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Labour Legislation and The Transformational Influence of the 18th
Amendment in Pakistan
M. Zaka-ur-Rehman Khant!
Abstract

This study takes a critical view of how Pakistan’s employment laws have changed over the years,
especially after the 18th Amendment to the Constitution. It draws on existing research to trace how
labour laws and the role of government have developed from the country’s early days to now. This
study focuses on how power and accountability have shifted in Pakistan after the 18th Amendment,
especially when it comes to labour laws. It looks at how both national and provincial governments
have handled labour legislation since the amendment, paying close attention to policy changes,
how these laws are enforced, and how workers’ rights are protected at different levels of
government. The study also looks at how the 18th Amendment has shaped the way employers and
workers interact, how well workers’ rights are being protected, and how employment laws are
being managed overall. It brings attention to some key challenges that have come up since the
amendment like confusion over legal responsibilities, a lack of coordination between federal and
provincial governments, and differences in labour laws from one province to another. There's also
a clear need to make these laws more consistent across the country. In the end, the research offers
a clearer picture of how Pakistan’s labour system and style of governance are continuing to grow
and change.

Key Words: Labour Legislation; 18th Amendment; Pakistan's Constitution; Legislations;
Federalism.

Introduction

The 18th Amendment to Pakistan’s Constitution 2010 indicated the significant change in
governing system of the country. It shifted a large power of authority from the federal government
system to its provinces, that made them able to control their own affairs more efficiently without
interference. Although the amendment didn’t specifically target labour laws, it had a considerable
influence on how they are developed and enforced. With control over key areas like education,
healthcare, and labour handed to the provinces, each region gained the ability to create and
implement its own employment policies. Consequently, all provinces prepared their own policies,
which led inconsistencies in labour legislation and implementation across the country (Hamid,
2020; Khan, 2019; Ahmed, 2021).

Despite the potential benefits of the decentralization process, it came with several challenges.
Many federal officials were hesitant to completely hand over the necessary resources and authority
to provinces, which slowed down the transitional process and caused of weaknesses the
amendment’s intended impact (Shah, 2019; Javed, 2020). Additionally, a promising initiative
introduced in 2010 to streamline labour regulation in areas like Employment environment, worker
health and safety, and staff training and growth, workers' welfare, and social safety nets was
abandoned after the amendment’s passage. Nevertheless, some long-standing welfare programs

"National Institute of Labour and Training (NILAT), Block 7 Gulshan-e-Igbal, Karachi,
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continued to provide crucial benefits such as social security, healthcare, financial support, and
pensions (Ali, 2021; Raza, 2022).

Most of the existing studies tend to focus on legal and administrative dimensions of this legislation
and overlooked the practical realities and their implications for labour welfare and regulatory
enforcement. A significant gap in the current research lies in the insufficient examination of how
decentralization has affected labour rights and protections on the ground. This article aims to fill
this gap through the assessment of the 18th Amendment comprehensively to see its impacts on
labour legislations of Pakistan. It also investigates how the decentralization of labour regulation
has influenced the industrial relationship in Pakistan. For this purpose, researcher analyse the
legislative frameworks introduced by the provincial governments after 18th Amendment to assess
the effectiveness of enforcement strategies and explore the role of trade unions in a decentralized
system. This article also employs comparative perspective that highlights the critical need to
balance provincial autonomy with the establishment of national standards to ensure uniformity
across all provinces and safeguard labour rights.

Research Methodology

This study employs a qualitative desk-based research design that draws on secondary data from
the government, primarily secondary data drawn from official sources (e.g., government
publications, statistics of the labour market, policy documents, international guidelines issued by
ILO) and reviewed academic literature, reputable media coverage, and legal texts to provide depth
in understanding recent changes. It engages with national legislation, international labour
conventions, and a myriad of secondary materials such as scholarly journals and official reports to
provide a comprehensive, multidimensional analysis. Similar labour reforms and decentralization
processes in neighbouring South Asian countries (e.g., India and Bangladesh) were examined
through the comparative lens. A thematic analysis was also carried out to identify the main trends,
challenges, and opportunities that have emerged as Pakistan’s system of labour governance
continues to evolve. This included a close look at provincial labour laws, how enforcement is being
handled, and the role of key stakeholders since the 18th Amendment. The aim was to make sure
the findings are rooted in credible data and genuinely reflect the current realities on the ground.

Historical Approach

Legal Framework of Pakistan has inherited some colonial legislation regarding labor from when
India and Pakistan were one, but since independence, socioeconomic conditions, industrial growth,
rapid population and labor force growth, an increased strength of trade unions, better literacy rates,
and government focus on development have all shaped labor policy in the country; successive
governments have put forward a number of policies to meet these changing needs. Being a member
of ILO, Pakistan has harmonized its labor laws with standards set out in the Core Conventions.
Before the 18th Amendment, labor matters were considered a shared responsibility between federal
and provincial authorities. At the same time, whereas governments and prior governments were in
charge of drafting and enforcing legislations, it is now the government's obligation to develop and
execute labour market rules. Pakistan's history has been complex, with different political,
constitutional, and economic difficulties since its inception in 1947. The following is a quick
review of Pakistan's main achievements and advances. The partition of British India in 1947 led
in the formation of Pakistan, which was made up of Muslim-majority provinces. The nation was
first separated into two parts: East Pakistan (now Bangladesh) and West Pakistan (now Pakistan).
Pakistan's first constitution, adopted in 1956, established the country as an Islamic republic with
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parliamentary democracy. The Constitution establishes the authorities of the federal government
and the states, as well as a system of governance. To overcome ethnic and regional problems, a
unitary strategy was implemented in 1955 to encompass the all four provinces of West Pakistan
including Punjab, Sindh, KPK, and Baluchistan as the only operational unit. This shift centralised
authority in the federal government while reducing local autonomy. Pakistan established a new
constitution in 1962, replacing its parliamentary system with a presidential style of government.
This constitution curtailed the federal government's power while also limiting municipal
sovereignty. Following the 1971 Bangladesh Liberation War, Pakistan adopted a federal
parliamentary system under the 1973 Constitution. The new constitution created boundaries of
jurisdiction between the federal and state governments while also extending particular privileges
to states. Despite legislative protections for local autonomy, the establishment of power and
subsequent military regimes' interference have eroded local authority. These initiatives have raised
political tensions and sparked requests for more regional autonomy, particularly in the provinces
like Balochistan and KPK (Rabbani, 2022). The 18th Amendment, done in 2010, represents a
watershed moment for the country and its federal government system. This amendment delegated
notable responsibilities from the central body of government to the states, boosting local autonomy
while maintaining the union. A legislative system of government was reinstated, the Concurrent
Constitution was repealed, and local sovereignty over natural resources was increased. Despite
decentralisation, Pakistan continues to have issues in executing efficient governance.
Decentralisation, resource distribution, intergovernmental integration, and federal-state
collaboration are still hotly debated issues (Adeney, 2022).

Decentralization of responsibility and authority

The 18th Amendment to Pakistan's Constitution represented a watershed moment in the country's
road towards national and provincial separation, moving the federal government's key
responsibilities and powers to the provinces. The most notable aspect of the 18th Amendment is
the transfer of governing responsibilities from the federal level to the state level. Education, health,
and labour were shifted from a parallel set of legislation to a distinct set, allowing local
governments more control over these issues. The administration empowers local governments to
oversee and make decisions in their areas of expertise. This freedom enabled each state to tailor
its policies and programmes to its own requirements, priorities, and economic circumstances. In
addition to its constitutional powers, the 18th Amendment sought to increase state sovereignty.
The National Finance Commission (NFC), which determines how financial resources are
distributed between the federal government and the states, has grown in importance. This
budgetary sovereignty enabled each state to freely finance and carry out development programmes.
The 18th Amendment emphasised the significance of Pakistan's local government system. The
formation of local government organisations in each state was intended to simplify decision-
making and increase citizen engagement at the national level. The project's goal is to bring the
administration closer to the people and tackle local problems more efficiently (Adeney, 2022). The
18th Amendment introduced the division of duties and powers between federal and provincial
governments with the focus shifting from centre to a more decentralized approach which
empowers the state and municipal governments to deal with regional imbalances, social
development and improving service delivery. Although decentralization is an important part of the
partnership, its implementation has proven difficult due to large local and regional limits, lack of
clarity about duties and responsibilities, and unwillingness on the part of unwanted interests to
cede influence, all of which requires cooperation among stakeholders to ensure good governance.
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Pakistan continues in a decentralized direction by strengthening state and local government
institutions, increasing budgetary autonomy, improving services, and encouraging greater citizen
participation (Rana, 2020).

Impact of the 18th Amendment

The 18th Amendment moved Pakistan from national to provincial labor governance that
transferred more legislative power back to the provinces, which was intended to allow greater local
flexibility but has created serious enforcement and uniformity problems across provinces with
uneven capacity for provincial control and implementation (72 percent of workers employed in the
informal economy where labor laws are not enforced according to the Pakistan Labour Force
Survey [2021], while ILO [2022] reported that due to decentralization, national coverage of labor
inspections declined by 30 percent). There are many examples of this systemic challenge for
example, even though wage rates were revised for various sectors by Sindh Minimum Wage Board
(Government of Sindh Labour Department, 2022), they remain unenforced. Weak institutional
frameworks, a lack of coordination mechanisms among provinces, and inadequate resource
allocation have compounded the problem, leaving many workers specially migrants and informal
workers, vulnerable to exploitation.

Post 18th Amendment and Provincial-Level Labour legislation

According to the 18th Amendment of Pakistan's Constitution, which delegated significant powers
to the states, each state has the authority to enact its own legislations based on its requirements and
goals. The following is an overview of the labour legislations in Sindh, Punjab, Balochistan,
Khyber Pakhtunkhwa (KP), and Gilgit-Baltistan after the 18th amendment (Lanjwani, Memon &
Sami, 2021).

Sindh

Sindh Industrial Relations Act of 2013

This includes issues with Sindh industrialists' connections with trade unions, collective bargaining,
and labour dispute settlement.

The Sindh Factories Act of 2015
It controls factory establishment, administration, and working conditions, as well as requirements
for worker safety, health, and welfare.

Sindh Shops and Establishments Act, 2015
The Sindh Shops and Establishments Act of 1959 regulates working conditions, working hours,
and other rules pertaining to shops and retail outlets.

Punjab

Punjab Industrial Relations Act, 2010: This Act lays down the industrial relations system for
Punjab, including union formation, collective bargaining, and dispute resolution.

The Punjab Shops and Establishments Ordinance of 1969 controls opening, closing, and working
hours of shops and establishments in Punjab, along with terms and conditions of employment for
workers employed by those shops and establishments.

Balochistan
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Balochistan Industrial Relations Act (2012): This Act regulates industrial relations, including trade
union organization, collective bargaining, and dispute resolution;

The Balochistan Shops and Establishments Act of 2013: This regulates working conditions,
working hours, and other aspects of the shops and commercial enterprises in Balochistan.

Khyber Pakhtunkhwa (KP)

KP Industrial Relations Act, 2010: KP Labor Code regulates labor relations in KP such as the
establishment, administration and representation of trade unions, collective bargaining, dispute
resolution.

Khyber Pakhtunkhwa Factories Act 2013: The Khyber Pakhtunkhwa Factories Act of 2013
governs formation, administration and working conditions of factories including measures for
worker safety, health and welfare.

Gilgit-Baltistan

The Gilgit-Baltistan Shops and Establishments Act, 2015 regulates working conditions, working
hours and other aspects of shops and commercial establishments in the region.

Gilgit-Baltistan Industrial Relations Act: Gilgit-Baltistan, like other states, may have legislations
controlling industrial relations, although the specifics may differ. This measure represents each
state's unique work settings and goals, while also addressing common concerns such as labour
relations, workplace safety, and working conditions. Efforts have been taken to guarantee that
fundamental labour rights and international standards are followed, however precise regulations
and enforcement procedures may vary by state.

National-level Labour legislation

Employment Agreement

Article 18 of the Constitution guarantees the right of every individual to join a trade union (Amin
& Raza, 2022). The Industrial and Business Employment (Standing Orders) of 1968 mandates the
creation of labour agreements between employers and workers. This legislation applies to
enterprises with 20 or more employees, offering job security. Workers like domestic staff,
agricultural labourers, and temporary contract workers often lack written contracts, though oral
agreements or historical practices may still be enforceable by court. Written labour contracts
typically outline key employment terms such as job type, duration, salary, benefits, and conditions
of employment.

Impact of the 18th Constitutional Amendment on Labour Legislations

For permanent employees, termination without just cause requires either a notice of month or
payment equivalent to one month's pay, calculated according to the average of the earnings of
previous three months. This provision does not apply to workers in other sectors, who do not
receive salary in lieu of notice. Termination notices must be in writing and clearly state the reasons
for dismissal. Employees who contest their dismissal can seek justice under labour legislation, and
employers are required to issue written termination within three months of the issue, employees
can raise the matter through the store manager or their union. Courts hold the authority to intervene
in cases of employer misconduct or legal violations (Mahmood, 2021).

Working Hours

10
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The Factory Act of 1934 sets work hours for adult workers at 9 hours per day and 48 hours per
week, with a maximum of 7 hours in a day and 42 hours in a week for workers under 18. Labour
legislations cover formal and informal enterprises with at least ten employees, though local
governments can lower the threshold to five employees. Seasonal businesses like cotton and sugar
factories often require longer hours—up to 10 hours daily or 50 hours weekly—though in practice,
workers may put in 56 hours per week. The Shops and Establishments Act of 1969 limits working
hours to 48 per week or 7 per day across Pakistan. The Mining Legislation of 1923 sets an 8-hour
daily limit, and the same for underground work. Factories must post work hours on notice boards
and ensure workers take a one-hour break after six continuous hours. Special reduced working
hours apply in the month of Ramadan (Raza & Jamil, 2022).

Leave with Pay

The Factories Act of 1934 provides workers with 14 consecutive days of annual leave after
completing twelve months of service done continuously. Any unused public holidays within a year
roll over into the following year. Even in cases of business interruptions due to illness, accidents,
approved leave, strikes, or temporary unemployment not exceeding 30 days, employees are still
considered eligible for paid leave after 90 days of total work. Weekly leave is separate from this
entitlement (Igbal, 2023).

