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ABSTRACT

Digital transformation is reshaping human resource management (HRM), yet police
organisations face distinctive workforce challenges because policing requires continuous
public service, shift work, operational readiness, high workload, hierarchical command
structures, exposure to occupational stressors, and frequent disruption of employees’ personal
and family lives. This conceptual paper proposes a Smart HRM 5.0 framework for policing
that integrates digital workforce management with a human-centred approach to employee
well-being and performance. Smart HRM 5.0 is used here as a proposed conceptual construct
that combines data-enabled HRM practices with the human-centric, sustainable, and resilient
orientation associated with Industry 5.0. Five digital enablers are identified: Al-enabled
workforce analytics, digital employee engagement, intelligent shift and workload
management, digital learning and reskilling, and technology-enabled performance
management. These enablers are linked to seven organisational and occupational
determinants—organisational commitment, perceived organisational support, job satisfaction,
workload, shift duty, leadership style, and family support—with work-life balance (WLB)
positioned as the principal mediating mechanism and police performance as the focal
outcome. The framework is grounded in the Job Demands—Resources model, Social
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Exchange Theory, and human-centred Industry 5.0 thinking. An ethical governance layer
emphasises privacy, data quality, fairness, transparency, employee participation, and
meaningful human oversight. The paper develops eight research propositions and explains
how the framework can guide future empirical testing in the Tamil Nadu Police Department.
The contribution is conceptual rather than empirical; no primary data are analysed in this

paper.

Keywords: Smart HRM 5.0; artificial intelligence; policing; work-life balance; police
performance; HR analytics; Industry 5.0; human-centred HRM

1. INTRODUCTION

Human resource management is increasingly being transformed by digital technologies,
workforce analytics, artificial intelligence (Al), cloud-based systems, and data-driven
decision-making. In conventional HRM, workforce information is often used retrospectively
for administration and compliance. Smart HRM extends this logic by integrating digital
information, analytics, automation, and decision-support capabilities into workforce planning
and employee management. Evidence-based HR analytics can support better workforce
decisions when data are credible, relevant, and appropriately interpreted (Marler & Boudreau,
2017; Minbaeva, 2018). At the same time, Al in HRM introduces important questions
concerning transparency, accountability, bias, privacy, and the appropriate division of
responsibility between algorithms and managers (Tambe et al., 2019; Vrontis et al., 2022).

The next stage of this transformation requires more than technological sophistication.
Industry 5.0 thinking emphasises sustainability, human centricity, and resilience alongside
advanced technology (Breque et al., 2021). This paper therefore uses Smart HRM 5.0 as a
proposed conceptual label for a policing-oriented HRM architecture in which digital
intelligence is deliberately combined with employee-centred design, organisational resilience,
and sustainable workforce outcomes. The term is not presented as a universally established or
standardised HRM model.

Policing represents an especially important context for this discussion. Police personnel work
under conditions that can involve unpredictable emergencies, long and irregular working
hours, public scrutiny, occupational hazards, exposure to violence and trauma, and high
responsibility for life and property. Reviews of police occupational health identify a wide
range of physical, psychological, and organisational hazards, while research on organisational
stressors demonstrates implications for police officers’ mental well-being (Mona et al., 2019;
Purba & Demou, 2019). Research on the life contexts of patrolling officers further indicates
that social and occupational environments influence officers’ health and capacity to sustain a
healthy lifestyle (Granholm Valmari et al., 2023).

Digital HRM should therefore not be reduced to automation. A technologically efficient
rostering system that ignores fatigue, family responsibilities, recovery time, or employee
voice may improve administrative speed while worsening the human conditions of work.
Conversely, an employee-sensitive system can potentially use workforce data to distribute
workload more fairly, identify staffing gaps, support learning, strengthen communication, and
improve operational preparedness.

This paper addresses this conceptual gap by proposing an integrated Smart HRM 5.0
framework for police organisations. It specifically positions WLB as a mediating mechanism
connecting organisational and occupational determinants with police performance. The
framework is designed for subsequent empirical validation, particularly in the Tamil Nadu
Police Department.
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2. SMART HUMAN RESOURCE MANAGEMENT IN DIGITAL ORGANISATIONS

Smart HRM refers broadly to the integration of digital technologies, data analytics,
automation, and intelligent decision support into HR processes. It differs from simple HR
digitisation because its value lies not merely in converting paper processes into electronic
systems but in using connected workforce information to support timely and evidence-based
decisions. HR analytics can help organisations move from descriptive reporting toward more
systematic workforce diagnosis and prediction (Marler & Boudreau, 2017). Credible human-
capital analytics, however, requires high-quality data, organisational capability, appropriate
analytical reasoning, and managerial legitimacy (Minbaeva, 2018).

