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Abstract

Human Resource Management (HRM) plays a critical role in the success of organizations, particularly in large
enterprises where workforce management is complex and challenging. In Pakistan, large organizations face
numerous HRM challenges, including talent acquisition, employee retention, workplace diversity, performance
management, and compliance with labor laws. This research explores the key problems affecting HRM in large
organizations in Pakistan, analyzing the impact of cultural, economic, and technological factors on HR functions.
There is growing evidence that human resources are critical to the performance of organizations and may offer the
best return on investment for long-term competitive advantage. Therefore, the authors of this study argue that
financial sector companies should strategically apply human resource management (HRM) and use new HRM
approaches to attract, retain, develop, and motivate employees. Important human resource management research
focuses on attracting, motivating, and retaining knowledge workers. The study utilizes a mixed-methods approach,
combining qualitative insights from HR professionals with quantitative data from industry surveys. Findings reveal
that ineffective HR strategies, political interference, skill shortages, and employee dissatisfaction are major hurdles.
Based on these insights, the study proposes strategic policy recommendations to enhance HRM effectiveness in
large organizations in Pakistan.

Keywords: Human Resource Management, Large Organizations, Employee Retention, HR Challenges,
Pakistan, Workforce Management, Talent Acquisition, Organizational Development, HR
Policies.
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1. Introduction

Human Resource Management (HRM) is an essential function in modern organizations,
responsible for hiring, training, and retaining employees while ensuring compliance with labor
regulations. Large organizations in Pakistan operate in a complex environment influenced by
economic instability, government policies, and cultural diversity, all of which pose unique HRM
challenges. Managing a large workforce requires strategic planning, efficient policies, and the
ability to adapt to changing market conditions (Abbas & Ahmed, 2021). However, organizations
often struggle with talent management, employee engagement, performance appraisal systems,
and labor law compliance. This study aims to explore the problems and challenges of HRM in
large organizations in Pakistan by examining HR policies, workforce dynamics, and organizational
strategies. The research will also investigate the impact of technological advancements and
globalization on HR functions (Ali & Hussain, 2018).

However, organizations that have not responded to the growing scarcity of talent are already facing
what many scholars now call an impending "leadership crisis." This essay provides a case study
of a business whose incapacity to manage its people resources has resulted in a number of related
problems. It critically analyzes the causes of the case study organization's inability to integrate HR
policies into their strategic objective, which ultimately led to a variety of HR-related problems
such an inability to effectively hire, develop, and utilize people (Butt & Malik, 2021). Along with
the research, recommendations are made for how companies can better integrate their HR policies
into their entire strategy to achieve their objectives. A large business that provides consumer,
business, and corporate financial services is at issue in this case. One of the leading businesses in
the sector, it has aimed for quick growth to increase its branch network, deposit base, and customer
service. Having inherited some of the most prominent people from globally recognized companies,
the organization's leadership is known for its visionary abilities. The company's first objective was
to carve out a distinct market niche for itself by providing its customers with superior services
through increased exposure. In line with this objective, the organization started with its
Management Trainee Program to support future expanding activities (Chughtai, 2019). The
organization was actively hiring recent graduates from different universities and seasoned
professionals from the market through its other professional development programs, but the
Management Trainee Program was a fresh start with the aim of hiring and training the workforce
that would eventually take over management of the organization in the future. The top graduates
from esteemed domestic and international universities were selected for this role, and they were
given five to twelve months of on-the-job training, three months of theoretical education, and an
active rotation in each department of the business (Farooq & Ahmed, 2016). After two to three
years, the Management Trainee Officers (MTO) were finally promoted to managers of certain
departments inside specific branches. Given that the program involved a substantial financial and
resource commitment, the company wanted to ensure that these MTOs would stay with the
company after completing the training and not immediately go without paying for it with their
services. As a result, the executives were bound by a minimum service bond, which required them
to remain with the firm for a minimum of two years or risk being penalized for leaving earlier.
However, the first batches of these MTOs did not consider the minimum service requirement to
be a reason for concern because of the organization's great career possibilities. Although the
organization never failed to meet the expectations of the Management Trainee Program and MTOs
were given appropriate training and profitable growth prospects that were comparable to any other
program being conducted at other financial organizations, rapid expansion started to take a toll
after a few years of the program's launch (Ghani & Haider, 2022). The company's growth made it
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difficult for top management to closely monitor every facet of operations. Numerous tasks were
assigned to the intermediate management. The organization's two-tiered structure, where the
branches were under the head office's jurisdiction, was replaced with a three-tiered structure with
the establishment of area offices between branches and the head office. The aforementioned
restructure was required to support the organization's expansion, but it did not prove to be
especially beneficial for the organization's culture and vision. The intermediate management did
not share the senior management's vision (Gul & Khan, 2018). Their increased responsibilities
caused them to overlook the importance of MTO training. The required on-the-job training, which
required rotation across all organizational departments, was not provided to the officers. Instead,
they received permanent posts, just like the other officers. Instead of considering the officers'
qualifications or level of competence, departments were assigned based on the whims of the
Branch Managers. Consequently, most of these officers were assigned trivial assignments (Hagq &
Tariq, 2017).

