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Chapter 1: Introduction

1.1. Research Background

Employment contracts are fundamental instruments that establish the
obligations and entitlements of both employers and employees, forming the
legal basis of the employment relationship. Within Saudi Arabia, these
relationships are largely regulated by the Saudi Labour Law, which seeks to
maintain a balance between managerial authority and the protection of
workers’ rights while promoting job security. Nevertheless, despite the
presence of this legal framework, employment disputes have historically
arisen not only from breaches of contractual terms but also from
complications occurring during recruitment and the early stages of

employment (Khoja, S., & Thomas, S., 2022).

Prior to the implementation of digital labor reforms, workers, especially
expatriates, were exposed to several vulnerabilities, including ambiguous job
offers, contract replacement practices, restricted access to employment
documentation, and limitations on job mobility. Such challenges frequently
contributed to unequal power dynamics, making it difficult for employees to
contest unfair practices or substantiate claims relating to contractual

violations.

In response to these concerns, Saudi Arabia initiated comprehensive
labor market reforms in alignment with Vision 2030, prioritizing
transparency, labor mobility, and digital transformation in governance. One
significant development resulting from these reforms was the launch of the
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Qiwa Platform by the Ministry of Human Resources and Social
Development. This platform facilitates the digital management of
employment procedures, including electronic contract authentication, job
mobility services, and ongoing employee access to employment information

and records (Rezk, W. M., 2025).

Unlike conventional regulatory approaches that primarily addressed
disputes after they occurred, the Qiwa platform is designed to mitigate
conflicts proactively by enhancing transparency prior to contract formation
and safeguarding employee rights throughout the duration of employment.
Accordingly, this research investigates the extent to which the Qiwa platform
contributes to employee protection both before and after employment
contract formation, assesses its role in promoting contractual fairness, and
critically evaluates persistent challenges that may affect its overall protective

effectiveness.
1.2. Research Problem

Despite the existence of a comprehensive legal framework under the
Saudi Labour Law governing employment relationships, workers have
historically faced various vulnerabilities during recruitment and after contract
formation. Issues such as misleading employment offers, discrepancies
between agreed terms and actual working conditions, and restrictions
affecting job mobility have contributed to instability in employment and a
higher likelihood of disputes. Although the introduction of the Qiwa platform
marks a substantial advancement through the digitalization of employment
contracts and formal recording of employee consent, its practical

effectiveness is shaped by factors including employee awareness, ease of
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access, and the level of employer compliance. Moreover, reliance on digital
documentation alone may not fully address imbalances in bargaining power
or workplace challenges that extend beyond contractual provisions.

= Research Problem:

The effectiveness of Qiwa in providing comprehensive employee
protection remains influenced by awareness, accessibility, and enforcement

factors despite its strong digital safeguards.
1.3. Research Significance

This study is significant as it captures the expanding influence of digital
governance on employment protection and the promotion of fairness in
contractual relationships. The transition from conventional paper-based
agreements to digitally verified contracts represents a fundamental
transformation 1in the regulation and supervision of employment
arrangements. From a legal perspective, the research demonstrates how
digital documentation strengthens enforceability by preserving clear
evidence of employee consent and offering dependable proof in dispute
resolution processes, thereby enhancing procedural fairness and minimizing

uncertainty regarding contractual duties.

From a practical viewpoint, the research enhances employee awareness
by illustrating how access to digital contracts, mobility mechanisms, and
formally documented resignation procedures contribute to greater
employment security. Improved awareness enables workers to make well-
informed decisions and decreases exposure to unfair labor practices.
Additionally, the study carries economic importance by showing that stronger

employee protection can foster workforce stability, lower costs associated
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with disputes, and reinforce employer accountability. These benefits support
broader labor market reforms aimed at boosting productivity and attracting

qualified talent.
1.4. Research Questions

This study aims to address the following key issues in order to evaluate how

Qiwa enhances employee protection before and after:

» RQI1: In what ways does the Qiwa platform strengthen employee
safeguards throughout recruitment and the process of contract approval?