Al has expanded the potential scope of Smart HRM to workforce planning, employee
listening, performance management, learning recommendations, and operational scheduling.
Yet Al-enabled HRM can also create risks when historical data reproduce organisational
inequalities or when employees cannot understand or challenge algorithmic decisions. Tambe
et al. (2019) identify challenges involving the complexity of HR phenomena, data limitations,
accountability and employee reactions. Vrontis et al. (2022) similarly demonstrate the
growing connection between Al, robotics, advanced technologies, and HRM.

For police organisations, Smart HRM should be understood as a socio-technical system.
Technology supplies information and decision support, while supervisors and HR
professionals retain responsibility for context-sensitive judgement. The objective is not
algorithmic control of personnel but better matching of workforce capacity, operational
demands, employee needs, and public-service objectives.

3. SMART HRM AND THE CHANGING NATURE OF POLICE WORK

The police workforce operates differently from a conventional office-based workforce.
Operational continuity means that staffing must be maintained across nights, weekends,
holidays, emergencies, special events, investigations, patrols, law-and-order duties, court
responsibilities, training, and administrative assignments. These requirements can generate
work intensification and limited control over working time.

Digital workforce management can potentially address several of these challenges. Al-
assisted staffing analytics may identify workload concentrations and staffing gaps; intelligent
rostering may incorporate operational demand and employee constraints; digital learning
systems can support continuous capability development; and integrated performance systems
can provide more timely feedback. Such applications may strengthen organisational
responsiveness while reducing unnecessary administrative burden.

However, digitalisation can also intensify work if monitoring becomes excessive or if
employees are expected to remain continuously connected. Smart HRM 5.0 therefore requires
a human-centred boundary: technology should augment professional judgement and
workforce capacity rather than convert employees into continuously monitored data points.

4. WORK-LIFE BALANCE IN POLICING

Work-life balance concerns the extent to which individuals can meet work and non-work
responsibilities in a manner that is sustainable and personally acceptable. In policing, WLB is
particularly important because irregular schedules and operational demands can affect family
routines, social participation, sleep, recovery, and personal well-being. Police research has
identified occupational stressors and demanding working conditions as important influences
on well-being (Purba & Demou, 2019).
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Research on Indian gazetted police officers also highlights the relevance of social support,
resilience, and job satisfaction to WLB (Sandhya & Annamalai, 2025). These findings
reinforce the view that WLB is not solely an individual coping issue; it is partly shaped by
organisational practices, leadership behaviour, workload, work scheduling, and social
resources.

The proposed framework therefore places WLB between determinants of work experience
and performance. This mediating position reflects the argument that organisational conditions
may influence performance partly through their effects on employees’ ability to maintain
sustainable work and personal lives.

5. ORGANISATIONAL AND OCCUPATIONAL DETERMINANTS
5.1 Organisational Commitment

Organisational commitment reflects employees’ attachment to and identification with their
organisation. In policing, commitment can influence willingness to invest effort, remain with
the organisation, and identify with organisational objectives. Supportive HR practices,
meaningful leadership, fair treatment, and opportunities for development may strengthen
commitment.

5.2 Perceived Organisational Support

Perceived organisational support refers to employees’ general belief that the organisation
values their contribution and cares about their well-being. Rhoades and Eisenberger (2002)
demonstrate the importance of organisational support in shaping employee attitudes and
behaviours. In policing, support can be expressed through responsive supervision, welfare
mechanisms, fair deployment, access to resources, recognition, and concern for family and
recovery needs.

5.3 Job Satisfaction

Job satisfaction represents an employee’s overall evaluation of the job and its conditions.
Satisfaction can be affected by meaningful work, recognition, leadership, workload, career
development, fairness, resources, and relationships. Smart HRM may support satisfaction
through transparent performance feedback, personalised learning, easier access to HR
services, and responsive employee communication.

5.4 Workload

Workload represents the quantity and intensity of work demands placed on personnel. The
Job Demands—Resources model proposes that sustained job demands can consume
employees’ physical and psychological resources, whereas adequate job resources can
support motivation and well-being (Bakker & Demerouti, 2007). In policing, workload may
include prolonged duty hours, multiple assignments, emergency deployments, administrative
tasks, investigation backlogs, and event-related responsibilities.