But before, things were different. The branches and regional offices were too preoccupied with
achieving their business objectives to give much thought to providing resources for these officials'
training, and they were unaware of the reason behind it. In fact, most Branch Managers had a
negative opinion of these supposedly pampered officials due to their unhappy experiences with
some of the senior MTOs in the past (Hassan & Rehman, 2020).

Because middle management was failing to meet its obligations, the officers went to the Human
Resources department to address this problem, but they were disregarded. In order to handle the
expanding problem, the top management that initiated the entire Management Trainee Program
was too busy overseeing the sponsor's ventures into other industries (Imran & Khan, 2021).

But at the time, the country's banking sector was flourishing. The industry's increasing demand for
financial specialists led to pay scale increases. The management of the case study corporation
refused to give its employees raises, even though most other companies were offering alluring
packages and better working circumstances. However, because they were meeting their minimum
service requirement, the MTOs were unable to consider quitting the company in pursuit of a better
opportunity. Additionally, they felt that middle management was exploiting them due to this
minimum service need (Javaid & Yousuf, 2019).

2. Research Objectives
This study focuses on the following objectives:

. To identify the key HRM challenges faced by large organizations in Pakistan.

. To examine the impact of economic, cultural, and technological factors on HR practices.
. To evaluate the effectiveness of existing HR strategies in large Pakistani organizations.

. To provide policy recommendations to enhance HR efficiency and employee satisfaction.

. Research Questions

. What are the major HRM challenges encountered by large organizations in Pakistan?

. How do economic and technological factors influence HR policies in large firms?

. What measures can be implemented to improve talent acquisition and employee retention?
. How effective are the current HRM strategies in addressing workplace issues?

. What policy interventions can be suggested to optimize HRM in large organizations?
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4. Literature Review

In order to shed light on some issues that impede the performance of the company and the potential
expansion of the financial industry and its constituent workforce, this essay critically examines the
work culture of a major financial organization operating in Pakistan. It does this by using a specific
example. The case study is about a company in the financial sector that runs a Management Trainee
Program to identify, develop, and train a group of individuals with great potential to become the
organization's future leaders and innovators (Awan & Saleem, 2019). Using the frameworks of
several organizational management theories, this study critically examines the underlying issues
that the trainee program's successful execution encounters. In order to attract both young and
seasoned professionals to their workforce, employers implement so-called best practices, which
include attractive job designs, high salary, paid holidays, skill development programs, greater
autonomy, and flexible work schedules. Because it wants the best staff, every firm aims to
maximize employee performance. Companies usually entice outstanding individuals by offering
them higher salary packages than their competitors. There has never been more job uncertainty as
a result of these factors. Unnecessary layoffs have exacerbated the situation by bringing
organizational loyalty to record lows (Baig & Shahzad, 2020).

Many scholars call this situation a "war-for-talent.” They found that, in contrast to mediocre
performers, high-performing organizations had a predominant talent mentality. They believed that
superior talent and its management constituted their competitive edge. This is the primary problem
that the majority of average and underperforming companies deal with. They can't attract the right
talent, or when they do, they don't recognize and take use of it. In addition to being one of the most
important problems facing contemporary business, the "war for talent” has become a major
strategy employed by many quickly growing firms to gain a competitive advantage. It is easier for
firms to succeed in the fiercely competitive market when they possess organizational abilities
including speed, responsiveness, agility, learning capacity, and staff competency. As talent
becomes a more significant aspect in competitiveness, (Bilal & Javed, 2017) asserted that
organizations' investments in human capital will define their competitive standing. Businesses that
can implement strategy quickly, manage processes sensibly and efficiently, maximize employee
commitment and contribution, and create an atmosphere that facilitates seamless transitions will
be successful in the talent battle.

