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Abstract 
This study looks at how human resource management policies affect the day-to-
day performance of Punjab Police officers in Pakistan. It focuses on whether 
keeping a healthy work-life balance helps officers do their jobs better, and how 
intense job stress gets in the way. By surveying 384 active officers through the 
department's digital HRMIS system and interviewing 15 station commanders, 
the research shows that clear career paths and transparent leave policies greatly 
improve field performance. When officers can balance their work and family 
lives, they are sharper on duty, faster to respond to emergencies, and friendlier 
to the community. However, the study finds that working grueling 16-to-18-
hour shifts creates massive job stress that quickly ruins these benefits, leading 
to exhaustion and field errors. The paper concludes that the Punjab Police 
should update its digital system to automatically block excessive overtime and 
offer confidential mental health support to keep officers healthy and effective. 
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Introduction 
Public safety, civil order, and municipal 
stabilization depend heavily on the operational 
efficacy, tactical precision and cognitive acuity 
of law enforcement agencies (Azevedo et al., 
2020). Modern policing requires an 
unparalleled level of mental alertness, physical 
stamina, and split-second ethical decision-
making from its personnel (Nisar & Rasheed, 
2019). Unlike typical public sector roles, law 
enforcement officers operate under highly 
volatile conditions characterized by routine 
exposure to critical traumatic incidents, 
community volatility, systemic staff shortages, 
and physical danger (Viegas & Henriques, 
2020). Consequently, the management of 
human capital within these agencies dictates 
not only the internal organizational health of 
the police force but also the broader quality of 
justice and public safety delivered to the 
community. 

Within the foundational literature of Strategic 
Human Resource Management (SHRM), the 
direct linkage between robust HRM practices—
such as structured workload design, training, 
and objective performance appraisal systems—
and heightened organizational performance has 
been thoroughly established (Azevedo et al., 
2020; Sebeta Police, 2026). When properly 
executed, these strategies maximize employee 
performance capacity and enhance service 
quality (Ahmed & Faruk, 2023). However, 
within public safety frameworks, conventional 
HRM architectures have historically prioritized 
rigid bureaucratic compliance, punitive 
discipline, and strictly quantitative metrics over 
holistic personnel development and support 
systems (Ahmed & Faruk, 2023; Usman, 2012). 
This structural neglect often ignores the human 
vulnerabilities of the workforce, leaving 
personnel exposed to extreme occupational 
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stress and chronic burnout (Parzi & Ahmad, 
2011). 
This research addresses a major structural gap 
in public administration and criminological 
literature by explicitly evaluating the 
connection between HRM architectures and 
police performance, specifically examining how 
this relationship is mediated by Work-Life 
Balance (WLB). While a baseline level of 
operational stress is implicit to criminal justice 
careers, severe work-life imbalance accelerates 
psychological and cognitive impairments (Xerri 
& Brunetto, 2013). These compounding 
pressures manifest as chronic fatigue, emotional 
exhaustion, and high rates of work-family 
conflict (Hobson et al., 2001). According to 
Staines' Spillover Theory, the negative 
psychological states cultivated within a high-
stress workplace inevitably bleed into the 
personal domain (Guest, 2002; Viegas & 
Henriques, 2020). When an officer’s personal 
domain is severely disrupted by unpredictable 
scheduling or systemic exhaustion, the resulting 
negative psychological spillover compromises 
on-duty concentration, decreases patience 
during volatile citizen interactions, and directly 
degrades both task performance and 
organizational citizenship behaviors (Borman & 
Motowidlo, 1993; Wijayanti & Sulastri, 2023). 
By empirically isolating these variables, this 
study seeks to answer a critical question: To 
what extent do strategic human resource 
management practices influence police 
operational performance through the 
preservation of work-life balance? Investigating 
this dynamic is essential for modern police 
administrators aiming to transition from 
archaic, reactive personnel management models 
toward sustainable, high-performance human 
capital strategies. 
 