5.5 Shift Duty

Shift duty is a defining feature of many police functions. Irregular schedules can interfere
with sleep, family routines, social activities, and recovery. A smart rostering system should
consider operational requirements together with fatigue, rotation patterns, predictable
scheduling, rest periods, leave, and feasible employee constraints.
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5.6 Leadership Style

Leadership is a critical bridge between digital systems and employee experience. A
technically sophisticated HR platform can fail if supervisors use it coercively or without
transparency. Employee-centred leadership can strengthen trust, participation,
communication, and acceptance of digital change. In the proposed model, supportive
leadership is expected to strengthen the positive effect of Smart HRM practices on WLB.

5.7 Family Support

Family support can provide emotional, practical, and social resources that help police
personnel manage demanding occupational roles. Its relevance to WLB is particularly
important where working hours are irregular and operational commitments are unpredictable.
Family support is therefore treated as an important contextual resource rather than an
organisational substitute.

6. WORK-LIFE BALANCE AS A MEDIATING MECHANISM

The central proposition of this paper is that WLB can explain part of the relationship between
organisational conditions and police performance. Positive organisational resources may
improve WLB, which in turn may support concentration, recovery, motivation, engagement,
and sustainable performance. Conversely, excessive demands may impair WLB and thereby
create conditions that undermine performance.

This mediation logic is compatible with the JD-R perspective. Job demands such as workload
and shift-related pressures can create strain, while job resources such as organisational
support, supportive leadership, autonomy, and effective HR practices can help employees
manage demands (Bakker & Demerouti, 2007). WLB can therefore be conceptualised as an
important outcome of the balance between demands and resources and, simultaneously, as a
mechanism through which that balance influences performance.

The framework does not imply that WLB is the only mechanism affecting police
performance. Professional competence, physical health, psychological well-being,
organisational resources, public trust, and operational conditions may also matter. The model
identifies WLB as a strategically important mediator for empirical examination.

7. PROPOSED SMART HRM 5.0 FRAMEWORK

The proposed framework consists of five connected layers. First, Smart HRM digital enablers
provide the technological infrastructure. Second, organisational and occupational conditions
represent the human experience of work. Third, WLB functions as the principal mediating
mechanism. Fourth, police performance represents the immediate employee-level outcome.
Fifth, sustainable policing outcomes represent broader organisational and public-service
consequences.

Layer Core elements Expected role
Al-enabled workforce analytics;
digital employee engagement;

1. Digital Smart HRM enablers intelligent o shift/w_orkload Improve_ timeliness, integrz_ﬂion
management; digital learning and | and quality of workforce decisions.
reskilling; technology-enabled
performance management
Organisational commitment;

perceived organisational support; | Shape employee resources,
job satisfaction; workload; shift | demands, attitudes and capacity to
duty; leadership style; family | manage work.

support

2. Organisational and
occupational conditions
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3. Mediating mechanism Work-life balance organisational/occupational

conditions may translate into
sustainable employee functioning.
Captures quality, effectiveness and

4. Performance outcome Police performance sustainability of individual work
performance.
Employee well-being; workforce
5. Sustainable policing | resilience; retention; operational | Represents broader organisational
outcomes effectiveness; quality of public | and service-level value.
service

Conceptual pathway: Digital Smart HRM Enablers — Organisational and Occupational
Conditions — Work-Life Balance — Police Performance — Sustainable Policing Outcomes.
An ethical governance layer surrounds the entire framework and includes privacy, data
quality, fairness, transparency, employee participation, cybersecurity, and meaningful human
oversight.

8. THEORETICAL FOUNDATIONS
8.1 Job Demands—Resources Model

The JD-R model distinguishes between job demands, which require sustained effort and may
create strain, and job resources, which support goal attainment, reduce demands, or stimulate
growth and motivation (Bakker & Demerouti, 2007). In the proposed framework, workload
and demanding shift patterns are prominent demands, while organisational support,
supportive leadership, family support, and effective Smart HRM can function as resources.

8.2 Social Exchange Theory

Social Exchange Theory provides a second foundation. Employees are more likely to
reciprocate favourable treatment with positive attitudes and behaviours. Perceived
organisational support is especially relevant because employees who believe their
organisation values them may develop stronger attachment and reciprocation (Rhoades &
Eisenberger, 2002).

8.3 Human-Centred Industry 5.0

Industry 5.0 extends technology-centred transformation by emphasising human centricity,
sustainability, and resilience (Breque et al., 2021). The proposed Smart HRM 5.0 construct
therefore places human dignity, employee participation, resilience, and sustainable
performance alongside digital intelligence.

9. ETHICAL AND GOVERNANCE LAYER

Responsible Smart HRM in policing requires explicit governance. Police workforce data may
include sensitive information about attendance, deployment, performance, health-related
indicators, and employee behaviour. Data collection should therefore follow purpose
limitation, access control, security, accuracy, and appropriate retention principles.