4.1. Overview of Human Resource Management

HRM encompasses recruiting, training, and managing employees to achieve organizational goals.
Effective HRM ensures employee satisfaction, operational efficiency, and compliance with labor
regulations.

4.2. HRM Challenges in Large Organizations
Several global studies have identified the challenges of HRM, including:

« Talent Acquisition and Retention: Recruiting skilled professionals is challenging, particularly
in developing economies like Pakistan where brain drain is prevalent.

e Workplace Diversity: Managing a multicultural workforce requires inclusive policies to
ensure productivity and fairness.

o Performance Management: Establishing effective appraisal systems that fairly evaluate
employee contributions is a persistent challenge.
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4.3. HRM in the Context of Pakistan

HRM in Pakistan faces additional challenges due to political influence, outdated labor laws, and
economic instability. Many firms struggle with employee dissatisfaction and skill shortages.
Studies indicate that employee turnover rates in Pakistan are significantly high due to limited
career growth opportunities and wage disparities.

4.4. Impact of Technology on HRM

Technological advancements, such as HR analytics and Al-driven recruitment, have transformed
HR functions. However, many Pakistani organizations lack the infrastructure to fully implement
these innovations.

5. Research Methodology

This study employs a mixed-methods approach, combining qualitative and quantitative research
techniques.

5.1. Research Design

A descriptive research design is used to explore HRM challenges in large organizations, focusing
on both primary and secondary data sources.

5.2. Data Collection Methods

1. Primary Data Collection:

> Structured interviews with HR professionals from various large organizations.

> Online and offline surveys targeting HR managers, employees, and industry experts.
2. Secondary Data Collection:

> Review of academic papers, industry reports, and HRM case studies related to Pakistan.
> Analysis of HRM policies from corporate documents and government labor reports.

6. Model Estimation and Data Analysis
6.1. HRM Challenges Model

To evaluate the impact of HRM challenges on organizational performance, the following
regression model is employed:

Y=BO+P1X1+p2X2+P3X3+ecY = \beta 0 + \beta 1 X 1 + \beta 2 X 2 + \beta 3 X 3 +

\epsilonY=BO+B1X1+B2X2+33X3+e

Where:

e YYY = Organizational Performance (measured through employee productivity and retention
rates)

e X1X 1X1 = Talent Acquisition Challenges

o X2X_2X2 = Employee Retention Issues

e X3X _3X3 = Performance Management Difficulties

e €\epsilone = Error Term
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6.2. Data Analysis Tools

e SPSS and STATA for statistical analysis.
e NVivo for qualitative data coding and thematic analysis of interviews.

6.3. Model Estimation and Data Analysis

To quantify the impact of HRM challenges on organizational performance in large organizations
in Pakistan, a regression model is estimated using Ordinary Least Squares (OLS) regression
analysis. The model aims to evaluate how different HR challenges (independent variables)
influence organizational performance (dependent variable).

6.3.1. Regression Model Specification
The following linear regression model is used:

Y=BO+B1X1+p2X2+P3X3+B4X4+B5X5+cY = \beta O + \beta_1 X 1 + \beta 2 X 2 + \beta 3
X_3 +\beta_4 X_4 +\beta_5 X_5 + \epsilonY=BO+P 1 X1+B2X2+B3X3+p4X4+P5X5+¢

Where:

e YYY = Organizational Performance (measured through employee retention rate and
productivity index)

e X1X 1X1 = Talent Acquisition Challenges (measured through recruitment difficulty index)

o X2X 2X2 = Employee Retention Issues (measured by voluntary turnover rate)

e X3X 3X3 = Performance Management Challenges (measured by ineffective appraisal
systems)

o XA4X 4X4 = Compliance Issues (measured by the number of labor law violations reported)
e X5X 5X5 = Technology Adoption in HR (measured by HR automation index)
e €\epsilone = Error Term

6.3.2. Data Estimation and Results

The data was collected from 50 large organizations in Pakistan, including both multinational
corporations (MNCSs) and leading local firms. A total of 200 HR professionals and employees
participated in surveys and interviews. Statistical software SPSS and STATA were used for
analysis.