Maternity and Paternity Leave and Protection

The Maternity and Parental Care Bill, 2023, grants female employees up to 180 days of maternity
leave and male employees three days per 30-day work cycle. Article 37 of the Constitution
guarantees benefits for women at the time of maternity, working in factories and firms (Ahmed &
Malik, 2024). The Maternity Pay Ordinance 1958 allows women six weeks of paid maternity leave
for which four months of continuous employment is necessary. This legislation applies across
factories and companies with female employees, with limited exemptions. The Mining Production
Act of 1941 extends similar protections to women employed in mines related areas.

Additional Leave Rights

Workers receive 14 days of annual leave, 10 days of fully paid casual leave, and 16 days of half-
paid medical leave annually under the Factories Act. Casual leave is generally granted without
prior notice, while medical leave requires a certified medical certificate. Employers cannot refuse
medical leave when a valid certificate is presented. Employees also receive full pay on public
holidays declared by the government, with an additional paid day off if required to work on those
holidays. Special leave of up to two months is available for religious pilgrimages like Hajj, Umra,
and Ziarat through collective bargaining agreements (Hussain & Shah, 2022).

Age Requirements and Safeguarding of Young Employees

Article 11(3) of the Constitution forbids the hiring of children under 14 in factories and mines,
encouraging policies to protect children from hazardous work and promote free education and
literacy. The Factories Act of 1934 allows minors aged 14 to 18 to work only with a certified
medical fitness report. Child workers cannot exceed five working hours per day and are prohibited
working between 7 p.m. to 6 a.m. Factories must display child workers’ hours on notice boards,
maintain a register of their names, and assign them tasks suitable to their physical capacity (Khan,
2021).

Pay Issues
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The Wage Payments Act of 1936 ensures timely wage payments for various types of workers,
applying to those earning under 3,000 rupees in sectors like factories, railroads, and sugar mills.
For businesses with fewer than one thousand workers, Wages should be given to employees within
a week after the pay period ends., while larger enterprises have up to ten days. Employers must
clear all wages earned, and contractors hiring workers are also responsible for payments. If an
employee is terminated, their final wages must be paid within two business days (Siddiqui & Baig,
2021).

Constitutional Right to Join Labor Unions

Article 17 of the Constitution guarantees the right to form and join associations or trade unions,
with some restrictions to safeguard national sovereignty and cultural integrity. The Industrial
Relations Ordinance (IRO) 2002 affirms employees and employers are free to establish and
become members of unions they prefer, including international associations.

Union Registration

Trade unions are registered with local Trade Union Registries or the Federal Register under the
Industrial Relations Act of 2012 for nationally registered firms. Once registered, unions gain
access to various legal benefits. These unions often operate on a factory-wide basis and create their
own internal rules and regulations (Ali & Rizvi, 2024).

Collective Bargaining and Agreements

Labour unions elect a Collective Bargaining Agent (CBA, who is chosen through a secret ballot
and acts on behalf of the employees in negotiations on employment conditions, wages, working
hours, promotions, sick pay, pensions, and more. The CBA also consults on collective decisions
and legal rights (Rashid, 2023).

Conciliation

If disputes arise and no agreement is reached, either party can issue a mediation notice within 15
days, copying it to the mediator and the labour court. Settlements reached through mediation are
reported to provincial or federal governments.

Arbitration

When mediation fails, the matter can be referred to a third-party arbitrator by mutual agreement.
The arbitrator issues a binding decision within one month, effective for couple of years (Rehman,
2023).

The labour Court

The national labour legislation gave labourers, owners provided by the constitution or national
labour legislation must be upheld. It is the responsibility of the provincial government to establish
labour courts. Each court operates within a specific geographic area and is overseen by a presiding
officer appointed by the provincial government. These labour courts are responsible for resolving
industrial or labour-related disputes presented before it; the court decided the question pertaining
to the application of labour legislation or labour rights addressed before it. In criminal matters, the
Labour Court rigorously adhered to the Code of Criminal Procedure, 1898. To decide the
judgement and the effect of Section 249 of the Eighteenth Amendment on legal procedures
connected to the business. During the argument, the Labour Court is officially considered a civil

12
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court with powers similar to those provided under the Civil Procedure Act of 1908 (section 5 of
the Constitution) establishes fees for the preparation of exhibits and exhibits, the production of
papers and documents, and reviewing witness statements or going through documents. The court's
verdict will be drafted and presented during a public hearing, with two copies delivered to the
government. Within a month, the government will make an official announcement. There is also
the Labour Court of Appeal (Higher Court), which hears appeals against Labour Court rulings and
has the authority to evaluate or alter them based on facts and legislation (Javaid, 2020).

Comparative Analysis

Inherited from British India is the Trade Unions Act of 1926, which continues to guide frameworks
for labour relations across South Asia, although in Pakistan amendments have been made since
1973 and the decentralization after the 18th Amendment has further fragmented union regulation
(a brief comparison with Bangladesh highlights instructive contrasts: despite its own challenges
on labour rights, it has retained a centralized model through the Bangladesh Labour Act 2006 that
was amended in 2013 and again in 2018 under international pressure following incidents such as
the Rana Plaza disaster and is able to negotiate comprehensive labour reforms with bodies such as
the ILO; India pursued a more federal approach, with recent labour codes introduced between 2019
and 2020 trying to bring together fragmented legislations into central standards but leaving
enforcement still at the state level). Pakistan’s decentralized model lacks a similar unifying
framework, leading to disparities among provinces regarding minimum wages, social security
provisions, and union rights.

Implications of 18th Amendments

The Concurrent jurisdiction List was dissolved by the 18" Constitutional Amendment, and the
Federal Government's jurisdiction to act on Labour Welfare and Trade Unions was transferred to
the provinces. In India, matters related to Trade Unions and Industrial Labour Disputes fall under
Entry No. 22 of the Concurrent List (List I11) in the Constitution’s Seventh Schedule. This means
both the State Governments and the Central Government share authority over these subjects. As a
result, the Trade Unions Act 1926 has been promulgated by the Parliament to deal with the matter
relating to the registration of trade unions and trade disputes, etc., whereas, in view of the
Eighteenth Constitutional Amendment, the federal government of Pakistan no longer has the
authority to make legislations about trade unions across the entire country unless a provincial
assembly specifically allows it by passing a resolution under Article 144(1) of the Constitution.
To address this, an Ordinance was introduced to organize and modernize the legislations
concerning the formation of trade unions and to improve employer-worker relations specifically
within the Islamabad Capital Territory and in industries or establishments that operate across
multiple provinces. The preamble of this Ordinance highlights that Pakistan has committed to
international labor standards by ratifying ILO Conventions 87 and 98, which protect the rights to
freedom of association and collective bargaining.

Although decentralization was intended to give provinces more autonomy in shaping labour laws
to suit their needs, its impact has been uneven. Provinces like Punjab have introduced progressive
reforms, while others have faced challenges due to limited administrative capacity. In the absence
of a cohesive federal oversight mechanism, this has sometimes created confusion, particularly for
businesses operating across provincial lines. These challenges highlight the importance of
establishing a structured system for intergovernmental coordination.

13
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Challenges

Conflicts in Legislation

Reduced benefits have resulted in a fragmented and inconsistent set of labour rules throughout the
government. While some jurisdictions have complete regulations, others have gaps and exclusions,
resulting in disparities in performance criteria and safeguards. These distinctions provide
difficulties for businesses operating in numerous nations as they traverse diverse regulatory
regimes.

Enforcement Issues

Because federal enforcement procedures are decentralised, federal and state authorities must work
together to coordinate efforts. However, logistical and electrical constraints have hampered
effective implementation, leaving workers exposed to abuse and rights breaches. Addressing these
issues necessitates effective and aggressive solutions. The absence of standardisation in labour
regulations makes it difficult for businesses to comply. Differences in rules not only cause
confusion, but also provide chances for noncompliance.

Workers in the informal sector obtain minimal legal protection

A considerable number of the people working in Pakistan works in the non-formal sector,
frequently without labour protection. Decentralisation has highlighted the importance of
addressing the rights and welfare of informal sector workers, including them in labour legislations,
and protecting them from abuse and exploitation. Vulnerable populations, such as women,
children, and migrant workers, suffer increased dangers owing to a lack of legal protection.

Ignorance and access to justice

Many workers, particularly in rural regions, are unaware of their rights and suffer difficulties to
seeking legal redress for abuses of workers' rights. Efforts to promote knowledge and enhance
access to justice, particularly legal aid programmes, are critical for empowering workers and
protecting their rights.

The importance of co-ordination and co-operation

Although local autonomy can help resolve regional labour difficulties, coordination and
collaboration across areas are required to provide uniform labour standards and safeguards across
the country for example, a 2022 survey by Pakistan Labour Watch revealed that more than 70% of
workers in Sindh’s informal sector were unaware of available legal aid options. In Balochistan, the
Labour Department addressed fewer than 5% of reported labour violations, largely due to
administrative hurdles and limited outreach efforts (Legal Aid Society, 2022). Promoting
communication and collaboration among local governments will assist to develop opportunities
and support workers.

Recommendations for Reform
Improve Coordination Between Provinces
The federal government should set up an Inter-Provincial Labour Coordination Council (IPLCC)

with representatives from provinces, employers, unions, and federal ministries to:
o Create national labour standards.
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o Share best practices and align policies.

o Resolve disputes, especially those involving migrant workers.
The Inter-Provincial Labour Coordination Council (IPLCC) should function through twice-yearly
meetings, specialized technical working groups, and a digital platform to facilitate information
sharing. Its role could involve addressing labour disputes between provinces, aligning labour
inspection standards, and coordinating employer practices that cross provincial borders. Inspired
by models such as India’s Interstate Council and South Africa’s National Economic Development
and Labour Council (NEDLAC), the IPLCC has the potential to serve as a reliable institutional
framework for collaborative and consistent labour governance.

Boost Enforcement
Provincial governments need to:
o Digitize inspection processes for better transparency.
o Increase the number of trained inspectors, especially in informal sectors.
o Set up anonymous systems for workers to report issues.

Raise Awareness and Provide Legal Aid
A nationwide campaign should be launched to inform workers, particularly in the informal
sector, about their rights by:
o Partnering with NGOs and unions to organize workshops and mobile legal clinics.
o Creating easy-to-understand educational materials in local languages.
o Broadcasting information on TV, radio, and social media.

Update Labour Legislations Regularly
A “Biennial Labour Review Conference” should be held to review and update labour
legislations to keep up with social, economic, and technological changes.

Support Trade Unions
The government should:
o Ensure legal rights, negotiation, and management by providing comprehensive
training.
o Stronger the legislations to protect unions from political interference.
o Offer small grants to new unions for outreach activities.

Conclusion

The 18th Amendment drastically re-organized the law on labor legislation by devolving legislative
powers to the provinces which opened up opportunities for more tailored labor governance, but at
the same time exposed challenges of consistency and enforcement that can be addressed by greater
inter-provincial coordination, stronger enforcement mechanisms, and a more empowered trade
union movement. The reforms recommended in this paper will help build a more equitable,
dynamic, and inclusive labor market with rights protection and economic growth; ensuring fair
and consistent labor practices is not only legally necessary but also a vital part of the country's
sustainable development.
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Effect of Innovative Technology Integration in Primary School on Student's
Learning
Lubna Irshad?

Abstract

This paper discusses the effect on student learning through use of technology in primary school
environments; early education matters because it involves creative learning that needs engaging
teaching. The study administered a questionnaire with multiple-choice questions as well as detailed
open-ended questions via Microsoft Forms to all teachers who had at least one- or two-years’
experience (open-access link), after obtaining their consent prior to participation, and analyzed
using thematic and descriptive methods showing how innovative technology is linked to better
student learning outcomes when they play Al-based games, 3D print objects, and attend interactive
workshops.

Keywords: Innovative Technology Integration; Primary School; Student Learning; Al-based
Games; 3D Printing

Introduction

The 21st century is a time of innovation and technological advances that have been global in nature
and impact on all citizens around the world (Y1lmaz, 2021) and as technology continues to evolve,
it is constantly updated and adapted to be a part of modern educational curricula and used on a
daily basis by today's students. Today, collaborative methods are the norm; however, some
educators have also found new ways for skill development, creativity, and academic performance
(Yildiz & Celik, 2020), such as technology has made it possible to learn mathematics more
interactively (Asare et al., 2024). Hence, technology should be incorporated into educational
systems, particularly in mathematics instruction and knowledge delivery systems (Bakar et al.,
2020). Likewise, different learning tools assist learners in their language acquisition process, with
research indicating that technological practices can improve multiple dimensions of language
learning such as motivation to study English and expand vocabulary beyond what traditional
teaching methods are able to accomplish due to time constraints (De Souza et al., 2021). This
article will focus on innovative interactive technology and how it contributes to enhancing
students' skills, creativity, and academic performance.

Background
In this digital era, integrating technology innovations in educational settings is both beneficial and

necessary for creating an innovative educational environment that meets the various needs of
students (Abulibdeh et al., 2024) while preparing them for a modern job market with new
technologies (Khan & Khan, 2020). With innovation seeping into every corner of society, it has
become essential to succeed in academia (Van Petegemet al., 2021), and as shown in the first wave
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of COVID-19, the swift implementation of digital tools in education sparked some crucial
concerns about how schools would continue to digitalize (Timotheou et al., 2023). The integration
of technology in teaching allows students not only to learn using technological tools but also to be
prepared to engage with a more digitized society. Now, Information and Communication
Technology (ICT) is essential in education as it enhances engagement in the classroom and helps
retain knowledge for students, enabling them to understand even the most challenging educational
topics in innovative ways (Aslam et al., 2021). Additionally, ICT integration plays a key role in
widening individual opportunities while also improving the efficiency of educational processes as
well as quality of the learning experience with greater learner satisfaction and attainment of
specific goals such as gaining new skills, better academic performance or career advancement
(Akram et al., 2021).

