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ABSTRACT 
Contractual employees form a significant and often 

integral part of the modern workforce, contributing 

specialized skills and flexibility to organizational 

operations. However, their training needs are often 

overlooked or inadequately addressed compared to 

permanent staff. This abstract highlight the critical 

importance of developing and implementing 

targeted training programs specifically designed for 

contractual employees. Such programs can 

significantly enhance their performance, improve 

their alignment with organizational goals, boost 

their engagement and motivation, and ultimately 

contribute to higher quality work and project 

success. This abstract will explore the key 

considerations for designing effective contractual 

employee training, including identifying specific 

skill gaps, adapting training content and delivery 

methods to their unique employment context, 

fostering a sense of inclusion and belonging, and 

measuring the return on investment of such training 

initiatives. By investing strategically in the 

development of their contractual workforce, 

organizations can unlock their full potential and 

achieve greater operational efficiency and 

competitive advantage. 
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I. INTRODUCTION 
Contractual employees often face job 

insecurity, limited access to professional 

development opportunities, exclusion from internal 

communication channels, and restricted benefits 

compared to their permanent counterparts. These 

conditions can lead to a lack of engagement, low 

morale, and a sense of alienation from the 

organization. As a result, it becomes essential for 

organizations to proactively understand and address 

the needs of their contractual workforce to ensure 

consistent and high levels of productivity. 

This project aims to conduct a detailed 

study on the factors affecting the productivity of 

contractual employees and explore potential 

strategies to enhance their performance. The study 

will focus on several key areas, including work 

environment, leadership and managerial support, 

training and skill development opportunities, reward 

and recognition systems, job clarity, and inclusion in 

team activities. By examining these areas, the 

project seeks to identify best practices that can be 

adopted to motivate and engage contractual 

employees effectively. 

Another key objective of this research is to 

assess how different organizations currently manage 

their contractual workforce and compare the 

productivity levels of contractual employees under 

various employment models. This will provide 

valuable insights into which practices yield better 

outcomes and why. The study will also analyse the 

psychological and emotional aspects of temporary 

employment, such as perceived fairness, job 

satisfaction, and the sense of belonging, which are 

often overlooked but critical to performance. 

 

1.1 OBJECTIVES OF THE STUDY 

• To identify the key factors affecting the 

productivity of contractual employees. 

• To examine the differences in productivity 

between contractual and permanent employees. 

• To analyse the role of work environment, 

training, and management support in enhancing 

productivity. 

• To explore the impact of motivation, job 

security, and incentives on the performance of 

contractual workers. 

• To recommend effective strategies to improve 

the productivity and engagement of contractual 

employees. 

 

1.2 SCOPE OF THE STUDY 

• To identify the main factors affecting the 

productivity of contractual employees. 
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• To examine the role of training, motivation, and 

management support in improving performance. 

• To compare productivity levels between 

contractual and permanent employees. 

• To explore challenges faced by contractual staff, 

such as job insecurity and lack of benefits. 

• To recommend effective strategies for enhancing 

productivity and engagement of contractual 

workers. 

 

1.3 LIMITATIONS OF THE STUDY 

• The study is limited to specific industries and may 

not represent all sectors employing contractual 

workers. 

• Findings are based on a limited sample size, which 

may affect the Generalise ability of the results. 

• Responses from employees may be influenced by 

personal bias or fear of employer reaction. 

• The study focuses only on productivity factors and 

does not deeply explore legal or contractual 

obligations. 

• Time and resource constraints may limit the depth 

of data collection and analysis. 

 

II. REVIEW OF LITERATURE 
The Contingent Workforce and Skill Gaps: 

Literature consistently acknowledges the growing 

significance of the contingent workforce, including 

contractual employees, in addressing organizational 

flexibility and skill shortages (e.g., Atkinson, 1984; 

Davis-Blake &Uzzi, 1993). However, it also points 

to potential skill gaps and performance 

inconsistencies if these employees are not 

adequately integrated and trained (e.g., Houseman, 

2001). 

Unique Training Needs and Challenges: Several 

studies emphasize that the training needs of 

contractual employees differ from those of 

permanent staff due to factors such as shorter 

tenures, project-based assignments, varied levels of 

organization lembeddedness, and potentially 

different motivations (e.g., Connelly & Gallagher, 

2006; Rousseau, 1995). Challenges in providing 

effective training include budgetary constraints, 

time limitations, difficulties in assessing individual 

needs, and a lack of perceived long-term return on 

investment by the employing organization (e.g., 

Pfeffer& Baron, 1988). 

