in shaping policies, practices,
and cultures that support fairness, representation, and equal opportunity. This paper explores
how HR departments in Nigerian libraries can strategically drive diversity initiatives by
implementing inclusive recruitment practices, facilitating continuous training on cultural
competence, and creating enabling environments for underrepresented groups to thrive. It
examines the development and enforcement of inclusive HR policies, leadership development
programs for marginalized groups, and mechanisms for addressing discrimination and bias.
The paper also highlights challenges such as resistance to change, inadequate funding, and lack
of awareness, and provides practical solutions including stakeholder engagement, grant
sourcing, and leadership commitment. By positioning HR as a strategic partner in fostering
inclusive leadership, Nigerian libraries can become more reflective of and responsive to the
diverse communities they serve, ultimately enhancing user satisfaction, staff morale, and

institutional growth.
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Introduction

Globally, diversity and inclusion have become key pillars in modern organizational practices,
with Human Resource (HR) units at the forefront of driving transformative changes. In library
and information services, HR units are increasingly recognized for their strategic role in

promoting inclusive leadership and creating diverse work environments that reflect the
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communities they serve. Inclusive leadership in libraries is essential for ensuring that all staff
members regardless of race, gender, ability, or background are respected, empowered, and
provided equal opportunities for growth and contribution (Nguyen, Foster & Grant, 2023). This
inclusive approach not only fosters a positive workplace culture but also enhances the

relevance and accessibility of library services to a wide range of patrons.

In North America and Western Europe, academic libraries have implemented targeted HR
initiatives focused on equitable hiring practices, unconscious bias training, and inclusive policy
frameworks. A study by Robinson and Clarke (2023) showed that over 65% of university
libraries in Canada and the United Kingdom have HR-driven diversity plans in place, which
aim to ensure representation from historically marginalized groups. These plans include
mentorship programs, inclusive recruitment panels, and staft development workshops designed

to foster inclusive leadership at all levels of library management.

In Asia, especially in countries such as Singapore, Japan, and South Korea, national policies
on workplace diversity have influenced HR practices in university and public libraries.
According to Yamada and Kim (2022), many libraries in these countries have begun to adopt
inclusive strategies that prioritize multilingual services, accessibility for persons with

disabilities, and gender-inclusive policies often initiated and managed by their HR units.

Within the African context, progress has been slower but encouraging. In South Africa and
Kenya, there is growing recognition of the need for diversity and inclusive practices in
academic libraries. Moyo and Mutua (2023) noted that while HR departments are often
constrained by resource limitations, they play a crucial role in organizing diversity training,
encouraging community-based hiring, and advocating for culturally responsive service
delivery. In Nigeria, libraries—especially in federal institutions—are beginning to align their
HR policies with broader institutional goals of equity and inclusion. However, these efforts are
still in their infancy, and many libraries lack formal diversity frameworks or inclusive

leadership training programs (Okonkwo & Ibrahim, 2023).

The Kashim Ibrahim Library (KIL) at Ahmadu Bello University, Zaria, serves a diverse
academic community that reflects the multiethnic and multicultural composition of Northern
Nigeria. As such, it presents a unique context for exploring the strategic role of HR in fostering
inclusive leadership and promoting diversity in library services. While efforts have been made

to improve staff training and service delivery, there remains a need to critically assess the extent
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to which HR-led initiatives are advancing equity, inclusion, and staff empowerment within the

library.

This study is significant as it investigates the specific contributions of the HR unit in promoting
inclusive leadership and managing diversity among library staff at Kashim Ibrahim Library. It
will examine the strategies employed by HR in recruiting, training, and supporting a diverse
workforce; the perceived effectiveness of these strategies; and the challenges faced in
sustaining inclusive practices. The outcomes of this research will provide useful insights for
library administrators, HR professionals, and policymakers aiming to enhance inclusivity and
service equity in academic libraries across Nigeria and beyond. Furthermore, the study
contributes to the growing discourse on the intersection of HR management and library

development in multicultural academic environments.

Importance of HR in Promoting Inclusive Leadership and Diversity in Library Services

Globally, the role of Human Resource (HR) units in advancing inclusive leadership and
diversity within libraries is increasingly recognized as a key driver of equitable service delivery
and staff development. HR departments are tasked with developing inclusive hiring practices,
creating equitable work environments, and implementing diversity training programs that
reflect the multicultural realities of library patrons. In developed countries such as the United
States, Canada, and the United Kingdom, libraries have institutionalized HR strategies aimed
at creating inclusive cultures. These include mandatory unconscious bias training, diverse
hiring panels, and employee resource groups that support underrepresented staff (Hernandez,

Patel & Thompson, 2023).