Figure 1
Factors highlighting the impact of ICTs on education
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There are several factors that influence the incorporation of ICT in educational process, mainly
including digital competencies, school administration, and governance (see Figure 1; Timotheou
et al., 2023). The centrality of innovative technology in educational system is underscored by
several factors such as digital competencies among others (see Figure 1; Timotheou et al., 2023)
which can enhance student engagement and foster collaborative learning (Mohebi, 2021). Online
courses exist today and technology has ushered in a host of benefits for the education industry
(Yildiz, 2022). Therefore, implementing ICT in education can completely change students'
learning styles by engaging them in innovative and interactive technological approaches (Suleima,
2020).

Technology plays a critical role for educators in facilitating language learning. In every language
class, various forms of innovation are routinely utilized (Carstens et al., 2021). Such innovations
have been employed to enrich the language learning experience, allowing instructors to modify
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classroom activities and thereby enhance the overall process of language acquisition (Yildiz,
2021).

Digital technology is being marketed for its potential to stimulate creativity among students by
offering new tools and environments that inspire creative thinking and imaginative learning
(Bereczki 2019). As technology continues to evolve, more digital components are finding their
way into the classroom (Carstens et al. 2021), but the influence of technology on education can be
both positive and negative (Ismail et al., 2020); therefore, this article explores the effect of
innovative ICT on student learning outcomes, with emphasis on methods that directly impact
students' academic performance.

Research Questions

How does innovative technology integration affect student learning outcomes in primary schools
of Pakistan?

How does technology integration impact student engagement, motivation, and academic
achievement?

Literature Review

With the rapid growth of online learning, they argue for a new form of education that meets the
demands of online learners with more dynamic and interactive online infrastructure to reduce
dropout rates. They suggest that an enhanced online learning environment with real-time
communication can provide a welcoming space for students with varied learning preferences,
offering them a unique educational experience that is both accessible and flexible beyond what
traditional physical classrooms can offer. Results highlight the importance of digital platforms for
transforming the education system into a participatory, engaging, and successful one in an
increasingly connected world (Shinde et al., 2024).

Another study on how technology influences global disruptions during COVID-19 pandemic
through remote teaching and learning (2021) focused on challenges faced by teachers in Pakistan
showed that even though Pakistani teachers primarily used applications such as Zoom and
WhatsApp for online classes, lack of electricity, intermittent internet connectivity, and parental
resistance to online education are still issues, and many Pakistani students do not have technology
in rural areas due to a large digital divide between urban and rural parts. Administrations need to
ensure that they prioritize digital literacy and inclusive teaching practices so that no student is left
behind in this rapidly changing environment (Rehman et al., 2021).

Recent research (2022) described how Pakistani educators are using information and
communication technologies (ICT) at different levels, suggesting that while many educators have
a positive attitude toward ICT integration, they encounter significant barriers such as infrastructure
deficiencies, low internet access, and lack of training. They noted the importance of improving
policies to address these barriers to better enable teachers to advance their technological skills in
order to amplify ICT use in learning. The researchers also pointed out how important it is for
teachers' perceptions of technology play a part in implementing technology in classroom activities
(Akram et al., 2022).

An understanding of barriers to incorporating modern technologies into primary schools will help
develop strategies for using technology effectively to improve educational experiences in Pakistani
elementary school students. This paper explores the use of technology-enhanced games boards
such as interactive whiteboards, specifically looking at primary factorization principles and how a
game-based learning strategy can be used to address the common problem of low motivation and
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achievement in mathematics among elementary students. In an experiment comparing the use of a
technology-enhanced board game with traditional review exercises, they found that the game
increased student engagement and significantly contributed to improved performance in prime
factorization. Researchers also noted, the recommended strategy not only enhanced the learning
of students and their achievement in prime factorization but also in hands to their desire to learn
and perspective (Yen-Ting Ling and Ching Te Cheng, 2022).

Furthermore, another study explored how technology-based learning environments affect English
as a foreign language fluency among Pakistani students. They stated that “information and
communication technologies offered the opportunity to transform the education system,” noting
that advanced technologies combined with innovative teaching methods can substantially enhance
students' learning experiences. The integration of ICT in classroom settings has been shown to
improve student performance, particularly in language learning. Moreover, by comparing the
results of pre-test and post-test, an experimental group using technology and a control group
employing conventional methods, it was clear that the experimental group scored much higher
(Ali, Alaa, & Shahnaz, 2024).

Methodology

This article employed a mixed-methods research grounded in constructivist theory to examine the
incorporation of technology in primary schooling system. By combining quantitative and
qualitative methods, the research captured both statistical trends and rich narrative insights,
thereby enhancing validity through data triangulation (Dawadi, Shrestha, & Giri, 2021). Thirty
primary school teachers (26 females and 4 males) with minimum teaching experience of two years
and prior exposure to classroom technology were purposefully selected, with only those teaching
Grade 2 or above included to maintain consistency and control extraneous variables (Strijker,
Bosworth, & Bouter, 2020). Data were collected via an online questionnaire disseminated through
email and social media, comprising sections on demographic information, teaching and IT
experience, perceived technology benefits, and encountered challenges; while closed-ended items
yielded quantitative data, five open-ended questions provided qualitative insights, and participants
had two weeks to complete the survey after giving informed consent via Google Forms.
Quantitative analysis identified emerging trends, and thematic analysis of the qualitative responses
revealed meaningful patterns, with the tool was shown to be reliable, with a Cronbach’s alpha
score of 0.85 and its validity supported by expert review and a pilot study with five participants.
Ethical protocols were rigorously maintained by obtaining informed consent and ensuring
confidentiality and anonymity, thereby safeguarding participants’ professional standing. Despite
these strengths, the study’s findings are limited by the small, context-specific sample and reliance
on self-reported data, suggesting that future research should involve a larger and more diverse
sample to further validate and extend these results.

Results and Data Analysis

Participants and Demographic Overview

Thirty participants, all over 18 years of age, completed the survey. The demographic profile
indicates that most respondents are early-career educators, with only 3 respondents (10%) aged 35
or older. Reflecting common trends in education, 26 respondents (87.7%) were female, while 4
respondents (13.3%) were male. Regarding teaching experience, 4 respondents had two year, and
the remaining 26 had more than two years of experience.
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Perceptions of Incorporation of Technology

When evaluating the present level of incorporated technologies in selective institutions,
respondents reported a high degree of satisfaction. With an average rating of 6.36 on the scale
provided, 93% of participants expressed positive sentiments. This indicates a strong belief that
innovative digital tools are transforming classrooms into dynamic, engaging, and student-centered
environments, thereby enhancing both student engagement and learning outcomes.

Use of Technology in the Classroom Practices
Research participants were asked about the advantages of incorporating advanced technology in
early classroom settings. Key insights include:

e Over 90% (combining “agree” and “strongly agree” responses) confirmed that the use of
innovative technology is crucial for enriching instructional practices.

e Many educators emphasized that digital resources such as video lectures and interactive
simulations play a vital role in clarifying complex scientific and mathematical concepts for
young learners.

e While the survey did not delve deeply into specific technologies, the overall feedback
strongly supports the notion that interactive and creative digital tools are beneficial for
early student learning.

Challenges and Limitations
The survey employed seven Likert-scale statements to identify potential challenges associated with
integrating innovative technology in classrooms. The summarized responses are as follows:

General Use of Technology
16 respondents (53.3%) agreed and 12 respondents 40% strongly agreed that technology is
effectively implemented in their classrooms.

Impact on Student Interest
12 respondents (40%) agreed and 16 respondents (53.3%) strongly agreed that digital tools boost
students’ interest in studying.

Utilization of Digital Lectures and Tools
18 respondents (60%) agreed and 9 respondents (30%) strongly agreed that digital lectures and
tools are consistently used to support learning.

Enhancement of Learning Outcomes
12 respondents (40%) agreed and 14 respondents (46.7%) strongly agreed that digital tools
contribute to improved learning outcomes.

Relevance of Traditional Methods
9 respondents (30%) agreed and another 9 respondents (30%) strongly agreed that traditional
teaching methods are becoming less effective in today’s digital era.

Engagement through Innovative Technology
12 respondents (40%) agreed and 14 respondents (46.7%) strongly agreed that interactive tools
such as games, video lectures, and 3D lessons enhance learning outcomes.
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Comparative Effectiveness of Digital Resources

9 respondents (30%) agreed and 16 respondents (53.3%) strongly agreed that digital resources like
video lectures, audiobooks, and digital workshops offer superior learning experiences compared
to traditional methods.

Overall, between 70% to 90% of respondents expressed positive views (either “agree” or “strongly
agree”) on most of the statements, with only a small fraction (5-10%) disagreeing and only 1% to
3% were strongly disagree. These findings suggest a broad consensus that innovative technology
can considerably enhance students’ involvement, motivation, and academic achievement when
appropriately implemented.

Institutional Support and Digital Infrastructure
The survey also investigated external factors influencing technology integration:

Internet Connectivity
Out of 30 respondents, 28 (93.3%) confirmed they had reliable internet access at home, enabling
them to utilize digital lectures and other online resources effectively.

Administrative and Management Support

Although 24 out of 30 respondents, (80%) noted that their school management provided adequate
training and support, whereas 6 respondents (20%) expressed concerns regarding the overall
receptiveness of their administration to innovative technology.

Professional Development

The results highlight the need for continuous training and growth for professionals that not only
covers technical skills but also integrates pedagogical strategies. Without such support, even the
most sophisticated technologies may fall short of their educational potential.

Frequency Distribution of Likert Scale Responses

Analysis of the Likert-scale data shows that most teachers (ranging from 40% to 60%) are in strong
favor of integrating technology in their classrooms. Approximately 30-50% of the respondents
agreed with the benefits of digital tools, reflecting a predominantly positive stance, albeit with a
few reservations. Only a minimal percentage (around 5-10%) disagreed, and strong opposition
was nearly non-existent (0-5%). This pattern reinforces the overall acceptance and enthusiasm for
digital innovations among educators in early childhood and primary education settings.

Evaluation of Investigative Questions of the Research

The study was driven by two main questions of inquiry:

How does innovative technology integration affect student learning outcomes in primary schools
of Pakistan?

The results indicate that digital tools such as video lectures, 3D models, and interactive simulations
significantly enhance student engagement and comprehension. Educators reported that these tools
demystify complex subjects like science and mathematics, leading to improved learning outcomes
and increased student motivation.
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How does technology integration impact student engagement, motivation, and academic
achievement?

The data reveal that using digital technologies is linked to positive outcomes in key educational
metrics. Classrooms that have adopted digital tools see Greater involvement and improved critical
thinking skills, and enhanced problem-solving skills among students. Furthermore, the shifting
from a teacher-led approach to student-directed learning, facilitated by digital platforms,
empowers students to take greater ownership of their educational journey.

Thematic Analysis

Thematic analysis of the qualitative responses from primary school teachers (Class 2 and above)
identified a number of patterns regarding how technology is integrated into classroom activities.
The most frequently mentioned benefit was improved interactivity: digital tools such as smart
boards, educational games, and simple simulations were credited with making lessons more
interactive and participatory; for example, one teacher reported that "when we use the interactive
games or videos, students are much more involved and they are excited to answer questions and
explore ideas themselves.” This change from passive listening to active engagement was seen as
especially helpful in keeping younger learners engaged.

A second theme was the differentiation in teaching that technology enabled as learning apps
provided a way for teachers to assign tasks at different levels of difficulty: “"Some of my students
need more time or extra practice, and apps let them work at their own pace while others move
ahead,” one of the teachers said. This made it easier for teachers to manage mixed-ability
classrooms and support all students without holding some back.

Virtual learning platforms, even when used in basic forms, were also recognized as helpful adjuncts
to instruction: teachers mentioned using classroom apps or a school portal to share homework,
lesson recaps, or additional practice materials. "It's good for review at home if they didn't quite get
something during class,” one teacher said. Yet many also highlighted the desire for more guidance
and hands-on training on how to use these tools effectively: "We're doing our best, but we still
need proper training so that we can make better use of the technology,” another respondent stated.
Cooperation was another theme that came up; technology was seen as enabling cooperation among
students from sharing slideshows in class to group project apps assigned for homework. One
teacher put it this way: When students work on a common assignment, particularly when digital,
they are more inclined to speak with each other, exchange ideas, and accept responsibility for their
respective roles.

Some teachers also expressed concerns about screen time, emphasizing that while technology is
an important tool, it should not be allowed to supplant hands-on or physical learning experiences.
"It's fine to use tablets for some lessons but kids also need to write by hand, do crafts, and a lot of
things that are not on-screen."

The last one was assessment; technology allowed teachers to instantly check for understanding
through digital quizzes and apps: "Apps like Quizizz or basic online polls help me see who gets it
right away and | can adjust the lesson" explained by a teacher. But some also noted that care needs
to be taken when using digital assessments, to ensure fairness and accuracy. To sum up, primary
school teachers value technology as an aid to engagement, differentiation, and collaboration but
recognize the importance of ongoing training and balance to make sure technology supplements
rather than supplants key classroom practices.

Discussion
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The findings from this analysis indicate that early adoption of technology by teachers is valued
because it makes teaching more engaging for students, and it allows customization of lessons;
however, they also point to the need for robust institutional support, training, and equitable access
to resources and equipment.

As evidenced by the data, digital tools have a significant positive impact on student engagement
and learning outcomes, with teachers reporting that video lectures, 3D models, and interactive
simulations are most effective in helping students understand complex concepts in science and
mathematics; however, inconsistent administrative support, insufficient ongoing professional
development, and inadequate infrastructure indicate that while technology can transform
education, its impact is contingent upon institutional backing and teacher training.

Schools can support improved technology use by providing professional development
opportunities for teachers to become more comfortable and proficient with emerging technologies,
addressing accessibility issues so that all students reap benefits of technological advances within
the school environment, and dedicating funds toward teacher training in effective technology use
that will maximize instructional practices and student performance.

These findings are of relevance to our study on the use of creative technology within instruction
in elementary school and learning of students. Candia-Rodriguez and other game developers
demonstrate that new technologies can dramatically impact learning and student motivation, for
example, board games that incorporate mobile and sensor technologies. Additionally, the findings
reveal how technology can foster student intellect by encouraging active learning process and
autonomy; meanwhile, the data suggest that teacher's lack of experience in technology plays as an
obstacle, which is resulted in convenient tool to use in their classroom.