» RQ2: Which employee rights following contract formation are
reinforced through the use of digital employment services?

» RQ3: To what extent does the adoption of digital contract
documentation contribute to a reduction in employment-related
disputes?

» RQ4: What challenges or constraints limit the ability of the Qiwa

platform to provide comprehensive employee protection?
1.5. Research Objectives

e General Objective
To evaluate the role of the Qiwa platform in strengthening employee

protection across pre-contract and post-contract employment stages.

e Specific Objectives:
= To investigate how electronic contract approval promotes transparency

and clarity during the recruitment phase.
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= To evaluate post-contract safeguards, including job mobility options,
formally documented resignation procedures, and employee access to
contractual records.

= To determine whether the implementation of Qiwa contributes to
lowering dispute rates and strengthening evidentiary reliability.

= To identify operational and practical challenges that may influence the

platform’s ability to deliver effective employee protection.
1.6. Research Hypotheses

Based on the research objectives and the existing literature on digital

labor governance, this study proposes the following hypotheses:

% HI: Utilization of the Qiwa platform improves transparency during the
pre-contract stage by enabling employees to review and formally

approve employment terms prior to contract activation.

» H2: The digital preservation of employment contracts within Qiwa

L)

enhances post-contract employee protection by facilitating access to
employment records and strengthening evidentiary certainty in dispute

resolution.

% H3: Mobility and resignation functionalities offered through Qiwa
promote greater employee independence and lessen reliance on
employer authorization compared with traditional employment

arrangements.

% H4: Notwithstanding the protective mechanisms embedded in Qiwa,

limitations relating to employee awareness, bargaining strength, and
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digital literacy may constrain the platform’s overall effectiveness in

safeguarding worker rights.

% H5: The integration of digital employment platforms with enforcement
mechanisms under the Saudi Labour Law leads to a measurable decline
in employment disputes and reduces opportunities for contractual

manipulation.

1.7. Employee Protection Through Qiwa
A. Pre-Contract Protection

The recruitment phase is particularly critical, as individuals frequently
depend on employer-provided information when making employment
decisions. The Qiwa platform contributes to employee protection at this stage
by mandating the digital recording of job offers, thereby promoting
transparency regarding wages, benefits, and working conditions. This
digitalization helps ensure that employment terms are clearly communicated

prior to contract formation.

Furthermore, the requirement for employees to formally approve
contracts electronically reinforces informed consent and limits the possibility
of unilateral modifications by employers. The platform’s verification
mechanisms also minimize the likelihood of contract substitution, thereby
strengthening legal certainty and shielding employees from unexpected
alterations to agreed terms. In addition, standardized contract templates
improve clarity and help ensure compliance with minimum labor standards

before the commencement of employment.
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B. Post-Contract Protection

Following the start of employment, Qiwa continues to enhance worker
protection by providing ongoing access to contractual documents, which
increases employee awareness and supports evidentiary reliability in the
event of disputes. The job mobility function represents a significant reform,
as it improves employee negotiating power and reduces reliance on employer
consent for employment transitions.

Moreover, the ability to submit resignations digitally promotes
procedural fairness by formally recording termination requests and
preserving documentation. Monitoring mechanisms related to contract
renewal also help protect employees from unauthorized amendments or
unapproved changes to employment terms. Collectively, these features
contribute to lowering contractual disputes while improving transparency

throughout the employment relationship.
1.8. The Suggested Project Structure

. Chapter 1: Introduction and foundational framework.

. Chapter 2: Comprehensive Literature Review.

. Chapter 3: Research Methodology.