In North America, public and academic libraries in cities like Toronto and Seattle have adopted
HR-led diversity recruitment initiatives that prioritize multilingual staff and professionals from
minority backgrounds. These efforts have enhanced the accessibility of services to immigrant
and refugee communities, thereby promoting equitable access to resources (Chan & Moore,
2022). Similarly, libraries in Sweden and the Netherlands have embraced inclusive leadership
models that empower all staff to contribute to service innovation, regardless of their job title

or background (Larsen & de Vries, 2023).

Across Asia, library systems in Singapore, India, and South Korea are integrating diversity and

inclusion into their workforce strategies. According to Kim and Rajan (2022), Singapore’s
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National Library Board employs HR policies that emphasize cultural competency, language
diversity, and inclusivity in service delivery. Indian university libraries, such as Jawaharlal
Nehru University, are expanding their hiring to include individuals from historically
disadvantaged groups as part of national equity mandates, though infrastructural and social

barriers remain significant (Sharma & Patel, 2022).

In Africa, efforts to promote diversity in library services are evolving. Although many
institutions are still in the early stages of HR reform, promising practices are emerging. In
South Africa, the University of Cape Town Libraries have developed HR frameworks that
support gender equity, inclusive leadership, and social justice in service provision. This
approach has led to greater innovation and creativity within library teams, where diverse
perspectives enrich the design of outreach programs, user engagement strategies, and

community partnerships (Molefe & Abrahams, 2023).

In Nigeria, the push for inclusive library leadership is gaining momentum. Institutions such as
the University of Lagos, Bayero University Kano, and Ahmadu Bello University have
introduced HR initiatives aimed at diversifying their workforce. At the Kashim Ibrahim Library
in Zaria, inclusive leadership principles are gradually being adopted to reflect the cultural and
linguistic diversity of the university’s population. HR units are working toward staff
development programs that include intercultural communication workshops, gender sensitivity
training, and equitable promotion policies. These measures are helping to build trust and a
sense of belonging among library users, particularly those from marginalized communities

(Abubakar & Yusuf, 2024).

Inclusive HR practices not only improve internal operations but also enhance the user
experience. A diverse and inclusive workforce brings varied perspectives that foster innovation
in program design, personalized services, and culturally relevant collections. In addition, staff
members who feel valued and empowered are more likely to provide empathetic and responsive
services, which strengthens user satisfaction and community trust (Okon, Ani & Adeyemi,
2023). By ensuring that the library workforce mirrors the diversity of the user base, HR-led
initiatives contribute to sustainable and equitable knowledge access in academic and public

library settings.
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HR Recruitment Strategies for Enhancing Diversity in Libraries

Human Resource (HR) recruitment strategies are evolving to support inclusive leadership and
promote workforce diversity in libraries. One of the most impactful approaches is the adoption
of blind recruitment practices, where identifying information such as names, gender, or
educational background is removed from job applications to minimize unconscious bias during
the hiring process. In countries like the United Kingdom and Australia, national guidelines
encourage public institutions, including libraries, to adopt such practices to promote fair

evaluation of candidates based solely on skills and experience (Dawson & Lee, 2022).

In North America, especially in academic institutions such as the University of California and
the University of Toronto, HR departments have successfully implemented anonymized
shortlisting systems for library job applicants. These systems are often paired with structured
interviews and inclusive job descriptions to further support equitable hiring. Research shows
that these practices have led to increased representation of minority groups and women in mid-

and senior-level library roles (Thomas, Green & Nguyen, 2023).

Another critical recruitment strategy involves strategic partnerships with diverse educational
institutions and community organizations. For instance, libraries in the United States
collaborate with historically Black colleges and universities (HBCUs), tribal colleges, and
Hispanic-serving institutions (HSIs) to recruit interns and entry-level staff. Public library
systems in cities like Chicago and Atlanta have also partnered with local immigrant community
centers and LGBTQ+ advocacy organizations to reach underrepresented populations (Carter &

Willis, 2023).

In Asia, especially in countries like Japan and Malaysia, inclusive recruitment is being
emphasized through national diversity charters and institutional guidelines. Universities such
as the University of Malaya and Kyoto University are actively working with regional HR
networks to promote equitable employment opportunities in their library systems, although

cultural and legal barriers still exist (Tanaka & Hashim, 2022).