Limitations

There are several limitations of this study that need to be considered for the interpretation of the
results. The participants were few and teachers of the same context, a fact that may reduce the
possibility of their results being applied to other regions, schools or educational settings. As a
result, the views presented may not reflect the range of early childhood education settings.
Furthermore, self-reported use of technology and attitude may be subject to response bias, as
individuals may have inadvertently exaggerated or underreported their use of technology or
attitudes because of social desirability, and memory-based issues, respectively. These variables
might influence the results. Further studies would benefit from including larger and more diverse
samples and applying multiple sources of data (e.g. classroom observations, as well as feedback
from students and parents) in order to obtain in-depth and more representative perceptions of
technology.

Conclusion

The findings of this study indicate that Pakistani early childhood and primary teachers have
positive views about the potential advantages of leveraging of technology integration. But the
challenges of equitable access, full teacher training, and strong administrative support are all
things that need to be worked out in order for the program to work successfully and be sustainable.
This is valuable guidance for policy makers and education leaders in how to design technology-
supported learning environments that meet the changing needs of the students in the digital age.
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Recommendations

To use technology at the early childhood education (ECE) level is to be supported, in-service
teachers must also be provided with substantive and continuous professional development.
Targeted and topic-specific training sessions can prepare teachers to feel more confident, as well
as more competent, not only in employing digital tools for instructional purposes, but also for
differentiation and assessment via technology. Mentorship programs that pair tech-savvy teachers
with those who are less experienced can foster a supportive, collaborative learning environment.
In addition, further research is needed to understand the long-term impact of technology
integration on student learning, especially in relation to how teachers are trained to close the digital
divide. It's also important to examine how technology affects students with special needs and those
who are learning English as a second language.

The involvement of school leaders and policymakers plays a critical role in creating a culture of
innovation. For technology adoption to be successful, schools must also provide strong
institutional support which includes reliable internet access, up-to-date devices, interactive tools,
and initiatives like device loan programs to ensure equitable access for all students.
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Integrating Total Quality Management and Human Resources Managementin
Hospitality: A Case Study of Swissotel Hotel & Resort
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Abstract

By using a case study of Swissotel Hotel & Resort, this research investigates the aspects of Total
Quality Management (TQM) and Human Resource Management (HRM) in the hospitality
industry. Swissotel utilizes TQM in key departments, such as Human Resources, Sales &
Marketing, and Food & Beverage, to consistently provide excellent services and products. The
research utilized a mixed-method approach, including qualitative information from management
practice and quantitative information through reviews of customers and employees sourced from
Accor, Booking.com, Tripadvisor, Glassdoor and Indeed. The evaluations of these services and
products were reviewed by utilizing the SERVQUAL scale. According to the results of the
research, there is a positive relationship between quality improvement at Swissotel, including the
current quality journey, 1ISO 9001 and EFQM Membership, and customer satisfaction and
employee engagement. The results also indicate that an effective HRM approach using various
strategies, such as training to meet training needs, fair compensation for employees, and supportive
leadership, are important findings to implement TQM successfully, to endure recommendations as
a sustainable competitive advantage.

Keywords: Total Quality Management; Human Resource Management; Hospitality; Continuous
Quality Improvement; Service Quality

Introduction

In today's more intense and competitive environment where entry of new competitors can erode
market share, quality becomes more important to an organization's ability to operate efficiently, to
produce revenue, or to gain market share. Therefore, it is essential for organizations to implement
Total Quality Management (TQM) as a strategy that improves product quality and gives the
competitive edge (Al-Ababneh 2021). In the hospitality industry, TQM focuses on providing high-
quality services and products based on customer expectations; therefore, its objective should be
continuous improvement as assessed by customers. First, effective leadership is an important
component of TQM practices in that it builds employee confidence and encourages them to
participate in decision making. In addition, the awareness of quality practices is closely related to
managerial behavior, and continuous quality management requires an effective knowledge base
and learning capacity among staff supported by appropriate training programs (Ramanathan et al.
2021). The implementation of TQM depends on human resources, customer needs, process
management, information analysis, leadership, and strategic planning, all of which contribute to
more efficient operation, differentiation in services and products, and a competitive advantage with
increased market share (Zhang et al., 2021). The current research will analyze different aspects of
TQM and HRM in Swissotel Hotel & Resort by examining its history, organizational structure and
geographical distribution, reviewing the importance of TQM, role of personnel to maintain quality,
contribution of continuous quality and service improvements on overall performance, relationship
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between TQM and HRM at Swissotel, quantitative results as pie charts from employee reviews
and customer reviews, and evaluate the five dimensions of the SERVQUAL model; reliability,
tangibility, assurance, responsiveness, and empathy.
Objectives
e Tocritically examine the importance of quality management in key hospitality functions at
Swissotel Hotel & Resort.
e To assess the contribution of personnel in maintaining high service quality standards at
Swissotel Hotel & Resort.
e To explore the effects of sustained quality and service enhancement initiatives on service
levels at Swissotel Hotel & Resort.
e To investigate the link between total quality management practices and human resource
management strategies at Swissotel Hotel & Resort.
e To utilize quantitative techniques to rigorously evaluate the effectiveness of Swissotel
Hotel & Resort's hospitality and tourism operations.
e To integrate quantitative methodologies and theoretical frameworks for a comprehensive
assessment of Swissotel's operational performance in the hospitality sector.

Research Questions

How does quality management contribute in improving operational efficiency and service user
satisfaction at Swissotel Hotel & Resort?

What role does personnel play in sustaining quality standards at Swissotel Hotel & Resort?
How do continuous quality and service improvement initiatives affect service levels at Swissotel
Hotel & Resort?

What kind of link exists between quality management and human resource management at
Swissotel Hotel & Resort?

How effective are Swissotel Hotel & Resort's hospitality and tourism operations, as indicated by
quantitative measures?

Literature Review

Introduction of Swissotel Hotel & Resort

Swissotel Hotel & Resort is part of the AccorHotels group and is a globally recognized brand,
operating more than 4,500 units and over 10,000 rooms worldwide. Established in 1980, Swissotel
has built a strong reputation as a premium Swiss brand, currently managing over 36 properties
with a total of 14,939 rooms across 18 countries. Notable properties include Swissotel Krasnye
Holmy in Moscow, Swissotel The Stamford in Singapore, and Swissotel The Bosphorus in
Istanbul, with additional developments underway. The brand offers both hotel and resort
accommodations designed to cater to both business and leisure travelers, ensuring that guest
expectations are consistently met through high-quality services (Accor, 2023).

The Importance of Quality Management

A robust quality management system ensures that all organizational activities are well-coordinated
to control operations and enhance overall performance. Such a system serves as a cornerstone for
excellence, establishing a clear link between customer needs and employee efforts. By
implementing a quality management framework, an organization can precisely define its
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processes, develop standard operating procedures, and create guidelines that ultimately lead to the
delivery of superior products and services (Santos-Vijande et al., 2020).

In the context of a hotel, several departments collaborate to implement quality management
effectively. Key among these are the Human Resource, Sales & Marketing, and Food & Beverage
departments.

Human Resource Department

Throughout the hospitality and tourism business, a highly labor-intensive and significant job-
creating sector the HR department plays a critical role. HR professionals are responsible for
developing job specifications, managing recruitment, overseeing compensation, organizing
training programs, and handling employee relations in conjunction with supervisors and line
managers. They also ensure compliance with labor laws, particularly regarding occupational safety
and health, and clarify legal obligations to both managers and employees (Hervie et al., 2021). At
Swissotel Hotel & Resort, the HR department is particularly committed to support employee
growth through detailed training programs and opportunities through their dedicated academy to
move forward in their careers. For example, the "Swissotel Challenge™ program is designed to help
employees specialize in relevant fields (Accor, 2021).

Sales & Marketing Department

The marketing function is essential in developing strategic innovations that secure and maintain a
competitive advantage. Through effective use of marketing tools and strategies, organizations can
gain a deep understanding of consumer expectations, thereby incorporating consumer feedback
into decision-making processes. One of the primary goals of marketing is to create and
communicate value, which in turn fosters customer loyalty and drives profitability (Mittal et al.,
2023). Swissotel Hotel & Resort exemplifies this by offering extensive facilities, such as numerous
meeting rooms and wedding halls, to accommodate a range of social and business events
(Swissotel, 2023).

Food & Beverage (F&B) Department

Since it is the second largest contributor to hotel revenue, the F&B department is pivotal. Changing
lifestyles have led to an increase in dining out, prompting restaurants to provide innovative dining
experiences regularly. Beyond offering quality food, restaurants must also create attractive
ambiances, incorporate distinctive decor, and maintain high service standards to draw customers.
Establishments that achieve these elements supported by positive media reviews or word-of-mouth
recommendations can successfully attract and retain clientele (Dani & Rawal, 2019). For instance,
Swissotel Hotel & Resort in Singapore (Swissotel The Stamford) features eight restaurants offering
diverse international cuisines and five bars/lounges that provide a variety of beverages (Swissotel,
2023).

In this discussion, the article investigates the significance of (TQM) within the hospitality industry,
using Swissotel Hotel & Resort as a case example. TQM is crucial for helping organizations
differentiate their services and products from competitors, thereby gaining a competitive edge.
This analysis focuses on three key hospitality departments HR, Sales & Marketing, F&B and
highlights how Swissotel supports its employees with benefits such as free lunches, health
insurance, and career development initiatives; offers versatile event spaces; and provides an array
of dining and beverage options.

Role of Personnel in Maintaining Quality
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Maintaining high quality standards relies on the effective collaboration of key personnel, including
leadership, supervisors, and employees.

Leadership

An organization committed to quality operates in a manner that ensures long-term success while
delivering customer satisfaction and societal benefits. Continuous improvement is essential for
achieving total quality, and strong leadership is critical in guiding cultural changes and motivating
employees. Leaders within a TQM framework are expected to be people-oriented, embrace
continuous learning, and focus on service excellence. They must also ensure that their decisions
align with the organization's quality commitments (Al-Khaled & Al-Debei, 2023). At Swissotel
Hotel & Resort, leaders are known for their supportive approach, offering mentorship and fostering
a collaborative, positive work environment that enhances employee confidence (Glassdoor, 2021).

Employees

The performance of individual employees is a key indicator of an organization’s ability to meet its
objectives. In terms of TQM, the collective efforts of staff are crucial to efficiently fulfilling
customer needs while minimizing costs, time, and effort. TQM not only helps organizations reduce
expenses and boost productivity but also builds a strong team spirit, mutual trust, and a sense of
belonging. Such an environment is conducive to attaining international quality certifications and
establishing a favorable reputation among customers (Obeidat et al., 2020). At Swissotel Hotel &
Resort, employees enjoy various benefits including free lunches, health insurance, bonuses, and
other incentives—that contribute to a positive and supportive working atmosphere (Indeed, 2021).
Supervisors

Supervisors serve as the vital link between management and employees, playing a key role in the
effective implementation of TQM. They act as mentors, leaders, and advisors, ensuring that
quality-related strategies are communicated and executed properly. Supervisors are also
responsible for facilitating practices such as quality circles and managing the additional
responsibilities associated with continuous process improvements. While these duties can increase
stress, effective supervision is essential for achieving the organization’s quality objectives through
adequate manpower and consistent support (Valdavic, 2014). At Swissotel Hotel & Resort,
supervisors are recognized for their supportive, knowledgeable, and communicative style, which
helps create a congenial and productive work environment (Glassdoor, 2021).

The Connection Between TQM and HRM at Swissotel Hotel & Resort

Quality management emerged as a critical focus in the 1980s, driven by the recognition that
elevating quality can boost efficiency both internally-through improved processes and cost
reductions-and externally-by expanding market share, enhancing brand image, and increasing
customer satisfaction. Total Quality Management (TQM) is widely regarded as key strategy for
building client fidelity and achieving steady revenue growth, particularly for organizations seeking
ISO certification and international recognition for service quality (Oltean & Gabor, 2020).
Swissotel, as a member of the European Foundation for Quality Management (EFQM), has been
acknowledged for its commitment to quality management across various industries in Europe
(Swissotel, 2023).

Human Resource Management (HRM) is equally essential, as it contributes in driving growth of
the business and its overall performance. Modern HRM practices aim to ensure long-term success
and competitiveness by effectively managing a skilled and dedicated workforce through a
combination of cultural, structural, and people-focused strategies. Managers frequently encounter
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various challenges while striving to advance within their organizations (Rakhmonov & Turaeva,
2020). Swissotel prioritizes the recruitment of experienced professionals with industry-specific
education and the ability to perform under pressure. Moreover, the company invests in
comprehensive training programs to maintain high standards and steadily increase market share
(Accor, 2023).

TQM and HRM are inherently linked; quality management involves an integrated approach to
ensuring that superior outputs are consistently delivered by refining processes and preventing
defects at every organizational level. Simultaneously, HRM engages, motivates, and empowers
employees-an essential element for the effective execution of TQM. The philosophy of TQM
extends beyond manufacturing processes to encompass all organizational activities, decision-
making processes, and employee development initiatives. Key HRM practices such as training,
teamwork, and motivation directly support TQM principles by enhancing employee knowledge,
flexibility, and accountability in quality management (Anser et al., 2021). Since 2010, all Swissotel
properties and the Corporate Office have maintained 1SO 9001 certification, underscoring their
adherence to rigorous quality management standards (Swissotel, 2023).

Continuous Quality and Service Improvement at Swissotel Hotel & Resort

Swissotel continuously strives to enhance its service offerings and overall guest experience by
rigorously examining and optimizing its operations. For instance, Swissotel The Bosphorus in
Istanbul received its initial accreditation for ISO compliance dating back to the late 1990s and has
since been recognized by experts for its quality, health and safety standards, environmental
practices, and food safety measures. The ISO-certified management system at Swissotel facilitates
enhanced operational efficiency, which is critical in the dynamic and fluctuating hospitality
industry (Struger, 2021).

Continuous Quality Improvement (CQI) is a fundamental aspect of total quality management that
involves an ongoing effort to refine processes and optimize service quality. Recognized as a form
of kaizen, CQI entails making incremental improvements until issues are fully resolved. This
approach is essential not only for meeting customer requirements but also for evaluating the
success of operational plans (Ab Latif & Mohd Nor, 2021). At Swissotel, a systematic approach to
CQI has enabled properties to improve various key performance indicators, including financial
metrics. For example, in July 2013, Swissotel Nankai Osaka experienced a nationwide decline in
the wedding business; however, by applying continuous improvement principles, the MICE
department achieved a 35% increase in wedding revenue during the final quarter of that year
(Swissotel, 2023).