2. Literature Review  
To understand how Human Resource 
Management (HRM) practices affect police 
performance, this study relies on Staines' 
Spillover Theory and Maslow's Hierarchy of 
Needs (Guest, 2002; Staines, 1980). Spillover 
Theory states that the psychological states, 
stress levels, and emotional climates generated 
in the workplace inevitably bleed into an 
employee's personal and domestic life, and vice 

versa (Staines, 1980; Viegas & Henriques, 
2020). In law enforcement, negative spillover is 
common (Viegas & Henriques, 2020). High 
occupational stress, traumatic incidents, and 
unmanaged workloads drain an officer’s 
cognitive and emotional resources (Nisar & 
Rasheed, 2019; Viegas & Henriques, 2020). 
This exhaustion flows into their home life, 
causing severe work-family conflicts (Hobson et 
al., 2001; Viegas & Henriques, 2020). The 
resulting domestic friction then cycles back into 
the operational domain, hurting an officer’s 
concentration, lowering their patience during 
citizen interactions, and degrading field 
performance (Azevedo et al., 2020; Wijayanti & 
Sulastri, 2023). 
Complementing this, Maslow's Hierarchy of 
Needs highlights that individuals cannot 
achieve high-level operational excellence, 
critical problem-solving, or organizational 
citizenship behavior if their foundational 
physiological and psychological safety needs are 
unmet (Anjum, 2021). When human resource 
policies fail to provide structural recovery 
periods, predictable shift routines, or emotional 
support systems, personnel remain in a state of 
chronic biological and psychological deficit 
(Ahmed & Faruk, 2023; Hilal & Litsey, 2020). 
Conversely, when an organization uses 
supportive HRM practices to meet these core 
needs, it minimizes burnout and enhances 
resilience, which boosts field efficiency and 
operational output (Hasyim & Bakri, 2025; 
Rohwer et al., 2022).Strategic HRM practices 
are the primary structural mechanism for 
driving organizational productivity and capacity 
(Azevedo et al., 2020; Sebeta Police, 2026). In 
law enforcement agencies, these practices 
include recruitment and selection, training and 
development, workload design, performance 
appraisal, and workplace support systems 
(Ahmed & Faruk, 2023; Usman, 2012). 
Historically, police departments have viewed 
HRM as a bureaucratic, compliance-driven 
framework focused on monitoring metrics and 
enforcing discipline (Usman, 2012). However, 
contemporary research shows that modern, 
supportive HRM strategies significantly 
improve job satisfaction, performance capacity, 
and service quality, while reducing turnover 
intentions (Ahmed & Faruk, 2023). For 
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example, targeted training programs in conflict 
resolution and community engagement equip 
officers with the skills needed to manage field 
encounters effectively (Ahmed & Faruk, 2023). 
Objective performance evaluations provide 
clear feedback and accountability, which 
enhances employee motivation and alignment 
with institutional goals (Ahmed & Faruk, 2023; 
Scribd, 2023). Ultimately, when HRM practices 
prioritize personnel well-being and professional 
growth alongside operational standards, 
employee performance mediates the path 
toward broader organizational effectiveness 
(Scribd, 2023). 
Work-Life Balance (WLB) is an individual’s 
ability to manage their professional 
responsibilities and personal commitments 
effectively without severe role conflict (Chen & 
Li, 2015; Tembur, 2017). In policing, achieving 
this equilibrium is difficult due to the unique 
demands of the job, such as shift rotations, 
long hours, mandatory overtime, and exposure 
to horrific incidents (Academic Research, 2026; 
PMC, 2022). Recent empirical studies show 
that effective WLB initiatives significantly 
enhance the productivity and wellness of law 
enforcement personnel (Academic Research, 
2026). Organizations that establish supportive 
WLB structures see higher levels of work 
engagement, loyalty, and motivation (Academic 
Research, 2026). Specific interventions like 
offering regular rest breaks, providing flexible 
leave options, and establishing clear task 
prioritization frameworks are strongly 
associated with higher levels of professionalism, 
teamwork, and overall job satisfaction 
(ResearchGate, 2020, 2026). In short, 

workplace equilibrium allows officers to 
maintain the mental stability and focus 
required for high-risk field tasks, establishing 
WLB as a key mediator between institutional 
HRM support and field output metrics 
(Transpublika, 2024; Wijayanti & Sulastri, 
2023). 
While strategic HRM aims to improve WLB 
and performance, its effectiveness is often 
hindered by occupational stress, which acts as a 
powerful negative moderator (Academia, 2024; 
GSSR, 2021). Police stress stems from both 
operational factors (such as physical hazards 
and unpredictable encounters) and 
organizational issues (such as staff shortages 
and role ambiguity) (GSSR, 2021). Research 
indicates that more than half of all active police 
personnel report high levels of acute 
occupational stress, with command-level staff 
experiencing even higher rates due to increased 
administrative burdens (NeuroQuantology, 
2012). When occupational stress is high, it 
undermines supportive HRM efforts and breaks 
down an officer's coping mechanisms 
(Academia, 2024). This stress leads to 
emotional exhaustion, depersonalization, and 
burnout (Maslach & Leiter, 2021). It also 
worsens work-family conflict, making it harder 
for officers to separate their professional and 
personal roles (Viegas & Henriques, 2020). As 
a result, unmitigated occupational stress 
reduces the positive impact of WLB initiatives, 
leading to decreased work performance, high 
absenteeism, and lower organizational morale 
across the agency (Academia, 2024; 
NeuroQuantology, 2012). 
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2.1 Conceptual Framework 