. Chapter 4: Discussion and Thematic Analysis of Literature.
. Chapter 5: Conclusion and Recommendations.
10
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Chapter 2: Literature Review

2.1 Digital Labor Governance and Employment Protection

Recent academic studies emphasize the increasing role of digital labor
governance in strengthening employment regulation and improving
transparency within contractual relationships. Digital employment platforms
enable employment terms and agreements to be electronically recorded,
securely stored, and easily accessed, thereby reducing uncertainty and
reinforcing accountability between employers and workers. Scholars indicate
that electronic contract systems enhance the reliability of evidence by clearly
documenting employee consent, which helps minimize disputes arising from
vague or disputed employment terms (International Labour Organization

[ILO], 2022).

In addition, digital verification procedures promote procedural fairness
by ensuring that employees actively review and confirm employment
conditions before contracts become effective. The transition from employer-
controlled documentation to government-supervised digital systems
represents a notable development in safeguarding vulnerable workers and

strengthening contractual certainty (World Bank, 2021).
2.2 Digital Transformation of the Saudi Labour Market

In Saudi Arabia, labor market reforms introduced under Vision 2030
highlight digital transformation as a central strategy for modernizing
employment relationships and enhancing labor market efficiency. The

creation of the Qiwa platform reflects this policy direction by offering
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electronic contract authentication, mobility services, and centralized access
to employment records through a system managed by the Ministry of Human

Resources and Social Development.

Academic commentary suggests that digitalization strengthens
transparency during recruitment and reduces risks associated with contract
substitution or misleading employment information. By allowing employees
to review and approve employment terms electronically, Qiwa supports
informed consent and helps address information imbalances between
employers and employees (Alsharif, 2021). Furthermore, these reforms
facilitate labor mobility and flexibility, which remain key objectives of Saudi

labor market restructuring efforts (Vision 2030, 2022).

2.3 Pre-Contract Vulnerabilities and the Role of Digital

Verification

The literature identifies the recruitment stage as a particularly
vulnerable period for employees, especially migrant workers who often
depend heavily on employer assurances prior to relocation. Challenges such
as misleading job offers, unclear compensation structures, and contract
substitution practices have historically contributed to worker insecurity and

employment disputes.

Digital verification tools, including those incorporated within the Qiwa
platform, help address these concerns by requiring standardized
documentation and employee approval before employment becomes

effective. Researchers argue that these mechanisms limit opportunities for
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manipulation while providing stronger legal safeguards for employees before

entering into contractual relationships (ILO, 2022).
2.4 Post-Contract Protection and Employment Mobility

Beyond the recruitment phase, existing research highlights the
importance of post-contract protections in maintaining fair employment
conditions. Continuous employee access to contractual records and mobility
services enhances worker autonomy while reducing dependence on employer
authorization. Digital platforms that enable workers to request transfers,
submit resignations, and track contract status contribute to greater bargaining

power and support the prevention of disputes.

Studies further suggest that mobility reforms can improve labor market
efficiency by limiting involuntary job retention and promoting equitable
competition among employers. Within the Saudi context, Qiwa’s mobility
features are considered a significant mechanism for achieving these outcomes
while ensuring continued regulatory oversight (World Bank, 2021; Alsharif,
2021).
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Chapter 3: Research Methodology

3.1 Research Design

In order to know how Qiwa platform increase employee protection
before or after employment contract formation in KSA, this report uses a
qualitative literature review methodology. This report depends on the
methodical investigation of current reviewed literature, reports, and
publications affecting to digital labor and employment protection rather than
gathering original data.

The report engagements a narrative review methodology, which allows
the readers to analyze previous findings, spot themes, and evaluate the
behaviors in which digital platforms support employee rights protection,
transparency, and contractual justice. In labor markets where observed data
could be scattered, this one is especially suited for considering regulatory

changes and digital innovations.
3.2 Data Sources

Other data from a variety of reliable academic or institutional sources
served as the foundation for this report which include the following: Scopu,
Google Scholar, Saudi Ministry of Human Resources and Social
Development's official publications, Web of Science, and Reports from
global institutions like the World Bank and the International Labor
Organization (ILO).