In Africa, library recruitment practices are gradually shifting to embrace inclusive frameworks.
South African libraries, particularly those in the Western Cape region, have piloted blind
recruitment software in collaboration with international NGOs. These tools aim to prevent

historical discrimination based on race and socioeconomic background. In Kenya, the
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University of Nairobi Library has partnered with community organizations and local training
institutes to create job pipelines for young professionals from underserved communities

(Mwangi & Ouma, 2023).

In Nigeria, some academic libraries are beginning to explore inclusive recruitment strategies.
While blind recruitment is not yet widespread, institutions such as the University of Ibadan and
Bayero University Kano have taken steps toward promoting transparency and fairness in hiring
processes. At the Kashim Ibrahim Library, HR efforts include reaching out to graduates of
diverse backgrounds and promoting job opportunities through inclusive language and
accessible platforms. Additionally, there is growing interest in developing recruitment
collaborations with regional polytechnics and colleges of education to tap into a wider pool of

candidates with potential and diverse experiences (Yusuf & Lawal, 2024).

HR-Led Training and Policy Development for Inclusive Libraries

Human Resource (HR) departments in library systems are increasingly emphasizing training
and development initiatives that promote diversity, equity, and inclusion (DEI). These efforts
are essential for cultivating inclusive leadership and enhancing the cultural competence of
library staff. One of the most widely adopted strategies is the provision of diversity and
inclusion training. In the United States and Canada, libraries within major universities such as
Harvard, McGill, and the University of British Columbia mandate annual DEI training
sessions. These programs address unconscious bias, cultural sensitivity, and inclusive

communication (Johnson, Smith & Duarte, 2023).

In addition to general DEI training, many academic libraries are introducing leadership
development programs specifically tailored for underrepresented groups. For instance, the
American Library Association’s (ALA) Emerging Leaders Program and the ARL’s Initiative
to Recruit a Diverse Workforce (IRDW) provide mentorship, networking, and professional
development opportunities aimed at promoting diverse leadership in the LIS profession (ALA,
2023). Similarly, UK libraries affiliated with CILIP (Chartered Institute of Library and
Information Professionals) have launched programs that sponsor early-career professionals

from minority backgrounds for postgraduate library qualifications and leadership tracks.

In Asia, countries such as Singapore and India are increasingly investing in cross-cultural

competency workshops for library professionals. The National Library Board of Singapore has

Received: March 15, 2025. Accepted: June 16, 2025
@ Author(s) 2025. Published by Kaduna State University Library



HR’S ROLE IN INCLUSIVE LEADERSHIP & DIVERSITY | 533

implemented multilingual service training and inclusive public service etiquette programs for
front-facing staff to better serve its ethnically diverse population (Lim & Narayan, 2022). In
India, select institutions including Jawaharlal Nehru University and IIT libraries offer inclusion
seminars to improve workplace cohesion and reduce caste- and gender-based discrimination

(Rajan & Sharma, 2022).

In Africa, particularly in South Africa and Ghana, international partnerships have enabled the
rollout of train-the-trainer programs where senior library staff are trained to facilitate diversity
sessions internally. For instance, the University of Cape Town Libraries run regular DEI

training as part of their institutional transformation agenda (Nkosi & Daniels, 2023).

In Nigeria, diversity training in libraries is still evolving, but some institutions have begun
integrating it into staff orientation and professional development programs. The Kashim
Ibrahim Library at Ahmadu Bello University, for instance, has initiated periodic workshops on
gender sensitivity, workplace ethics, and inclusive customer service, supported by its HR
department and external facilitators (Aliyu & Yusuf, 2024). Leadership opportunities for staff
from marginalized groups are increasingly being considered through mentorship schemes and

representation in decision-making committees.

HR policy development is another critical area shaping inclusive library environments.
Globally, libraries are formalizing inclusive HR policies that ensure equal opportunity and
prohibit discrimination based on race, gender, disability, religion, or sexual orientation. For
example, the University of Oxford’s Bodleian Libraries have a published Diversity and
Inclusion Strategy that outlines recruitment practices, accommodation procedures, and anti-

harassment policies (Gregory & Harper, 2023).

In Europe, libraries affiliated with the European Bureau of Library, Information and
Documentation Associations (EBLIDA) are required to comply with EU non-discrimination
legislation. This includes provisions for grievance redressal mechanisms, where library staff
and users can report and resolve issues related to discrimination or harassment confidentially

and without fear of retaliation.