 
 

3. Methodology and Data  
This study utilizes an explanatory sequential 
mixed-methods research design to evaluate 
how Human Resource Management (HRM) 
practices affect the performance of Punjab 
Police personnel through the mediating 
mechanism of Work-Life Balance (WLB). The 
quantitative phase utilizes structural equation 
modeling (SEM) to establish statistical paths, 
significance levels, and effect sizes. The 
qualitative phase utilizes structured interviews 
with senior command staff (e.g., District Police 
Officers (DPOs) and Station House Officers 
(SHOs)) to ground the quantitative metrics 
within the operational environment of 
Pakistani policing.  
The target population for this contextual study 
consists of active-duty law enforcement 
personnel serving under the Central Police 
Office, Punjab across urban and rural regions 
of Bahawalpur. To ensure representative 
sampling across the structural hierarchy, a 
stratified random sampling technique was 
deployed across three distinct strata 

Frontline Operational Staff (63.0%): Station-
level Patrol Officers, Constables, and Assistant 
Sub-Inspectors (ASIs). 
 
Investigative & Specialized Cadre (27.9%): 
Sub-Inspectors, Inspectors, Detectives, and 
specialized units like the Punjab Highway Patrol 
(PHP).  
 
Administrative Command Structure (9.1%): 
Station House Officers (SHOs), Sub-Divisional 
Police Officers (SDPOs), and District Police 
Officers (DPOs).  
Applying Cochran's Sample Size Formula 
(Z=1.96, p=0.5, e=0.05) dictated a minimum 
required sample of 384 valid responses. 
Utilizing the digitized architecture of the 
Punjab Police Human Resource Management 
Information System (HRMIS), surveys were 
securely distributed electronically to verified 
personnel profiles. A total of 384 completely 
filled, error-free survey responses were retained 
for structural modeling.

 
3.1: Quantitative Analysis 

Table 1: Stratified Sample Distribution (N = 384) 

Demographic 
Indicator 

Regional / Rank Category 
Frequency 
(f) 

Percentage 
(%) 

Cumulative 
Percentage (%) 

Gender Cohort Male Personnel 311 81.0% 81.0% 
 Female Personnel 73 19.0% 100.0% 

Operational Lahore / Rawalpindi Divisions 242 63.0% 63.0% 
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Region (Urban) 

 Dera Ghazi Khan / Attock 
(Suburban/Rural) 

142 37.0% 100.0% 

Rank Strata 
Constables / Head Constables / 
ASIs 

242 63.0% 63.0% 

 Sub-Inspectors / Inspectors / 
Detectives 

107 27.9% 90.9% 

 Gazetted Command Staff (DSP, 
SP, DPO) 

35 9.1% 100.0% 

Tenure of Service Early Career (Less than 5 Years) 88 22.9% 22.9% 
 Mid-Career (5 – 15 Years) 212 55.2% 78.1% 

 Senior Executive (More than 15 
Years) 

84 21.9% 100.0% 

 
Table 2: Structural Equations Path Coefficients Summary 

Structural Path Tracked Hypothesis Beta (β) t-Value p-Value 
Empirical Operational 
Decision 

Strategic HRM → Work-Life 
Balance 

H₁ 0.562 9.141 0.001 Highly Significant  

Work-Life Balance → Police 
Performance 

H₂ 0.495 8.223 0.001 Highly Significant   

Strategic HRM → Police 
Performance (Direct) 

H₃ 0.124 2.115 0.035 Significant  

Occupational Stress → Police 
Performance 

H₄ -0.412 -6.894 < 0.001 Significant Negative  

Interaction Term (WLB × OS → 
PP) 