Combinations of the following were used as keywords among search

process: protection of employment contracts, Qiwa platform with digital
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labor governance, Electronic employment contracts, Saudi labor law, and

Labor mobility in Saudi Arabia.
3.3 Inclusion and Exclusion Criteria

Certain inclusion and exclusion conditions were used to assurance the
applicability of the chosen literature: Inclusion: peer reviewed journal articles
and academic publications, policy documents from reputable organizations
and official reports, research in the last ten years, books, the Saudi labor
market, and digital employment systems. Exclusion: non-academic sources
and unreliable informal, research unrelated to digital labor systems, outdated,

and Repeated or repetitive sources.
3.4 Study Selection Process

Multi-phase practice was used to pick the studies: first: inclusive range
of sources were initiated by doing a search across several databases using
some keywords. second: to search for papers to employment protection,
digital labor governance, and the Qiwa platform, abstracts were studied.
third: to make sure to met the inclusion criteria and goals, all papers were
reviewed. finally: for deep synthesis, most relevant sources were kept.

This procedure made accurate that report's literature was directly

related to the research topic.
3.5 Data Analysis Method

A theme analysis technique was used to study this literature. The
following themes were the concentration of the analysis:

* Protection and transparency of pre-contract employees.
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* Digital verification and informed consent.

* Post-contract rights and employment mobility.

* Digital platforms' contribution to the reduction of disputes.

* Difficulties and Digital labor systems' drawbacks.

The report identifies consensus, trends, and gaps in the body of existing
literature by comparing outcomes from all sources. This methodology make
simpler comprehension of the ways in which the Qiwa platform cares of

employee protection.
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Chapter 4: Discussion and Thematic Analysis

4.1 Introduction

This chapter assesses how digital labor governance helps transparency,
and employee safety while also pointing out stable constraints by making

scholarly and institutional ideas rather than depending on primary data.
4.2 Pre-Contract Protection and Digital Verification

The report highlights that hiring method is a significant time when
staffs are most inclined to false information. Staffs, regularly encountered job
offers, and contract substitution practices prior to digital reforms. Pre-
contract protection has been further enhanced by the initiation of digital
systems like Qiwa, which promise that offers are accurately documented and
electronically confirmed. According to studies, making employees digitally
review and approve contracts expands lessens the knowledge disproportion
between staffs and employees.

Also, it highlights the need of digital verification in reinforcing
informed consent. Digital platforms, in difference to normal paper systems,
want overt employee consent before contracts taking effect. This will
improve procedural justice by guaranteeing that consent is documented,
legally verifiable, and time stamped. Accordingly, this disagreement brought
on by pressure. The evidentiary value of employment contracts is enhanced

by the existence of secure digital records.

17 |
MIDOC EAI\I
UNIVERSITY l I



4.3 Post-Contract Protection and Employment Mobility

The report shows that Qiwa is critical to reinforcing post-contract
employee protection, even after contract formation. During the duration of
their working relationship, employees can stay knowledgeable about their
rights and obligations thanks to ongoing access to employment records.

These results make available for compelling suggestion, which opposes
that Qiwa's resignation improve their autonomy. Furthermore, the ability to
submit resignation requests guarantees that notice procedures are officially
documented. Overall, this report advises that post-contract digital services

help make effective labor market in addition to protecting workers.
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Chapter 5: Conclusion and Recommendations

5.1 Conclusion

This research analyzed how the Qiwa platform bolsters worker
protections throughout the various phases of employment in Saudi Arabia.
The results suggest that Qiwa marks a pivotal shift toward digital labor
oversight by fostering greater transparency and accountability. During the
pre-contractual phase, the system mandates the digital documentation and
verification of agreements, which mitigates the risk of deceptive job offers or
unauthorized contract changes. Consequently, employees can finalize their
agreements with greater clarity and assurance.