In Nigeria, although formal HR diversity policies are not yet standardized across all academic
libraries, efforts are underway in select institutions to develop codes of conduct, establish anti-

harassment committees, and create anonymous reporting systems. For example, the University
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of Lagos Library and Usmanu Danfodiyo University Library have set up internal panels to
address staff grievances and ensure fairness in staff promotion and appraisal processes (Ibrahim

& Eze, 2024).

As libraries strive to meet the evolving needs of their diverse users, the role of HR in training
and policy development becomes increasingly critical. By institutionalizing inclusive practices
and policies, libraries not only improve staff performance and workplace culture but also

enhance the quality and accessibility of library services for all.

Promoting Inclusive Leadership in Academic Libraries

Inclusive leadership is increasingly recognized as a strategic priority in libraries worldwide,
particularly as institutions strive to reflect and respond to the needs of increasingly diverse user
populations. Human Resource (HR) departments play a critical role in cultivating inclusive
leaders by fostering self-awareness, cultural competence, participatory governance, and

equitable leadership development opportunities.

Globally, many libraries are embracing self-awareness and cultural competence training as a
foundational step for inclusive leadership. In North America, institutions such as the University
of California and the University of Toronto require library leaders to undergo workshops that
examine implicit biases, privilege, and intercultural communication skills (Williams, Harper &
Lee, 2023). These sessions are designed not only to raise consciousness but to equip leaders

with the skills to manage and lead diverse teams effectively.

In the United Kingdom, several university libraries—including those at the University of Leeds
and the University of Manchester—have adopted reflective leadership models, encouraging
heads of departments to regularly evaluate how their decisions impact staff and users from
underrepresented backgrounds. These practices align with the UK’s Race Equality Charter and
have been instrumental in shifting library culture toward greater equity and accountability

(Jackson & Patel, 2022).

Participatory decision-making is another hallmark of inclusive leadership being supported by
HR practices. Across Europe and North America, libraries are implementing shared
governance models, where employees at all levels are encouraged to contribute ideas and

feedback on service development, policy changes, and strategic planning. For example, the
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Brooklyn Public Library system in the U.S. has a staff diversity council that meets quarterly
with leadership to co-create policies on inclusivity and user engagement (Martin & O’Connor,
2023). Similarly, in Norway, university libraries practice team-based planning, where
librarians collaborate with administrators on initiatives such as service redesign and technology

upgrades.

In Asia, institutions like the National Taiwan University Library and the University of Tokyo
Library are promoting collective leadership models in which diverse working groups, including
early-career professionals and marginalized voices, are represented in strategic planning
sessions. These practices have enhanced organizational cohesion and service inclusivity (Chen

& Harada, 2022).

In the African context, particularly in South Africa and Kenya, HR departments in university
libraries are gradually institutionalizing mentorship programs for minority staff, pairing them
with senior librarians or academic mentors. These initiatives are designed to build leadership
pipelines and increase representation at management levels (Moyo & Nyoni, 2023). The
University of Cape Town Library has developed a “Leaders of Tomorrow” initiative that
supports black and female librarians in pursuing postgraduate education, leadership training,

and management roles.

In Nigeria, while efforts are still emerging, institutions such as the Kashim Ibrahim Library at
Ahmadu Bello University and the Kenneth Dike Library at the University of Ibadan have begun
implementing inclusive leadership strategies. These include mentoring junior staff from
diverse backgrounds, encouraging shared leadership responsibilities in project teams, and
inviting staff to contribute to policy revision processes. HR departments in these institutions
are also exploring partnerships with external training providers to boost cultural competence

and adaptive leadership among library management teams (Babangida & Umeh, 2024).

The promotion of inclusive leadership is not only about diversifying who holds power but also
about transforming how leadership is exercised. By embedding inclusivity into leadership
development, decision-making processes, and organizational culture, libraries become more

responsive, equitable, and resilient in a diverse and changing world.
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Challenges and Solutions in Promoting Inclusive Leadership and Diversity in Academic

Libraries

Despite growing recognition of the importance of inclusive leadership and diversity in library
settings, academic libraries across the globe face numerous challenges in fully realizing these
ideals. Resistance to change, financial constraints, and insufficient awareness or training
remain significant obstacles. However, strategic solutions—driven by HR departments,
leadership, and policy frameworks—can effectively address these challenges and foster a more

inclusive and equitable library environment.

Challenges

One of the most persistent challenges is resistance to change, especially from staff members
who may be accustomed to traditional hierarchical structures or who perceive diversity
initiatives as disruptive. In many institutions, introducing inclusive leadership models or
altering long-standing recruitment and promotion practices can meet with skepticism or passive
opposition (Thomas & Ogunyemi, 2023). For instance, studies in Canadian and Nigerian
university libraries have shown that even well-intentioned diversity strategies may falter when

staff are not adequately involved or fail to see personal relevance (Adeyemi & Chen, 2022).