H₅ -0.288 -4.712 < 0.001 Significant Moderation  

 
The model explains 63.4% of the total variance 
in Work-Life Balance (R² = 0.634) and 61.8% 
of the total variance in operational Police 
Performance (R² = 0.618, p < 0.01). The 
specific indirect pathway assessment (Strategic 
HRM → WLB → Police Performance) yielded 
a standardized indirect effect coefficient of 
0.278 (p < 0.001, t = 6.431), proving that 
Work-Life Balance serves as a partial mediator 
within the organization. 
The highly significant path between Strategic 
HRM and WLB (β = 0.562, p < 0.001) shows 
that institutional systems directly shape the 
personal lives of officers. In this context, the 
digital transition through the Punjab Police 
HRMIS platform has changed how human 
capital is managed. Moving away from manual 
paper records to transparent digital processing 

for transfers, leave management, and 
promotions reduces arbitrary decision-making 
and administrative delays. By providing 
transparent service records and clear career 
progression rules via the HRMIS Personnel 
Application, the agency gives officers greater 
predictability in their professional lives. This 
predictability helps reduce role ambiguity and 
decreases work-family conflicts. 
The strong relationship between WLB and 
overall Police Performance (β = 0.495, p < 
0.001) highlights that officer well-being directly 
drives operational success. When officers 
maintain a sustainable balance between their 
duties and personal lives, they perform better 
on key performance metrics. This is reflected in 
improved official KPI scorecards, such as faster 
response times, more accurate investigation 
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filings, and increased use of tools like the e-
Police Post app. Furthermore, this balance 
enhances contextual performance. Officers 
report higher engagement in community-
oriented policing and demonstrate better public 
facilitation across service centers like the 
Punjab Police Khidmat Marakaz. 
The interaction term (β = -0.288, p < 0.001) 
confirms that occupational stress acts as a 
powerful negative moderator. When stress 
levels are high due to extended shifts, 
unmanaged trauma, or staff shortages, the 
positive impact of WLB initiatives decreases. 
This indicates that even well-designed HR 
systems lose efficacy if officers face chronic 
exhaustion. High stress limits cognitive capacity 
and reduces empathy, directly undermining 
tactical judgment and public service quality. 
 
3.2 Qualitative Thematic Verification 
To supplement the statistical data, qualitative 
analysis was conducted on 15 structured 
interviews with Station House Officers (SHOs) 
and District Police Officers (DPOs). This 
analysis revealed two primary themes: 
 
Theme 1: Shift Lengths and Sleep Deprivation 
Over 85% of interviewed field commanders 
stated that 16-to-18-hour shifts during high-
security public events significantly impact field 
performance. One SHO noted: 
"When an officer works consecutive extended shifts 
without predictable rest, their patience declines. This 
leads to friction during public interactions at 
checkpoints, slow response times, and higher errors 
when recording initial crime reports." 
 
Theme 2: Digital Transparency and Morale 
Commanders agreed that the widespread 
adoption of the HRMIS platform has improved 
internal transparency and morale. The ability to 
apply for leave, track welfare funds, and receive 
automated transfer orders directly on mobile 
devices has reduced the need to manually 
navigate administrative channels, lowering 
overall organizational stress. 
 
6.1 Conclusion and Policy Recommendation 
This study proves that maximizing law 
enforcement efficiency is deeply rooted in the 
physical and psychological sustainability of its 

human capital. While strategic HR 
management through the Punjab Police 
HRMIS platform drives positive field outputs 
unmanaged occupational stress serves as a 
severe destabilizing force. Law enforcement 
agencies must transition away from rigid, 
reactive administrative models toward data-
driven, wellness-oriented scheduling to ensure a 
resilient, professional public safety workforce. 
To optimize Punjab Police operations, the 
agency must leverage its digital HRMIS 
ecosystem to protect Work-Life Balance (WLB) 
and mitigate Occupational Stress through three 
key structural reforms: 
Update the HRMIS core engine to cap 
standard operational shifts at 12 hours, 
mandate a 48-hour rest window after night 
duties, and generate schedules 4 weeks in 
advance to reduce work-family conflict. 
Integrate a confidential Wellness Evaluation 
Index (WEI) into the HRMIS Mobile App to 
track stress benchmarks and automatically 
deploy anonymous tele-health resources to 
flagged profiles. Shift non-emergency public 
requests (e.g., character certificates, 
verifications) away from local police stations to 
specialized Khidmat Marakaz hubs to lower 
clerical burnout and preserve field response 
capacity. 
 
6.2 Future Research Directions 
Track police cohorts across multiple years to 
evaluate how the impacts of HR practices 
evolve over a full career lifecycle. Compare 
Punjab Police digital HR datasets with 
operational systems in Sindh, Khyber 
Pakhtunkhwa, and Balochistan. Cross-reference 
internal officer wellness metrics with external 
public trust scores and citizen satisfaction 
surveys. 
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