In the post-contractual phase, the platform maintains these protections
by offering transparent access to work records and facilitating independent
actions like job mobility and digital resignations. While these tools empower
workers and diminish employer overreach, their success remains contingent
upon the user's digital proficiency, platform accessibility, and employer
cooperation. Ultimately, while Qiwa is a robust defensive tool, it must be
supported by broader regulatory frameworks to fully address inherent

workplace power imbalances.
5.2 Recommendations

To maximize Qiwa’s impact, increasing worker awareness and
technical capability is vital. Relevant government bodies should launch
focused educational initiatives to inform the workforce of their legal rights

and platform navigation. Additionally, streamlining the user interface and
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providing comprehensive multilingual options would ensure the system is
accessible to all, regardless of their technical background.

Beyond education, robust enforcement is necessary to guarantee
adherence to labor laws. Regulatory agencies should maintain strict oversight
of employer behavior and issue penalties for non-compliance to ensure the
system’s integrity. Future upgrades to the platform should consider adding
integrated mediation tools, live support, and legal resources to further

strengthen the position of the employee within the digital labor ecosystem.
5.3 Limitations

Several constraints should be noted when reviewing this study. First,
the analysis is based entirely on secondary sources, such as institutional
reports and academic literature. Because no primary data was collected
directly from workers or management, the findings reflect a theoretical
framework rather than direct, on-the-ground empirical results.

Second, the study is restricted by the existing body of literature, which
may not reflect the most recent platform updates or emerging practical
hurdles. Furthermore, the lack of quantitative data prevents a precise
measurement of how Qive influences specific metrics, such as the volume of
labor disputes or the exact rate of job transitions. Nevertheless, the research
provides a foundational understanding of digital platforms' role in

safeguarding labor.
5.4 Implications of the Study

This research advances the discourse on digital labor governance by

illustrating how technology can drive efficiency and fairness in the

20
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workplace. It showcases the power of digital transformation in modernizing
employment systems, particularly within a dynamic market like Saudi
Arabia.

From a policy standpoint, the study clarifies that technology is a tool,
not a total solution. Successful labor protection requires a coordinated effort
that combines digital tools with strict regulatory oversight and public
education. The findings advocate for a comprehensive strategy that merges
technological innovation with institutional backing to foster lasting

improvements in the workforce environment.

21 ] |
MIDOCEA
UNIVERSITY II



References List

Alsharif, N. (2021). Labor mobility reforms and employment protection in Saudi Arabia.
Middle East Labour Studies Journal, 5(2), 45-60.

Chris Hart, C. (2018). Doing a literature review: Releasing the research imagination (2nd

ed.). Sage Publications.

David Moher, D., Liberati, A., Tetzlaff, J., & Altman, D. G. (2009). Preferred reporting items
for systematic reviews and meta-analyses: The PRISMA statement. PLoS Medicine, 6(7),
€1000097. https://doi.org/10.1371/journal.pmed.1000097

International Labour Organization. (2022). Digitalization and worker protection.

Khoja, S., & Thomas, S. (2022). Labour and Employment Compliance in Saudi Arabia.

Kluwer Law International BV.

Lawrence A. Machi, L. A., & Brenda T. McEvoy, B. T. (2016). The literature review: Six

steps to success (3rd ed.). Corwin Press.

Mark Petticrew, M., & Helen Roberts, H. (2006). Systematic reviews in the social sciences: A

practical guide. Blackwell Publishing.
Ministry of Human Resources and Social Development. (2023). Qiwa platform guidelines.

Rezk, W. M. (2025). The Impact of Digital Economy Development on Total Factor
Productivity in Saudi Arabia: A Panel Data Analysis. Sage Open, 15(4),
21582440251396315.

Saudi Labour Law. (2005). Royal Decree No. M/51 (as amended).

Vision 2030 Kingdom of Saudi Arabia. (2022). Labor Market Transformation Program.

https://www.vision2030.gov.sa

World Bank. (2021). Gulf labor market reforms and employment mobility. World Bank Group.

22 |
MIDOCEA
UNIVERSITY II


http://www.tcpdf.org