Algorithmic decisions should be explainable to the extent appropriate to the decision and
context. Employees should have meaningful opportunities to understand, question, or appeal
consequential automated recommendations. Human oversight is particularly important where
technology affects deployment, performance assessment, career opportunities, or disciplinary
processes.
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The framework also recognises automation bias. A recommendation generated from
historical data should not automatically be treated as objective truth. Human managers should
examine data quality, contextual circumstances, possible bias, and operational realities before
acting.

10. IMPLICATIONS FOR TAMIL NADU POLICE

The framework has practical relevance for the Tamil Nadu Police Department because of the
scale and diversity of police functions. A state-wide Smart HRM architecture could integrate
information relevant to manpower planning, training, deployment, leave, shift scheduling,
employee development, welfare, and performance management while preserving appropriate
organisational controls.

First, workforce analytics could support evidence-based manpower allocation by identifying
recurring workload concentrations and staffing gaps. Second, intelligent scheduling could
assist commanders in balancing operational requirements with fatigue and recovery
considerations. Third, digital learning systems could deliver role-specific and continuously
updated training. Fourth, employee-engagement mechanisms could provide structured
channels for feedback and welfare concerns. Fifth, performance systems could move toward
continuous developmental feedback rather than relying only on episodic assessment.

Implementation should proceed incrementally. Pilot projects can be tested in selected units,
evaluated against predefined indicators, and refined before broader deployment. Technology
should complement existing command structures and professional judgement rather than
create a parallel system of opaque algorithmic control.

11. RESEARCH PROPOSITIONS

P1. Effective Smart HRM practices are positively associated with organisational
commitment among police personnel.

P2. Perceived organisational support is positively associated with work-life balance and
police performance.

P3. Job satisfaction is positively associated with work-life balance and police
performance.

P4. Excessive workload is negatively associated with work-life balance.

P5. Sustainable and employee-sensitive shift management is positively associated with
work-life balance.

P6. Supportive employee-centred leadership strengthens the positive relationship between
Smart HRM practices and work-life balance.

P7. Family support is positively associated with work-life balance among police
personnel.

P8. Work-life balance mediates the relationships between organisational/occupational
determinants and police performance.

12. FUTURE EMPIRICAL VALIDATION

The framework is explicitly conceptual and should be subjected to empirical testing. Future
studies can operationalise the proposed constructs using established and contextually adapted
measurement scales. A pilot study should first assess item clarity and preliminary reliability.
Exploratory factor analysis (EFA) can examine the underlying factor structure, followed by
confirmatory factor analysis (CFA) to test measurement validity. Reliability can be assessed
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using Cronbach’s alpha and composite reliability, with convergent and discriminant validity
examined where appropriate.

After measurement validation, correlation and regression analyses can establish preliminary
associations. Mediation can be tested using bootstrapping or structural equation modelling
(SEM). Future studies in Tamil Nadu Police can examine whether rank, tenure, gender, unit
type, duty pattern, or deployment context changes the relationships proposed in the model.
Longitudinal and multi-source designs would strengthen causal interpretation and reduce
limitations associated with cross-sectional self-report data.

The author’s broader doctoral research provides an empirical context for future validation of
organisational determinants and WLB-performance relationships. However, the present
conference paper does not report those empirical results and should not be interpreted as
presenting findings from the doctoral dataset.

13. CONTRIBUTION OF THE PROPOSED FRAMEWORK

The paper makes three principal contributions. First, it extends Smart HRM into policing by
connecting digital workforce technologies with the organisational and occupational realities
of police work. Second, it integrates seven determinants—organisational commitment,
organisational support, job satisfaction, workload, shift duty, leadership style, and family
support—within a single conceptual structure in which WLB is the principal mediator. Third,
it adds an ethical and human-centred governance layer to digital HRM, consistent with the
human-centric, sustainable, and resilient orientation of Industry 5.0.

The framework also contributes a practical decision logic: technology should be evaluated
not only by administrative efficiency but by whether it improves the quality and sustainability
of work. This shifts the focus from digital monitoring of employees toward digital
enablement of police personnel.

CONCLUSION

Smart HRM 5.0 offers a promising conceptual direction for police workforce management
when digital intelligence is combined with human-centred HRM. Police organisations require
technologies that can support staffing, workload management, learning, engagement, and
performance, but technological capability alone does not guarantee sustainable workforce
outcomes. The human conditions of police work—workload, shift duty, leadership,
organisational support, job satisfaction, commitment, and family support—remain central.