A second critical barrier is limited funding for diversity and inclusion programs. Unlike
larger organizations or well-funded institutions in high-income countries, many academic
libraries in Africa, South Asia, and parts of Eastern Europe operate with tight budgets. As a
result, they often struggle to prioritize investments in training, outreach, or structural reforms
aimed at promoting equity (Okeke & Wanjiru, 2023). In Nigeria, for example, libraries that
wish to implement mentorship programs or sponsor inclusive leadership training frequently

lack the necessary financial support from university administrations or government agencies.

A third major challenge is the lack of awareness or training among library staff and leadership
about inclusive practices. In regions where diversity is not a central focus of public policy or
education, awareness of systemic biases, cultural differences, and the value of inclusion can be
limited. According to research from Ghana and India, even when policies exist on paper, they
are rarely supported by consistent, practical training or monitoring mechanisms (Rao &
Mensah, 2023). This knowledge gap often leads to tokenism, shallow implementation, or

burnout among staff leading inclusion efforts.
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Solutions

To overcome these challenges, several strategic solutions can be adopted by academic libraries
and their HR departments. A foundational approach is continuous education and awareness
campaigns. These may include regular workshops, inclusive leadership seminars, peer-
learning sessions, and library-wide reading initiatives. Universities such as the University of
Pretoria (South Africa) and the University of the Philippines have launched sustained education
programs aimed at building cultural competence, empathy, and self-reflection among library

personnel (Molefe & Garcia, 2022).

Seeking grants and external funding has also emerged as a viable solution, especially in
resource-constrained settings. Institutions can apply for support from international bodies such
as the International Federation of Library Associations (IFLA), the Carnegie Corporation, or
local civil society organizations committed to inclusion. In Kenya, Egerton University Library
successfully secured a grant from a Canadian nonprofit to pilot a leadership development

program for underrepresented female staff members (Kimani & Toure, 2023).

Crucially, leadership commitment to diversity goals is a catalyst for change. When university
librarians and senior administrators demonstrate visible support—such as by sponsoring
initiatives, publishing diversity goals, or embedding inclusion metrics into strategic plans—
momentum builds across the institution. At the University of Lagos, for instance, the Vice-
Chancellor’s diversity task force has directly involved the university library in shaping equity-
focused programs and policies (Balogun & Ibrahim, 2024). These top-down commitments are

often the difference between a passive or active diversity culture.

Ultimately, while challenges persist, they are not insurmountable. Through intentional
strategies, partnerships, and committed leadership, academic libraries can create inclusive
environments that benefit staff and users alike, while advancing broader institutional missions

of equity, access, and academic excellence.

Conclusion

Human Resource (HR) units serve as pivotal agents in embedding inclusive leadership and
fostering diversity within academic library settings. Their strategic role in recruitment, policy

development, training, and leadership development enables libraries to align more closely with
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the diverse needs and expectations of their communities. By championing equitable practices,
HR not only promotes fairness and representation but also enhances innovation, service quality,
and user engagement within libraries. When HR initiatives are purposefully designed and
implemented, libraries are better positioned to reflect the pluralism of society and to serve as

inclusive knowledge hubs that support teaching, research, and community development.

Way Forward

To strengthen the role of HR in advancing inclusive leadership and diversity in academic

libraries, the following strategic actions are recommended:

1. Develop comprehensive diversity and inclusion policies: These should articulate the
institution’s commitment to equity, outline clear objectives, and provide actionable
frameworks for implementation and accountability.

2. Implement regular training programs on inclusive leadership: Continuous professional
development workshops should focus on cultural competence, unconscious bias, and
participatory leadership, ensuring that all staff are equipped to foster an inclusive work
environment.

3. Evaluate and improve recruitment practices to attract diverse talent: Introduce blind
recruitment processes, expand outreach to underrepresented groups, and collaborate
with institutions that serve marginalized communities.

4. Foster a culture of continuous feedback and open communication: Create safe spaces
for dialogue, encourage employee feedback on diversity efforts, and ensure
transparency in decision-making processes.

5. Establish metrics to assess the impact of HR initiatives on library inclusivity: Use key
performance indicators (KPIs) such as staff diversity ratios, training participation rates,

and employee satisfaction surveys to monitor progress and inform future strategies.
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