Swissotel’s approach to CQI is grounded in five core principles
e Thorough examination of the existing systems and processes;
e Utilizing statistical analysis to identify both challenges and strengths;
e Involving cross-functional teams that include employees, managers, volunteers, board
members, and even customers;
e Enabling all stakeholders to recognize issues, propose changes, and develop effective
solutions; and
These principles taken together ensure that continuous quality improvement is a core management
tool at Swissotel, where it serves to focus both internal stakeholders and external clients on meeting
consumer expectations and providing competitive advantage. Recent studies show how TQM and
HRM are critical for post-pandemic recovery of the hospitality industry: It demonstrated how agile
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TQM frameworks enabled faster operational adjustments so that hotels can maintain service
excellence through market volatility, while HRM strategies have evolved to emphasize employee
well-being, flexibility, and resilience-building initiatives (Baum et al., 2020). As customer
expectations continue to evolve, traditional models of service quality have also changed. For
example, one of the studies showed expanding the original six dimensions of the SERVQUAL
framework to include a hygiene assurance dimension in response to current health and safety issues
(Karatepe and Avci, 2021), while another study highlighted the growing impact of digital service
delivery on perceived service responsiveness and reliability (Sigala, 2020). These developments
point toward an even broader trend: hotels must integrate TQM and HRM practices seamlessly
rather than as add-ons if they are to provide consistently exceptional guest experiences and remain
competitive in a volatile business environment.

Conceptual Framework

The conceptual underpinning of this research is that when both TQM practices (e.g., customer
orientation, process improvements, continuous innovation) and HRM strategies (e.g., employee
training, engagement initiatives, performance management systems) are in place, service quality
outcomes are enhanced across the dimensions of SERVQUAL. The framework suggests:

Figure 1

Total Quality Management (TQM)

» Enhance Service Reliability And Tangibility

Human Resource Management (HRM)

* Improve Responsiveness, Empathy, And Assurance

Combine Effect of TQM s HRM

« Greater Guest Satisfaction And Stronger Overall
Organizational Performance.

Research Methodology

The current study employed a mixed-methods approach (qualitative and quantitative) to examine
the relationship between TQM and HRM practices in Swissotel Hotels & Resorts that includes
public documents such as annual reports, sustainability publications, and corporate
communications about TQM and HRM practices (quantitative), thematic analysis of customer
testimonials and employee reviews regarding service delivery and organizational culture.
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Quantitative data were collected from reputable online sources (Accor, Booking.com, TripAdvisor,
Glassdoor, AmbitionBox, Indeed) with the use of customer ratings in five SERVQUAL
dimensions: tangibles, reliability, responsiveness, empathy, and assurance; as well as employee
feedback on work-life balance, company culture, career growth opportunities, and pay. In addition
to basic descriptive statistics, inferential tests such as mean comparisons and independent samples
t-tests were employed to see if perceptions of service quality were consistent across platforms and
to compare metrics of employee satisfaction. Qualitative and quantitative results were triangulated,
and all materials reviewed are publicly available.

Employing Quantitative Techniques to Evaluate Hospitality and Tourism Operations

The quantitative methods were applied to analyze their operations based on data from customers
reviewed in Accor (All Accor Live Limitless, 2021), Booking.com (2021) and TripAdvisor
(2021).

Table 1
Customer Reviews  TripAdvisor Booking Accor
Location 4.5/5 8.3/10 9.4/10
Service 4.5/5 9/10 9.3/10
Cleanness 5/5 9.2/10 8.9/10
Rooms 4.5/5 9.2/10 8.1/10

Descriptive Analysis
The descriptive analysis indicated that customer satisfaction was high across all service
dimensions.

Inferential Analysis

Independent samples t-tests showed no statistically significant differences between Booking.com
ratings of satisfaction and TripAdvisor ratings of satisfaction (p > .05), which means that there
were not statistically significant differences in the way customers rated service quality on these
two platforms.

Table 2
Employees Reviews Glassdoor AmbitionBox Indeed
Work-life balance 3.2 35 4
Culture 3.9 3.7 4
Career Growth 3.6 3.7 3.9
Benefits 3.5 35 3.8

Employee feedback also pointed to generally positive satisfaction levels; however, noticeable
differences emerged regarding work-life balance, highlighting a potenti al area for further
investigation.

Evaluating Hospitality and Tourism Operations Using Qualitative Techniques

Quality Service Management assesses the level of service quality experienced by tourists based on
their recollections after their stay (Khalifa, 2020). The SERVQUAL scale is a widely used tool for
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this purpose, evaluating service quality across five dimensions: tangibility, reliability,
responsiveness, empathy, and assurance (Ladhari, 2020).

Tangibility

This aspect focuses on the physical elements of the providing services, such as how the facilities,
appliances, staff, and marketing content look and are presented. In the hotel industry, tangibility is
evident in the design and upkeep of guest rooms and dining areas. For instance, Swissotel Sydney
features 369 guestrooms across nine distinct categories and offers a restaurant, JPB, which can
seat up to 108 guests (Accor, 2022; Swissotel, 2022).

Reliability

It refers the ability to deliver the committed service consistently and accurately. Swissotel is known
for providing outstanding and memorable luxury experiences, including a range of amenities such
as spas, fitness facilities, and wellness programs (Ladhari, 2020; Accor, 2022).

Responsiveness

This dimension measures the willingness and promptness with which services are delivered.
Swissotel is committed to ensuring that guest inquiries and issues are addressed swiftly, with an
efficient online booking system and timely responses via phone or email (Dedeoglu & Demirer,
2022).

Empathy

Empathy involves offering personalized and attentive care to guests. Swissotel excels in this area
by ensuring that every guest receives individualized attention, contributing to high levels of
satisfaction (TripAdvisor, 2022).

Assurance

Assurance is related to the ability of staff to instill confidence and trust through their expertise and
courteous behavior. Swissotel not only prioritizes guest satisfaction but also invests in its
employees through comprehensive training programs, competitive compensation, benefits, and a
supportive work environment (Indeed, 2022; Accor, 2022).

Quantitative Analysis

An examination of customer review data from TripAdvisor, Booking.com, and Accor revealed
consistently high satisfaction scores across major service aspects, including location, service
quality, cleanliness, and room standards. Although slight differences between platforms were
noted, overall ratings remained strong, reflecting a broadly favorable perception of Swissotel’s
service delivery.

To further investigate, independent samples t-tests were performed to compare satisfaction ratings
between Booking.com and TripAdvisor. The analysis indicates no statistically significant
differences (p > 0.05), indicating a high level of consistency in customer experiences across these
platforms.

Employee feedback on Glassdoor, AmbitionBox, and Indeed suggested moderately high
satisfaction levels (positive) with some variation between ratings for work-life balance. These tools
enable Swissotel to track service in real time, respond quickly to guest needs, and approach
customer experiences proactively. Still, there were significant differences in scores related to work-
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life balance that may indicate a need for further exploration of employee experience on this
dimension. In fact, reviews from Glassdoor, AmbitionBox, and Indeed indicated generally positive
sentiment (moderate to high satisfaction) with some variation around ratings for work-life balance.
These tools enable the team to track service in real time, react promptly to guest needs, and take a
more proactive approach to ensuring exceptional customer experiences. Yet there were significant
differences in ratings concerning work-life balance that may suggest more nuanced employee
experiences with respect to this area that would be worth exploring further.

Qualitative Analysis

Thematic analysis of guest testimonials consistently identified strengths such as reliable service,
excellent cleanliness, and friendly staff interactions as key factors influencing overall customer
satisfaction, while employee narratives stressed the positive workplace culture and career
development opportunities, although issues surrounding workload and balance occasionally arose,
which could suggest potential areas for organizational improvement.

It demonstrates that human resource strategies within the company (such as continuing staff
training and development, not treating performance reviews as a formality) are consistent with its
Total Quality Management (TQM) objectives such as maintaining high quality. Explain how this
research suggests that TQM and HRM should be integrated in order to achieve service quality
outcomes at Swissotel, and discuss how their commitment to the ISO 9001 standards aligns with
the overall goals of excellence pursued by Swissotel.

Discussion

The findings from this study point out the significance of integrating Total Quality Management
(TQM) and Human Resource Management (HRM), as well as maintaining consistent service
standards, ensuring well-kept facilities, delivering prompt responses for all core aspects of TQM,
and the achievement of 1ISO 9001 standards to ensure operational excellence in driving guest
satisfaction with Swissotel.

From a human resources perspective, employee satisfaction in particular as it relates to
organizational culture and career progression is related to TQM practices. This also matches the
conclusion of Baum et al. (2020) who noted that building an HR environment supportive of
organizational resilience is important for organizations emerging from the pandemic.

Secondly, the connection linking CQI practices and service excellence supports what Ali et al.
(2022) argued that customer impressions should be integrated with CQI practices to stay in
business. Swissotel obtains guest feedback via online platforms and through surveys conducted
after hotel stays. They analyze this data in team huddles and during evaluation meetings,
implements changes ranging from restructuring services, retraining staff and optimizing operations
which shows their commitment towards moving service improvement to changing market
demands and guest expectations.

Finally, this study confirms the applicability of the SERVQUAL model to assess quality of service
in hospitality settings and suggests that post-pandemic updates may include adding health and
hygiene dimensions, as proposed by Karatepe and Avci (2021).

Limitations and Future Considerations

Although Swissotel has made considerable progress with TQM, certain issues need further
attention such as potential employee resistance when changes are implemented, cultural
expectations at different international locations, and the challenge of maintaining service standards
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in a quickly evolving industry. Further research investigating these issues will provide greater
insight into how TQM functions over time in the global hospitality sector.

Conclusion

Swissotel Hotels & Resorts demonstrates that integration between TQM and HRM practices is a
key factor in achieving high levels of guest satisfaction and operational excellence through
embedding continuous quality improvement strategies and investing in employee growth to create
a service culture that can adapt to changing industry demands. The findings highlight the need for
strategic alignment between quality management and HR practices as they pertain to competitive
advantage, customer loyalty, and organizational resilience.

Yet, innovation in quality systems and HR initiatives will remain critical for future success.
Swissotel has highlighted Total Quality Management (TQM), where initial results have led to
better performance, increased customer satisfaction, and more employee engagement, but the
challenge of maintaining these efforts across countries can also be examined further.

Recommendations

Use Al to Keep Improving

Keep Learning Adopt smart technologies such as Al tools that can analyze customer feedback in
real time, so they help identify problems immediately and implement improvements swiftly.
Take Care of Your Staff

Consider how to improve the workplace environment, which can include flexible work hours,
wellness programs, or mental health support, to make staff feel valued and balanced, which leads
to better service quality.

Update Quality Measurements

Improve measurement of quality by Updating tools such as the SERVQUAL model to include
standards related to health and hygiene that now matter to guests in terms of judging quality during
the pandemic.

Go Beyond Online Reviews

Get More Feedback Than Online Reviews by using surveys and interviews with guests and staff
to learn more about what is good and what can be improved.
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Leveraging Advanced Data Techniques in HR Analytics: Revolutionizing
Workforce Management

Khizar Adil*
Abstract
Big data refers to large, varied, rapidly changing datasets that can be used for HR analytics but
may not provide all the solutions to an issue. While HR analytics can help inform strategic decision
making, financial health, market conditions, competitors, and workforce capabilities should also
factor into these decisions before implementation of findings from HR analytics. This article
examines the importance of HR analytics, process, the types of questions that it can answer, a new
model, and existing challenges with blind reliance on data. HR analytics employs research
methodologies and advanced statistical tools to analyze HR data for evidence-based decision-
making and emphasizes the strategic value of HRM in achieving competitive advantage.
Therefore, contextual adjustments are needed as HR analytics evolves, which means that
businesses need to be careful not to rely blindly on data.

Key words: HR analytics; big data; strategic decision-making; human resource management;
competitive advantage.

Introduction

Advances in technology have significantly transformed the way businesses access and use data,
enabling organizations to implement data-driven strategies across various functions. While sales
teams have long relied on analytics, human resource management (HRM) has only recently
embraced this transformation. A persistent challenge in HRM has been the shortage of skilled
professionals and the gradual shift of HR roles from traditional administrative tasks to strategic
business functions. However, by leveraging data-driven insights, HR leaders have demonstrated
their capacity to enhance organizational performance. To gain stronger support from senior
management, HR departments must evolve into data-centric units. Given that employees are
central to business success, organizations must focus on optimizing workforce performance to
sustain competitiveness in this ever-evolving corporate landscape (Lawler & Boudreau, 2022).
HRM contributes significantly in managing human capital to meet strategic business objectives.
Employees are often regarded as an organization's most valuable asset, significantly influencing
overall performance (Collings, McMackin, Nyberg, & Wright, 2021). However, many companies
still view their workforce as an operational cost rather than an investment. HR analytics provides
a solution by delivering data-driven insights that quantify the return on investment (ROI) in people.
It also systematically identifies key workforce factors that drive business success, enabling
organizations to make evidence-based decisions (Marler & Cao 2023).

The Power of HR Data Analytics in Driving Company Strategy:

HR analytics extends beyond basic data collection and visualization. It involves structuring,
analyzing, and interpreting HR data to generate actionable insights that support strategic decision-
making. By applying statistical models, predictive analytics, and machine learning techniques, HR
professionals can detect patterns of labor force, enhance skills management strategies by focusing
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on employees’ capabilities, and improve employees’ involvement. Ultimately, HR analytics
provides organizations with a competitive edge by offering data-backed recommendations to
enhance productivity, retention, and workplace efficiency (Marler & (Minbaeva, 2023).

The integration of HR analytics marks a significant transformation in HRM. Often referred to as
talent analytics or workforce analytics, this approach enables organizations to make informed
decisions using key performance indicators, predictive models, and statistical tools. Unlike
traditional HR methods, analytics-driven decisions are based on empirical data, making them more
strategic and reliable.