The proposed framework positions WLB as a key mechanism through which these conditions
may influence police performance. It further argues that ethical governance, employee
participation, transparency, fairness, and human oversight must surround digital HRM
implementation. For Tamil Nadu Police, this approach can provide a foundation for future
evidence-based pilots and empirical research. The framework is intentionally presented as a
set of testable relationships rather than an established empirical model.

REFERENCES

1. Bakker, A. B., & Demerouti, E. (2007). The Job Demands—Resources model: State of the art. Journal
of Managerial Psychology, 22(3), 309-328. https://doi.org/10.1108/02683940710733115

2. Breque, M., De Nul, L., & Petridis, A. (2021). Industry 5.0: Towards a sustainable, human-centric and
resilient European industry. Publications Office of the European Union. https://doi.org/10.2777/308407

3. Gierl, A., & Sutter, C. (2026). Organizational factors, leadership, and commitment: A systematic
review of employee retention in police organizations. Journal of Police and Criminal Psychology.
Advance online publication. https://doi.org/10.1007/s11896-026-09866-7

Published By: National Press Associates Page 239
€ Copyright @ Authors



National Research Journal of Human Resource Management ISSN: 2394-059X
Volume No: 13, Issue No: 2, Year: 2026 (July-December) Peer Reviewed & Refereed Journal (IF: 7.25)
PP. 232-240 Journal Website www.nrjhrm.in

4. Granholm Valmari, E., Ghazinour, M., Nygren, U., & Gilenstam, K. (2023). A systematic review of
lifestyle and health among patrolling police officers. Scandinavian Journal of Occupational Therapy,
30(5), 721-744. https://doi.org/10.1080/11038128.2022.2083013

5. Marler, J. H., & Boudreau, J. W. (2017). An evidence-based review of HR analytics. The International
Journal of Human Resource Management, 28(1), 3-26.
https://doi.org/10.1080/09585192.2016.1244699

6. Minbaeva, D. B. (2018). Building credible human capital analytics for organizational competitive
advantage. Human Resource Management, 57(3), 701-713. https://doi.org/10.1002/hrm.21848

7. Mona, G. G., Chimbari, M. J., & Hongoro, C. (2019). A systematic review on occupational hazards,
injuries and diseases among police officers worldwide: Policy implications for the South African Police
Service. Journal of Occupational Medicine and Toxicology, 14, Article 2.
https://doi.org/10.1186/s12995-018-0221-x

8. Purba, A., & Demou, E. (2019). The relationship between organisational stressors and mental
wellbeing within police officers: A systematic review. BMC Public Health, 19, Article 1286.
https://doi.org/10.1186/s12889-019-7609-0

9. Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature.
Journal of Applied Psychology, 87(4), 698-714. https://doi.org/10.1037/0021-9010.87.4.698

10. Sandhya, D. S., & Annamalai, S. (2025). Enhancing work-life balance: Social support, resilience, and
job satisfaction among Indian gazetted police officers. Journal of Workplace Behavioral Health, 40(4),
1031-1068. https://doi.org/10.1080/15555240.2025.2491389

11. Strohmeier, S. (2020). Digital human resource management: A conceptual clarification. German
Journal of Human Resource Management, 34(3), 345-365. https://doi.org/10.1177/2397002220921131

12. Tambe, P., Cappelli, P., & Yakubovich, V. (2019). Artificial intelligence in human resources
management: Challenges and a path forward. California Management Review, 61(4), 15-42.
https://doi.org/10.1177/0008125619867910

13. Vrontis, D., Christofi, M., Pereira, V., Tarba, S., Makrides, A., & Trichina, E. (2022). Artificial
intelligence, robotics, advanced technologies and human resource management: A systematic review.
The International Journal of Human Resource Management, 33(6), 1237-1266.
https://doi.org/10.1080/09585192.2020.1871398

Figure 1 Proposed Smart HRM 5.0 Conceptual Framework

DIGITAL SMART HRM ENABLERS
Al workforce analytics ¢ Digital engagement ¢ Intelligent shift/workload management * Digital
learning/reskilling * Technology-enabled performance management

l

ORGANISATIONAL & OCCUPATIONAL CONDITIONS
Organisational commitment ¢ Organisational support * Job satisfaction « Workload ¢ Shift duty ¢
Leadership style * Family support

l

WORK-LIFE BALANCE
Principal mediator

l

POLICE PERFORMANCE — SUSTAINABLE POLICING OUTCOMES
Employee well-being « Workforce resilience * Retention ¢ Operational effectiveness ¢ Quality of public
service

Ethical governance layer across all components: privacy * data quality ¢ fairness ¢
transparency ¢ employee participation  cybersecurity * meaningful human oversight.
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