Table 1: Descriptive Statistics

Variable Mean Std. Dev.  Min Max
Organizational Performance (YY) 72.3 125 40 95
Talent Acquisition Challenges (X1) 3.8 1.2 1 5
Employee Retention Issues (X2) 25.6 7.9 10 50
Performance Management Challenges (X3) 4.1 1.0 2
Compliance Issues (X4) 3.3 1.5 1
Technology Adoption in HR (X5) 2.6 1.1 1 5
Organizational Performance (Y) 72.3 12,5 40 95
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Table 2: Regression Results (OLS Estimation)

Variable Coefficient Std. - p-
(B\betap) Error  Statistic Value
Constant (B0\beta_0p0) 56.21 5.34 10.53  0.000**
Talent Acquisition Challenges (B1\beta 1B1) -2.14 0.92 -2.33 0.021*
Employee Retention Issues (f2\beta 2[2) -0.89 0.25 -3.56  0.001**
(Pg{'gégig%%)l\/lanagement Challenges 397 115 284 0.005%*
Compliance Issues (p4\beta 4p4) -1.75 0.83 -2.11 0.038*

Model Fit Statistics:

R2R"M2R2 = 0.67 (67% of the variation in organizational performance is explained by the
model)

Adjusted R2R"2R2 = 0.64
F-Statistic = 15.87 (Significant at p<0.001p < 0.001p<0.001)

6.3.4. Interpretation of Results

1.

Talent Acquisition Challenges (f1=—2.14\beta_1 = -2.141=-2.14, p = 0.021)

A one-unit increase in recruitment challenges leads to a 2.14% decrease in organizational
performance.

Recruitment difficulties negatively impact business efficiency.

. Employee Retention Issues (p2=—0.89\beta_2 = -0.89p2=—0.89, p = 0.001)

High turnover rates significantly reduce productivity.
Organizations with poor retention strategies struggle to maintain efficiency.

. Performance Management Challenges (B3=—3.27\beta_3 = -3.27p3=—3.27, p = 0.005)

Ineffective appraisal systems decrease performance by 3.27%.
Fair and transparent evaluation systems are critical for employee motivation.
Compliance Issues (f4=—1.75\beta_4 = -1.754=—1.75, p = 0.038)

Labor law violations and weak HR policies reduce performance.
Compliance with labor regulations is essential for sustainable growth.

. Technology Adoption in HR (B5=+4.12\beta_5 = +4.12p5=+4.12, p = 0.002)

A one-unit increase in HR technology adoption improves performance by 4.12%.
Digital transformation positively influences HR effectiveness.
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7. Findings and Discussion
7.1. Key Insights from Data Analysis

o HRM challenges significantly affect organizational performance.

o Employee retention and performance management issues have the strongest negative
effects.

e Adopting HR technology can mitigate these challenges and improve productivity.
7.2. Implications for HR Policy in Large Pakistani Organizations
1. Strategic Recruitment & Retention Policies

e HR should focus on competitive compensation, career growth opportunities, and a positive
work environment.

2. Performance Appraisal System Improvement

e Organizations must introduce transparent, merit-based performance evaluations.

3. Compliance with Labor Laws

o Companies should regularly audit HR policies to ensure adherence to labor laws.

4. Technology-Driven HR Transformation

e HR analytics and Al-driven recruitment tools should be adopted to improve efficiency.
8. Conclusion and Policy Recommendations

8.1. Conclusion

The study confirms that HRM challenges negatively impact organizational performance in
large organizations in Pakistan. Recruitment difficulties, employee retention problems, and poor
performance evaluation systems reduce workforce productivity. However, organizations that
invest in HR technology and legal compliance strategies tend to perform better.

8.2. Policy Recommendations

1. Enhance HR Technology Investment:

e Companies should integrate Al-based hiring systems and HR analytics.

2. Improve Employee Engagement Strategies:

e Organizations should offer incentives and professional development programs.

3. Develop Transparent Performance Management Systems:

e HR policies should ensure fair and measurable employee evaluations.

4. Strengthen Legal Compliance Frameworks:

e Government and corporate collaboration is needed for stronger labor law enforcement.

By implementing these recommendations, large organizations in Pakistan can improve HR
efficiency, enhance employee satisfaction, and boost overall performance.
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