Research Gap and Objectives

Despite growing awareness of the value of HR analytics, research on its practical application
across HR functions remains limited. Organizations recognize this potential, yet barriers such as
complexities around data management, reluctance to adopt new approaches, and lack of analytical
expertise hinder effective implementation. The current research and actual case studies will shed
light on these gaps by reviewing the methodologies, tools, and strategies for HR analytics. The
focus is on how HR analytics informs decision-making and optimizes HR functions and
contributes to organizational success with a review of HR analytics methodologies, tools, and
strategies.

HR Analytics in Workforce Management

The challenge is how to manage a diverse workforce while at the same time aligning employee
performance with business objectives in an increasingly competitive and fast-paced business
landscape where human capital is one of the most important drivers of organizational success. This
means that companies need advanced tools to systematically collect, analyze, and use large
amounts of HR-related data to make informed decisions on how to maximize workforce efficiency.
By identifying workforce patterns, predicting employee behavior, and assessing the effectiveness
of HR initiatives, organizations can enhance strategic workforce planning. Key HR metrics such
as turnover rates, training efficiency, and productivity, offer valuable insights that help companies
refine their HR strategies and drive sustainable growth. Implementing HR analytics fosters an
analytical and empirically supported strategy for workforce management, ensuring long-term
competitive advantage.

Research Question
This study seeks to address the following question:
How can HR analytics enhance employee performance evaluation?

Research Objectives

1. To explore how HR analytics can enhance relationships between employees and HR
professionals.

2. To investigate the application of data analytics in HR decision-making processes.

3. To assess the significance of data-driven strategies in modern HR management.

Conceptual Framework

This study integrates core HR components such as HRM, HR analytics, data-driven decision-
making, and HR service management into a unified framework for evaluating employee
performance. Additionally, it explores emerging HR trends to anticipate challenges and
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opportunities that HR professionals may encounter in the evolving business landscape (Bondarouk
& Ruél, 2021).

Literature Review

The growing interest in Human Resource Analytics in recent years stems from its potential to
create substantial impact to enhance workforce management and improve organizational
performance. HR analytics involves applying statistical and data-driven techniques to human
resource data to generate practical insights that aid strategic decision-making (Lawler & Boudreau,
2022). This literature review takes a closer look at the main ideas behind HR analytics that how it
has grown over time, why it matters, the challenges organizations face when using it, and how it
helps in understanding employee performance.

Evolution of HR Analytics

Historically, Human Resource Management (HRM) mostly focused on the day-to-day tasks of
managing staff and making sure the company followed all the rules. But things have changed.
Thanks to the rise of big data and predictive analytics, HR has shifted into a strategic role that now
plays a part in the big decisions a company makes (Tursunbayeva, Pagliari, Bunduchi, Strohmeier,
& Schauerhammer, 2023). The rise of HR analytics has met this need by using machine learning
and advanced analytics to recruit, retain, and enhance employee engagement and performance
(Winkler et al., 2020).

Organizations that have been able to implement HR analytics effectively are reaping the rewards,
such as more informed hiring decisions, a satisfied workforce, and an aligned workforce
(McCartney, Murphy, & Manke, 2020). Even though more and more companies are trying to use
HR analytics, many find it tough to make it work smoothly. They struggle with managing all the
data and often lack the know-how to really analyze it (Strohmeier & Piazza, 2022).

The Impact of HR Analytics in Employee Performance Evaluation

HR analytics has become especially valuable in managing performance because, in the past,
reviews were often based on personal opinions. That kind of subjectivity could lead to unfairness
or inconsistency in how employees were evaluated. In contrast, HR analytics introduces an
objective data-driven approach that assesses employee performance using key performance
indicators (KPIs) like productivity levels, training effectiveness, absenteeism rates, and employee
engagement metrics; predictive analytics can be used to predict future trends in performance and
identify high-potential employees. Research has indicated that companies incorporating HR
analytics into their performance management processes can increase productivity by as much as
20% and decrease turnover by detecting disengagement early (Sharma et al., 2022).

Difficulties in Executing HR Analytics
Although HR analytics offers many benefits but challenges persist in the application of HR
analytics:
1. Data Quality and Integration: Human resource data can be fragmented, which means
insights cannot be derived (Strohmeier & Piazza, 2022).
2. Lack of Analytical Skills: Many human resources professionals are not technically skilled
at analyzing complicated datasets, but rather rely on IT specialists. (McCartney et al.,
2020).
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3. Resistance to New Approaches: Any HR-centric policy changes may trigger backlash
among office workers who worry about being monitored or losing their roles (Bondarouk
& Ruél, 2021).

4. Concerns about ethics and data privacy: Employment legislation across different
jurisdictions presents legal risks concerning data ethics policies and employee information
(Giermindl, Strich, & Fiedler, 2022).

Future Developments in HR Analytics

HR analytics is anticipated to progress with innovations in artificial intelligence (Al), machine
learning, and real-time data analysis. Al-driven HR tools are becoming more common in
recruitment, workforce optimization, and workforce engagement enhancement (Biron, Boon, &
Veldhoven, 2022). Additionally, organizations are shifting towards people analytics, which extends
beyond traditional HR metrics to assess workplace culture, team dynamics, and leadership
effectiveness (Marler & Cao, 2023).

To fully leverage HR analytics, companies must invest in upskilling HR professionals, integrating
HR technology platforms, and ensuring ethical data usage. As businesses increasingly rely on data-
driven decision-making, HR analytics will become key factor in forming workforce strategies and
improving organizational outcomes.

HR Analytics Framework

HR analytics employed as a structured approach for evaluating HR metrics for instance, hiring
efficiency and workforce stability, impacting overall business performance (Shaffer, 2023). It
employs predictive analytics, using statistical methods like regression analysis, correlation
analysis, and t-tests to identify trends and workforce behaviors. While predictive models forecast
future workforce trends, prescriptive analytics applies decision science and operational research
to optimize HR resource allocation. However, in many cases, HR analytics is still underutilized,
often limited to data collection rather than being fully integrated into strategic decision-making
(Strohmeier & Piazza, 2022).

The HR Analytics Cycle
The HR analytics cycle consists of seven key stages that help organizations develop data-driven
HR strategies aligned with business objectives (Levenson, 2020):

1. Identifying Stakeholder Needs: Engaging key stakeholders including executives, HR
professionals, employees, and HR technology providers to align analytics efforts with
business priorities.

2. Defining the HR Research and Analytics Agenda: Formulating research goals that
balance short-term and long-term business strategies.

3. ldentifying Data Sources: Utilizing internal HR databases (HRIS), external benchmarking
data, and industry reports to support HR analytics initiatives.

4. Data Collection: Gathering data through primary methods (e.g., surveys) and secondary
sources (e.g., government labor reports and academic research).

5. Data Transformation: Converting raw data into actionable insights through predictive
analytics, process analysis, and sentiment analysis.

6. Communicating Insights: Presenting analytical findings effectively using data
visualization and storytelling techniques to drive HR strategy implementation.

7. Enabling Strategy and Decision-Making: Applying analytics-driven insights to improve
talent management and overall organizational success.
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Opportunities and Challenges in HR Analytics
Opportunities
HR analytics provides several key benefits, including:
« Enhanced Organizational Performance: Boosts employee satisfaction, productivity, and
overall business outcomes, creating a competitive edge (Biron et al., 2022).
« Strategic Talent Management: Facilitates the draw in and retain high-quality talent, which
is a primary differentiator in competitive markets (Collings et al., 2021).
Here are several opportunities for leveraging and implementing HR analytics, outlined
below:

Figure 1
Human Resource Analytics

Better " HR as a True
Competitive

Advantage

Strategic
Leader

Organizational
Performance

Find the Prioritize HR
Reason for investments

Attrition and Actions

Challenges
Despite its potential, organizations face several challenges in HR analytics adoption:
1. Data Quality Concerns: Ensuring the accuracy and completeness of data is essential for
reliable analytics (Minbaeva, 2020).
2. Data Governance: Effectively managing large volumes of HR data while adhering to
ethical and legal standards is a significant challenge (Ahmed, Kura, & Abubakar, 2022).
3. Lack of Executive Buy-In: Many organizations are reluctant to invest in HR analytics due
to uncertainty about the return on investment (Ahmed et al., 2022).
4. Skills Gap in HR Analytics: To fully leverage HR analytics, organizations need to close
the skills gap by equipping HR professionals with expertise in data analysis, statistical
modeling, and business intelligence (Ahmed et al., 2022).

HR Analytics and Predictive Decision-Making
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HR analytics includes statistical modeling to predict workforce trends such as employee attrition,
training effectiveness, and productivity based on HR tools or systems, enterprise performance
tracking records, mobile apps, social networks, and other sources of staff data (Khan and Tang,
2021). Another study built upon existing research in proposing a predictive decision-making model
that uses internal social network data to predict turnover (Puhakainen and Siponen, 2021), which
aligns with the findings on HR analytics used for evaluating training effectiveness and policy
compliance. Using workforce data can lead to better talent management as well as better decision
making (Rao, 2020).

Research Methodology

The methodology for this study uses a qualitative research design based on secondary data sources
using a well-selected body of literature, case studies, and publicly available reports to examine
how HR analytics are used in contemporary organizations. The criteria for selecting the body of
literature were limited to recent publications (five years or less) focusing mainly on
methodologically rigorous studies aligned with key questions about HR analytics use and its
impact on organizational performance.

Alongside the literature review, the study also includes a few examples of case studies from various
organizations that have successfully implemented HR analytics, as identified through documented
cases demonstrating how they utilized data-driven HR strategies for improving workforce
performance, employee engagement, and other areas.

The analysis of the secondary data relied on thematic analysis. The aim was to spot recurring
patterns, trends, and key insights related to adopting HR analytics and how it affects how well
organizations perform.

Analysis of HR Analytics

The analytical framework can be used to analyze HR data, especially those that are thematic, cross-
sectional studies with an emphasis on interpreting meaning, consists of three stages: managing the
employee data, detailed descriptive and interpretative reports, which facilitate a structured
progression from raw data to meaningful insights (Saunders et al., 2023). Managing data involves
labeling, categorizing, and synthesizing data based on predefined themes such as execution, worth,
framework, operational support and system maintenance. A thematic index is constructed and
divided further into subthemes (e.g., current and future) using Atlas.ti software for systematic
coding. The descriptive accounts phase identifies patterns across cases, refining categories through
iterative analysis. The explanatory accounts phase seeks to establish relationships among data
points to uncover trends and underlying explanations (Saunders et al., 2023).

HR analytics significantly contributes to workforce optimization by demonstrating the value
employees bring beyond their salaries (Minbaeva, 2020). One of the studies highlights that data-
driven HR practices differentiate well-structured HR departments from traditional ones that rely
on intuition. While HR analytics was initially considered an emerging trend, it is projected to
become a standard practice by 2025, evolving from basic reporting to predictive analytics (DeNisi
& Murphy, 2022).

Dimensions of HR Analytics
HR analytics enhances decision-making by leveraging workforce data to improve business
performance. Talent analytics focuses on workforce development aspects such as recruitment,
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retention, and succession planning. Workforce analytics, on the other hand, examines employee
satisfaction and organizational structures to maximize efficiency. Advanced analytics, including
predictive workforce planning, enables organizations to anticipate skill requirements and future
workforce needs (Angrave et al., 2020).

Lack of Analytical Skills

Despite its benefits, HR analytics faces significant challenges, particularly the lack of analytical
expertise among HR professionals. Traditionally, HR roles have not emphasized quantitative
skills, leading to competency gaps in areas such as data analysis and statistical modelling. To
address this, organizations have introduced training programs and hired data scientists to bridge
the gap. For instance, Google's "People Analytics” team applies social science research to HR
decision-making. Similarly, governments in the U.S., Canada, and the UK have launched
initiatives to enhance HR professionals’ data literacy (DeNisi & Murphy, 2022).

HR Analytics and Business Success

HR analytics contributes to business success by improving workforce cost management, decision-
making processes, and employee engagement. According to King and Sharma (2021), HR
analytics has a major impact on hiring, workforce retention, succession planning, and performance
evaluation. Leading companies such as Google, Microsoft, and ConAgra Foods utilize HR
analytics to predict workforce trends, reduce attrition, and enhance productivity. For example, a
global restaurant chain implemented HR analytics to improve service speed, customer satisfaction,
and employee retention, ultimately driving higher sales (King & Sharma 2021).

Leveraging Large-Scale Data in HR

With technological advancements, HR analytics is evolving through Predictive Talent Analytics
(PTA), which leverages large datasets to forecast workforce trends. By integrating internal metrics,
external benchmarks, and social media insights, HR departments can enhance talent acquisition,
employee retention, and overall organizational performance. PTA helps organizations optimize
costs and improve strategic workforce planning, ensuring they maintain a competitive edge in
today’s rapidly evolving, data-focused business environment (Sun, 2022).

The adoption of HR analytics represents a paradigm shift in human resource management,
enabling organizations to move beyond traditional, intuition-based decision-making toward data-
driven strategies. By leveraging statistical models, predictive analytics, and key performance
metrics, HR professionals can optimize workforce planning and enhance overall business
performance. However, despite its growing potential, challenges in implementation persist. This
study aims to bridge the gap by exploring HR analytics’ role in decision-making and its impact on
HRM effectiveness. A more complete understanding of analytics-based HR strategies will help
organizations make better use of the human capital in the quest for continuous growth and
sustained competitive advantage.

The extent of HR analytics is high-value, high-relationship use of data to improve management of
people and effective organizations. There are issues surrounding integration into HR policies and
practices this continues to gain traction with the rise in availability of big data and artificial
intelligence (Al) that will only continue to stoke the growth in use of HR analytics. It is essential
for organizations to harness HR analytics, and data governance, analytical capability and will for
change will need to be addressed, however emerging use of analytics-based organization strategies
will ensure HR analytics continues to be a key element of the future management of the workforce.
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Conclusion

HR analytics serves as an important tool to take human resources relationships from being merely
administrative to becoming active strategic partners in the business. Although there are challenges
such as data quality, skills gaps and executive buy-in, the potential benefits of HR analytics are
clear. As organizations increasingly look to data to help improve their workforce, human resource
departments must embrace the opportunity to integrate analytics as an influencer of future business
practice. The research underscores the prioritization of not only investing in the supporting
technology but also in developing the skills of HR practitioners to drive successful HR analytical
implementation. In addition, the practical recommendations discussed, which include improving
data governance, establishing a culture of data-informed decision-making, and strategically
learning from successful cases, provide manageable steps for HR leaders who want to embed
analytics into their practice.

Looking to the future of HR analytics, it is likely that research will continue to evolve, with a focus
on how to enhance predictive models and more easily integrate technologies such as artificial
intelligence into HR functions. And in a world where employee management continues to be driven
by data, organizations that invest in HR analytics will not only improve the management of their
workforce but will also be best positioned into the future.

Practical Implications and Recommendations

HR analytics can potentially redefine HR functions, as it generates data for informed decision-
making, employee performance improvement, and organizational effectiveness. However, there
are some key considerations to investigate before an HR department could apply or utilize HR
analytics as part of their HR function.

1. Building Analytical Capability

The first challenge is the lack of analytical capability within HR. Organizations need to help
develop HR professionals' skills in developing their analytical capabilities, by offering HR
professionals training designed around statistical models for understanding and interpreting data
for decision-making. HR might also consider collaborating with data scientists and IT to integrate
analytics.

2. Ensuring Data Quality and Governance

HR analytics and the analytical processes depend on data quality and completeness. HR has to
ensure proper and controlled collection, management, and governance of data, through protocols
and standardized operating procedures, across the spectrum of HR functions. Such operating
procedures are necessary for the proper data input for recruitment, training, employee
performance, or compliance, among many others, and they need to be compliant with data
protection regulations.

3. Developing a Culture of Data-Driven Decision-Making

HR practitioners must be the driving force behind establishing data-driven practices in their
organizations. Organizations must establish a culture in which decisions are made based on insight
rather than intuition or what has been done in the past. HR departments need to become ‘champions'
of analytics by modelling the required behaviours in making decisions regarding hiring,
performance management and employee engagement.

49




Journal of Social Research Dynamics (JSRD), Volume 1 Issue 1 (2025)
ISSN:

4. Learning from Case Studies

Learning by case study is a potential method of advancing the organization’s understanding of HR
analytics from organizations that have specifically used HR analytics as a successful part of their
strategic agenda. Organizations such as Google, Microsoft, and ConAgra Foods are examples of
firms that exemplified HR analytics that led to reduced turnover and improved productivity.
Specifically, the case studies substantiated what the human resource function can do by utilizing
predictive analytics to model turnover trends or establish satisfactory levels of employee
satisfaction through workforce analytics.

Suggestions for Future Research

An organization's ability to leverage HR analytics can be affected by its financial position, its
prevailing market conditions, competitive environment, corporate strategy, and managerial ability
(Zimmermann, 2016). While HR analytics will align organizations with "strategic" HR decision
making, big data alone creates no assurance of the best results. Findings must be analyzed within
the broader organizational context, considering factors such as economic conditions, competitive
dynamics, and internal leadership capabilities.

A comprehensive review of academic papers, reports, and articles confirms that HR analytics is
an evolving field with significant applications in corporate settings. Evidence suggests that data-
driven decisions yield more favorable outcomes, and organizations that integrate data science with
domain expertise gain a competitive advantage.

Although HR analytics adoption is still in its beginning phases, current trends indicate that
leveraging big data for decision-making provides the greatest opportunity for success. Large
corporations are increasingly exploring HR analytics, recognizing its potential to enhance business
performance in an era dominated by big data. Future research should further refine and expand HR
analytics applications across various industries to maximize its impact.
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Enhancing the Enforcement of Nuisance Laws in Pakistan: Bridging Legal
Gaps, Overcoming Implementation Challenges, and Advancing Reforms for

Public Welfare
Mehak Roy*

Abstract
This paper explores the ineffective enforcement of nuisance laws in Pakistan, focusing on
historical, legal, and procedural challenges. Although the Pakistan Penal Code and Criminal
Procedure Code provide a legal framework, their implementation remains weak due to
ambiguous legal definitions, broad discretionary powers, inadequate penalties, and limited public
awareness. Nuisance, classified into private, public, and statutory forms, demands tailored legal
responses. The study highlights systemic flaws such as minimal fines and short- term
imprisonment, which fail to deter violations and reflect a lack of serious commitment to
addressing public disturbances. To improve enforcement, the paper recommends reforms like
clearer legal definitions, stricter penalties, stronger procedural safeguards, and greater public
involvement. Strengthening judicial oversight and addressing these gaps would enhance the
protection of individual rights and foster social harmony in Pakistan.

Keywords: Nuisance; Legal Enforcement; Public Awareness; Judicial Oversight; Legal Reforms

Introduction

Nuisance is an essential aspect of tort law, and is fundamentally understood to be a civil violation
that legal systems around the world offer recourse for. Each of us has the right to “exist without
interference for his senses, his welfare, and his enjoyment of life”. In all legal systems, these rights
are viewed as fundamental to the individual’s freedom and to social harmony. A nuisance is thus
defined as the “interference with the public or private enjoyment of property or rights of any kind”
(Rahman, 2022).

Nuisance originated in English common law and has developed into atort of established legitimacy
in various jurisdictions. Generally, it comes in three forms: private nuisance, public nuisance, and
statutory nuisance. Each one targets a specific type of interference and necessitates an appropriate
legal response based on the type and scope of the injury produced.

Private nuisance is the significant and unreasonable interference with an individual’s use and
enjoyment of land by another party (Smith & Williams, 2021). This category of nuisance is most
commonly encountered in the form of cases between adjacent property owners where one
individual is engaging in some sort of activity that generates excessive noise, pollution, or
obstructs light resulting in the other owner being unable to reasonably enjoy his land. Among other
things, courts will consider the nature of the locality and the duration, frequency, and intensity of
the interference in determining whether an interference is substantial and unreasonable (Brown,
2020). The traditional legal system also requires some proof that the victim’s injury is actual and
substantial, not trivial or speculative.

Public nuisance, on the other hand, pertains to “acts or omissions that injure, annoy, or endanger
the public or the public’s health, safety, morals, or comfort” (Turner, 2023). This form is generally
an activity relating to an invasion of communal rights, such as blocking public highways,
contaminating water, or making dangerous public space. Due to its broader societal impact, public
nuisance is treated as a criminal offense in many jurisdictions. Legal systems typically require
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public authorities or a substantial group of affected individuals to initiate claims, reflecting the
collective nature of the harm (Anderson, 2022).

Statutory nuisance represents a modern, codified approach to addressing activities that adversely
affect individual well-being and property use. This category encompasses actions that impact
health, cause disturbances, or unreasonably interfere with a person’s enjoyment of their home or
property (Clark, 2021). Statutory nuisance laws, enacted by legislative bodies, provide clearer
standards and more efficient enforcement mechanisms for addressing specific issues such as
industrial pollution, noise complaints, and environmental hazards. Unlike common law nuisances,
statutory nuisances rely on predefined legal provisions and regulatory frameworks to define
unacceptable behavior and outline enforcement procedures.

The way nuisance laws are applied and understood can really vary from one region to another
across the globe, shaped by a mix of cultural, legal, and institutional influences. Take the United
States, for instance; here, nuisance law is a blend of common law traditions and specific statutes,
with courts striving to strike a balance between individual property rights and community interests
(Wilson, 2023). In many European countries, there is a strong focus on protecting the environment
and public health. More strict nuisance laws do often result, and even more active regulatory efforts
can address issues before those issues become serious problems (Davies, 2021).

Developing countries, in contrast, face important hurdles since they must effectively enforce
nuisance laws. Little awareness by people with a deficient legal structure help out. Poor
implementation factors in too. Pakistan, for one instance shows that nuisance laws do exist, yet
their application is inconsistent. Since this is inconsistent, it goes on to challenge us by way of
pollution, noise, as well as unlawful occupation of public spaces (Ahmed, 2021). Even with
comprehensive legal frameworks in the Pakistan Penal Code and the Criminal Procedure Code,
enforcement tends to be hit or miss due to vague legal definitions and excessive discretionary
power, which really hampers the effectiveness of legal remedies.

To address these challenges, we need a holistic approach that includes legal reforms, improved
judicial oversight, and greater public participation. Establishing clearer legal definitions for
nuisance, stricter penalties should be imposed proportionate to the offense's severity, and
procedural safeguards must be rigorously enforced for improving legal implementation (Siddiqui,
2022). Additionally, public awareness of campaigns can be for encouraging greater civic
participation now. Also, more simplified legal procedures can help promote more timely reporting
of nuisance activities.

Protecting individual rights along with promoting social harmony rely upon the effective
implementation of nuisance laws. If legal systems globally close existing gaps plus build stronger
systems, they can protect people from nuisance effects and help make societies more just. This
article aims to provide a holistic review of current Pakistani nuisance laws, specifically Section
144 of the Criminal Procedure Code (CrPC) in order to provide suggestions for reform in order to
make them more effective. This exploration will be primarily focused around the question of what
kind of reform is needed in Pakistan’s legal system to deal more robustly with issues of public
nuisance, enforcement, judicial accountability and public access? In addressing this question, this
article will point to how necessary legislative reform, judicial empowerment and forms of popular
engagement are with respect to ensuring that nuisance laws are enforced in ways that positively
impact public welfare and social harmony.
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Methodology

The present research is doctrinal in nature, focusing mainly on the provisions of law, case law and
secondary literature on the subject to explore the effectiveness of nuisance laws in Pakistan. The
Pakistan Penal Code PPC and Code of Criminal Procedure CrPC are the main legal codes
examined. In this analysis, researcher took a close look at important Pakistani court cases, like
Muhammad Akram v. The State and Abdul Ghaffar v. Deputy Commissioner, to evaluate how
judicial oversight is applied to discretionary powers. We also drew comparisons with similar legal
frameworks in the UK and India, referencing key legislative acts such as the Crime and Disorder
Act 1998 from the UK and Section 133 of the Code of Criminal Procedure 1973 from India.

To really grasp the challenges, people are facing and propose meaningful reforms, a range of
secondary sources are explored, including scholarly articles, legal commentaries, and policy
reports. Our approach was qualitative, focusing on a detailed analysis of the existing legal norms,
procedural mechanisms, and enforcement practices. This research underscores the significance of
normative legal analysis, with the goal of suggesting changes that would align Pakistan’s nuisance
laws with principles of good governance, judicial accountability, and international best practices.

Existing Nuisance Laws in Pakistan

Pakistan's legal system for dealing with public nuisances is thorough and established. Two main
laws govern this area: Section 15 of the Pakistan Penal Code (PPC) and Section 144 of the Criminal
Procedure Code (CrPC). These laws aim to maintain public peace and tranquility, which the
government views as a basic responsibility to ensure the well-being of its citizens (Ali, 2023).
The Pakistan Penal Code and the Criminal Procedure Code offer important legal protections
against disturbances created by public nuisances. These disturbances are not limited to harm
caused to individuals but extend to animals, privately-owned properties, and state-owned assets.
Section 144 of the CrPC, in particular, serves as an essential provision for issuing temporary orders
in urgent situations where public safety and peace are threatened. This section empowers
magistrates to take immediate and decisive action when the general public is at risk, preventing
potential hazards to health, safety, life, and overall public order (Usman, 2022).

The term "nuisance” itself originates from the French word "nuire™ or "nuis,” meaning to annoy,
harm, or disturb. In the Pakistani legal context, public nuisance is defined as any act that adversely
affects the general public, particularly regarding their health, safety, comfort, and collective rights
(Akram, 2022). Public nuisance laws in Pakistan are structured around three core principles. The
first involves unlawful interference by an individual in matters affecting the broader community.
The second principle addresses the infringement of public rights and the disruption of societal
harmony. The third principal concerns damages or losses incurred by publicly or state-owned
properties due to acts of public nuisance (Akram, 2022; Siddiqui, 2022).

Under the Pakistani legal framework, magistrates are entrusted with significant authority to combat
public nuisance. Section 144 of the CrPC grants district magistrates, sub-divisional magistrates,
and specially empowered executive magistrates the power to issue orders against parties involved
in acts of public nuisance. However, this authority is restricted to emergency situations where
immediate intervention is necessary. Any order issued outside the context of an emergency lacks
legal jurisdiction and is considered null and void (Pakistan CrPC, latest amendment 2023).

While Section 15 of the PPC provides a general framework for addressing public nuisance, Section
144 of the CrPC serves as a more targeted and responsive measure in urgent cases. This dual
approach ensures that Pakistan's legal system can address current and urgent threats to public safety
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and peace. However, the effectiveness of these rules relies on consistent enforcement and
responsible use of power by the authorities (Ahmed, 2023).

Challenges in Implementing Nuisance Laws in Pakistan

Although Pakistan's legal system contains several clauses to tackle public nuisance, the main
challenge is effective law enforcement. This problem is not only faced by the Pakistan; this disease
is also spread in other developing countries like Bangladesh. Despite the government’s efforts to
strengthen legal measures, inconsistencies and weaknesses can commonly be seen in the
implementation of public nuisance laws. A 2021 study by the Pakistan Institute of Law and Society
(PILS) found that more than a third of those surveyed said that red tape and bureaucratic hurdles
caused delays in enforcement. For example, in the 2020 case of State v. Habib Traders in Karachi,
police used Section 144 to manage public unrest caused by a construction site. However, the order
was not enforced for over two weeks due to unclear enforcement procedures, causing significant
frustration for local residents (Pakistan Institute of Law and Society, 2021).

One of the primary aspects of enforcing nuisance laws in Pakistan is the issuance of restraining
orders by magistrates. According to the legal framework, when a magistrate issues such an order
in response to an emergency, it must be directed specifically to the individual involved and served
through a legally defined process. In cases where the order applies to the general public, it must
be publicly announced through an appropriate proclamation to ensure widespread awareness.
Failure to adhere to these communication protocols can compromise the legal standing of the order
(Pakistan CrPC, latest amendment 2023).

A major issue arises from the discretionary powers granted to magistrates. Section 144 of the
Criminal Procedure Code gives magistrates extensive and extraordinary authority to take
immediate action against public nuisances during emergencies. However, this discretion must be
exercised with caution and prudence. The law clearly prohibits the delegation of this power to any
other individual or body. This creates a significant loophole if the magistrate’s judgment is
questioned, higher courts can nullify the order on the grounds that the situation did not qualify as
an emergency. This makes it crucial for the legal system to define “emergency situation” more
clearly to avoid misuse and subsequent legal challenges (Pakistan CrPC, latest amendment 2023).
Section 144(2) introduces further complexities by requiring prior notice to the affected parties
before issuing an order. However, in exceptional cases, such as emergencies or when the party fails
to acknowledge the notice in time, the magistrate can issue ex-parte orders without prior
notification. Even in these situations, the magistrate must document the reasons and the evidence
that justified the immediate action. This requirement is meant to balance the need for swift
intervention with the rights of the affected parties, but it also leaves room for legal challenges if
the proper procedure is not strictly followed For instance, in the 2021 case of “State v. Imran
Traders”, the lack of proper procedural records led to concerns about the misuse of such powers.
To address this, introducing a digital system for tracking and documenting these orders could help
make the process more transparent and accountable. Additionally, setting up an independent
review board to monitor the use of ex-parte orders would help ensure these emergency powers are
applied fairly and do not violate individual rights (Pakistan Criminal Procedure Code, Section
144(2)).

Despite these procedural safeguards, the government of Pakistan has made some efforts to curb
public nuisance more effectively. The current penalty for causing public nuisance is a fine of PKR

200. A proposed amendment to the Pakistan Penal Code suggests increasing this fine to PKR 600.
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However, legal experts criticize this revised penalty as still being too lenient and unlikely to serve
as a meaningful deterrent (Pakistan Penal Code, latest amendment 2023).

The Pakistani judiciary has long struggled with applying Section 144 of the CrPC consistently.
According to a 2022 study by the Supreme Court of Pakistan, nearly half of magistrates about 47%
said they had not received enough training on how to use emergency powers (Supreme Court of
Pakistan, 2022). This lack of training often results in the law being applied unevenly, sometimes
to the detriment of marginalized groups. In cities like Karachi, for example, residents of informal
settlements frequently report being harassed by private developers and even local authorities, all
under the pretense of controlling public nuisances. Meanwhile, in rural areas, local power
structures and economic gaps heavily influence how these laws are applied often to the advantage
of wealthier individuals because of abuse of power and a lack of accountability. One of the issues
is that investigators and prosecutors often do not work together effectively. Because of this
disconnection and lack of training, people who are accused of crimes can sometimes escape justice.
When that happens, it does not hurt the victims only but it also erodes public trust in the entire
system (Soomro, 2023).

Comparative Analysis with UK and India

In different jurisdictions and under different legal systems, there are strong and efficacious tools
to address what could be termed public nuisance that surpass what Pakistan has available to it. The
United Kingdom, for example, through the Crime and Disorder Act 1998 enacted Anti-Social
Behaviour Orders (ASBOSs) to permit authorities to respond to ongoing/public signs of nuisance
behaviour. The ASBOs are a hybrid remedy that encompasses both civil and criminal law, that is,
ASBOs are made in civil proceedings, but the act of breach of the ASBO is subject to a criminal
penalty and sanction. The hybrid nature of the ASBO allows the appropriate authorities to respond
more immediately and more flexibly to the type of disruptive behaviour without the waiting from
criminal prosecution. Though ASBOs have eventually been supplanted with slightly newer
remedies, including Civil Injunctions and Criminal Behaviour Orders, the idea is still preserved.
An accessible and adequately enforceable remedy can be provided against behaviour that
undermines public order; it does not have to be in the form of a criminal sanction. In nearby India,
Section 133 of the Code of Criminal Procedure, 1973 allows magistrates to act similar to Pakistan's
Section 144, albeit with additional protections in place. Section 133 provides the magistrate
authority to issue conditional orders as to the removal of nuisances affecting public health, safety,
or comfort, and requires a more open process, including notice to the alleged violator, and an
opportunity for a hearing and defence to oppose the order. This safeguards the use of emergency
powers as it is an open process, is reviewable by the judiciary, limits the harm from any individual,
makes it more probable that the order reflects an actual necessity, and instills public confidence in
the legal system. The need for improvement in Pakistan is evidenced by case law. In Muhammad
Akram v. The State (PLD 1974 SC 32), the Supreme Court emphasized that the powers under
Section 144 must meet legal requirements and their use should not infringe upon the fundamental
rights of citizens unless acting to avert an immediate use of lawful force against public order.
Similarly, in Abdul Ghaffar v. Deputy Commissioner (PLD 1983 Karachi 689), the Sindh High
Court held that Section 144 should not be applied at random indefinitely where the orders as issued
should be based with at least some reasonable evidence of necessity on the part of officials.

These cases reveal a consistent concern of judges: while discretionary powers to contain nuisances
are important for public safety, they need to be limited with defined tests to avoid misuse. Applying
the conclusions from international and domestic case law, it seems Pakistan's laws on nuisance
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would benefit significantly from the application of more specific statutory guidelines, enhanced
protections in procedure, and a purposive approach that relies on proportionality in the exercise of
its emergency powers.

The Need for Comprehensive Reform in Nuisance Law in Pakistan

Legislative Reforms

Pakistan's framework for nuisance law currently needs fundamental reforms to enhance its
effectiveness and transparency. Rather than formulating entirely new legislation, Pakistan should
focus on refining its existing legislative provisions to fill in gaps and respond to new challenges.

Clarification of ""Emergency Situation”

The lack of clear articulation in terms of what constitutes an "emergency situation™ under section
144 of the Criminal Procedure Code will among the areas of improvement. The absence of a clear
universally defined standard allows for considerable discretion for the magistrates to determining
when these powers can be exercised, which can result in arguably arbitrary powers of emergency
which could infringe on people's rights. Therefore, Pakistan should devise a clear and explicit
definition that delineate the standards and establishes the circumstances around an emergency, to
promote that magistrates' discretion can be exercised within proper legal rationale and concrete
evidence.

Making Processes for issuing prohibitory orders easier

It is true and evident that issuing prohibitory orders is generally laid out in terms of procedures,
and while clear, the fact is that the procedure in itself can often be bureaucratic and ineffectively
slow. This slow process we'll see in the next chapter will have ramifications on the speed at which
nuisance laws can be enforced. Making the prohibitive procedures clearer and easier - especially
in terms service of the act of "issuing and serving the order' will help to ensure that the appropriate
action can take place in a timely and effective manner to mitigate nuisance. There needs to be
greater clarity on the procedure and use of technology to support the larger due process needs and
better communication and action can be supported: we need to have a clearer process and easier
mechanism to communicate the orders and ensure all parties are informed in a timely manner.

Revised Penalties for Public Nuisance

One reform that could provide a substantial deterrent on offenders is realigning the penalty
structure for public nuisance offences. The current level of fines and custodial sentences are not
effective to deter individuals and corporations from committing public order offences. |1 would
recommend increasing the fine range to PKR 10,000 to PKR 50,000, depending on the seriousness
of the public nuisance, which would be more effective deterrent. As for an extraordinarily serious
case of public nuisance that threatens the health and safety of the public or the environment, the
penalty framework should add custodial sentences in order to create more proportionality between
punishment and crime. With increased fines, the law could indicate how serious an offence it was,
rather than simply outlining a lesser penalty, thus interested parties would exist within a more
effective deterrent.

Judicial Oversight and Training
Improving Judicial Oversight
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To ensure fairness and consistency in the manner in which nuisance law is applied, an important
reform is to strengthen judicial contestability over magistrate discretionary powers.

A functional system of checks and balances is necessary to prevent the abuse of these powers. It
is important that judicial officers are empowered, and encouraged, to reconsider the orders of
magistrates and the law’s application, to ensure that orders are not made in the arbitrary or
excessive manner envisaged by the introduction of the system.

Training for Judicial and Law Enforcement Personnel

Central to any reform process is the professional development of those enforcing the laws that
restrain nuisances. The introduction of compulsory training programmes for magistrates and
judges as well as law enforcement regarding nuisance issues and legal considerations should
establish a better understanding of the potential implications of a nuisance charge. Establishing a
program of ongoing professional development, with formal training in public nuisance laws, may
assist magistrates in enforcing these laws transparently, while being mindful of rights and judicial
standards. Ongoing practical training opportunities will help to ensure that magistrates charge
practices become a fair process, not clouded by their own prejudices, or by excessive application
of the law, with a comprehensive understanding of breaches against constitutional demands.
Further, these programs will help begin to establish consistency in judgment and legislative
interpretation.

Public Engagement Raising Public Awareness

Public participation is an essential pillar of every legal regime. Through educational programs and
the provision of outreach services to the community, Pakistan could create a culture whereby
citizens are engaged and empowered to report nuisance-related incidents of their concern.
Community-based programs, such as community workshops on nuisance laws delivered in
conjunction with local law enforcement or civil society organizations, might seem to be an
appropriate way to increase public awareness. One good example is the Punjab Bar Council’s
(2023) campaign in Lahore to deliver a series of “Know Your Rights” seminars to inform people
about public nuisance laws and to advise them about reporting nuisance issues in their
communities. Teaching people about their rights and available remedies and reporting nuisance
behavior will contribute to the early identification and solutions of problems. A more informed and
engaged public will place greater pressure on duty bearers to address public nuisances - and to do
so quickly and effectively.

Accessible Legal Compensatory Measures for Marginalized Groups

In many communities located throughout the various provinces of Pakistan, the manner in which
nuisance laws are enforced often reflect extreme social and economic disenfranchisement. In order
for public nuisance laws to have effect, citizens particularly those from marginal or vulnerable
communities, must be afforded facilitative and affordable access to legal remedies. From this
perspective, it is important to recognize that the route to accessible justice can be limited,
especially as it relates to nuisance-related issues. One way to alleviate this problem is through the
introduction of mobile legal clinics in the kind of areas where legal services are severely lacking.
Mobile legal clinics can offer free basic legal advice and support services, increasing people's
access to legal consultation or assistance particularly in less accessible rural and remote regions,
and in some cases may improve people’s understanding of their rights to the point they will be able
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to access the informal system. Governments should remove barriers to accessing legal resources,
and encourage dispossessed communities’ access to legal redress when their rights are infringe

Need for Effective Implementation

Reform is never solely about changing laws, but reform involves bolstering structures and altering
the attitude towards enforcement. Reforming nuisance laws will require negotiation through
existing interests within the legal and bureaucratic systems. In particular, if local law enforcement
does not want to take on more responsibilities or to implement procedures that are new to them,
they will resist reforms. To alleviate this potential obstacle, a phased implementation should take
place with pilot programs in a handful of districts to determine if some form of the proposed change
would be practical and effective. Then any changes could be modified before extension to the
larger system. Involving civil society and local members in this process could ensure more
sustainable support, as well as ensure that reforms are not only practical but are also responsive to
local needs.

Capacity Building by providing Training to Magistrates, Judges, and Police Officials Getting
judicial officers and law enforcement to effectively apply nuisance laws is paramount. It is not
their fault; they just support roles, and there needs to accurate training aimed at ensuring
magistrates, judges, and police officers understand nuisance law and its application, and
applications within the law they are obligated to enforce: After training officers, they will need to
practice, and learn to apply nuisance laws consistently and fairly: how to apply law, and engage
more critically with speech and specifics, and balance a trade-off between individual rights and
multiple issues public order presents. All of the above interests punitive preventive steps, learning
how to not overly compromise, and police use of discretion in these situations. . By creating
professionally trained personnel, Pakistan will have the potential to effectuate fairness and
accessibility within its legal system overall.

Simplification of Legal Processes by Introducing Streamlined Complaint Mechanisms and
Case Disposal

A fundamental impediment to effective implementation lies in the convoluted nature and profusion
of legal procedures. In order to enhance effectiveness, the legal system should consolidate
complaint processes so that it is ultimately easier for individuals to report it as a nuisance and
monitor the progress of their cases. Time-limited processes to resolve cases will help curtail delays
in action and ensure that nuisance cases are processed in a timely manner. Further, the plausibility
and accessibility of processes for especially vulnerable citizens will be enhanced with simpler
methods for navigating a legal system, including simple guidance on how to navigate a legal
process.

Accountability Mechanisms by Establishing Transparent Review Boards

A more transparent review board of accountability mechanisms would prevent the misuse of
authority granted through the Section 144. The review board would allow oversight on the
evidence to support claims and ensure that orders conform to the law. An independent authority to
consider these actions will not only instill public confidence in the legal system, but ensure that
any application of the law is neither capricious nor unjust. Review boards serve in consideration
of the consistency and fairness of magistrates' decisions related to public nuisance, deterring
situations when laws employed are really in the best public's interest.
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Active Community Participation

Ultimately, activating community engagement is vital for the sustained effectiveness of public
nuisance reforms. A system responsive to the demands of social change, in conjunction with active
public participation can dramatically minimize nuisance and enhance public well-being. When
individuals are supported and encouraged to interface with the legal system, report nuisances, and
request remedies from public authorities, communities are much better positioned to confront
public nuisance problems before they reach a disruption crisis. Further, community engagement
serves to create a collective consciousness and responsibility which is essential in the maintenance
of social order.

By developing institutional capacity alongside cultural change such as proactive engagement,
Pakistan could increase its enforcement of nuisance laws and utilize more meaningful reform as
an outcome. In the end, these steps will lead to a better regulated and more harmonious society in
which the public can exist without fear of disruptive or harmful social behavior.

Conclusion

Although useful in theory, Pakistan’s nuisance legislation fails to work in practice. To eliminate
the barriers preventing nuisance laws from working effectively, Pakistan will need to move in two
directions: firstly, revise our nuisance laws; and secondly, regulate the enforcement of them. First
the procedural reforms, then secondly, adding on to the regulations, includes; easier definitions,
expanded civil and criminal penalties, proffers streamlined processes, and better accountability
from the courts. The comparative analysis indicates effective nuisance control depends equally on
effective legislation and functional community involvement.

Pakistan's nuisance statutes can better protect the health and safety of humans, as well as social
cohesion, by implementing certain reform and increasing community involvement. Increasing
community involvement would bring Pakistan's nuisance statutes in line with internationally
accepted principles and assist in supporting a rule of law to their citizens.
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