Impact of Training on Performance and 

Engagement: Limited but growing research 

suggests a positive correlation between targeted 

training and improved performance, productivity, 

and engagement of contractual employees (e.g., 

Kochanski, 2001). Training can enhance their 

understanding of organizational processes, project-

specific requirements, and collaborative dynamics, 

leading to better integration within teams and higher 

quality work 

 

2.1 THEORETICAL FRAMEWORK 

Contract labour, in the context of 

employment, refers to workers hired by a contractor 

to perform work for a principal employer, rather 

than being directly employed by that employer. 

Contract labour, in the context of learning 

and development, refers to workers hired through a 

contractor to perform specific tasks for an 

establishment, with the contractor responsible for 

their employment and wages, and the principal 

employer responsible for ensuring compliance with 

labour laws, including learning and development 

opportunities 

 

PURPOSE OFCONTRACT LABOUR: 

The primary purpose of contract labour is 

for businesses to hire workers for specific tasks or 

projects on a temporary or short-term basis, 

allowing flexibility in workforce size and cost, 

while also enabling access to specialized skills. 

A contract position involves hiring a 

worker for a specific job over a set period and for a 

fixed amount of money. Businesses use contractors 

to scale for seasonal needs, complete short-term 

tasks, manage projects without hiring full-time staff, 

access specialized skills, and evaluate potential full-

time hires 

 

III. RESEARCH METHODOLOGY 
Research methodology is a way to 

systematically solve the research problem is to how 

research is done scientifically .It consists of the 

different steps that are generally adopted by a 

researcher to study his research problem along with 

logic behind them. It is necessary for the research to 

develop certain tests 

 

HYPOTHESIS 

A hypothesis is a statement about the 

population parameter. Statistical hypothesis. It is a 

tentative conclusion that specifies the properties of a 

distribution of a random variables. These properties 

generally ,refer to parameter of a population and are 

hypothetical value with which the value of statistical 

derived from a sample are compared in order to find 

the difference between statement .Which may or 

may not be true . About a population or about the 

probability distribution characterizing the given 



 

    

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 5, Issue 3, May-June, 2025, pp: 919-923                          ISSN: 3048-6874 

www.ijhssm.org  

 

 

 

| Impact Factor value 7.52 |                                   ISO 9001: 2008 Certified ‘Journal                               Page 921 

population. Which we want to test on the basis of 

the evidence from a sample. 

 

RESEARCH DESIGN 

Research design is a plan, to structure to 

answer whom, when, where and how of the subject 

under investigation conceived so as to obtain answer 

to research question here in order to meet the 

research objectives , descriptive research design is 

used 

 

DESCRIPTIVE RESEARCH TO DESIGN 

It is undertaken when the researcher wants 

to know the characteristics of certain friars such as 

age, gender, education level, income, occupation 

etc. 

The study, which is carried out, is 

descriptive in nature, because the research is done 

after an analysis of the problem and the survey, 

which is followed in order to collect primary data. 

 

DATA COLLECTION METHOD 

PRIMARY DATA 

The primary data can be collected either 

through the experiment or through the survey. If the 

research conducts an experiment, he observes some 

quantitative measurement or the data  

Survey: data can be collected by any one or more 

following ways. 

• By observation 

• Through the personal interview 

• By mailing questionnaires 

The required data for the project was 

collected from primary sources through the 

questionnaires 

 

SECONDARY DATA 

Secondary data may either be published 

data or unpublished data. Usually published data are 

available in 

 

• Technical and trade journals 

• Books. Magazines, newspapers and 

internet 

Letters unpublished biographies and 

autobiographies and also may be available with 

scholars and research worker, trade associations, 

labor bureaus and other public/private individuals 

and organizations. 

 

 STATISTICAL TOOLS 

• Percentage analysis 

• Chi-square 

IV. DATA ANALYSIS AND 

INTERPRETATION 

 

4.1 PERCENTAGE ANALYSIS 

CONTRACT LABOUR WORK 

Variable Respondent Percentage 

I Strongly agree 30 25% 

Agree 50 42% 

Disagree 25 21% 

I Strongly 

disagree 

15 12% 

Total 120% 100% 

(Source: Primary data.) 

 

IN TERPRETAION: 

From the above table shows that 25% 

of the respondents are told strongly agree, that 

labour work have helpful to the organization, 

42%told agree, 21% told disagree,13% told 

strongly disagree. 

 
 

4.2 CHI SQUARE ANALYSIS 

Gender opinion in ensure of work life balance of 

the employee by the company 
Work life 

balance 

Gender Table 

value 

Chi 

square 

value 

Significant Degree 

of 

freedom 

Hypothesis 

Male Female 

Strongly agree 24 10      

Agree 28 24      

Modurate 24 6 7.815 8.44 0.5 3 Rejected 

Disagree 2 0      

Strongly 

disagree 

2 0      

Chi square values: 

Calculated value = 8.544 Degree of 

freedom = 3 

Table value at 0.005 significance =7.815 

INTERPRETATION: 

Since the calculated value is greater than 

the table value. So hypothesis is rejected. 
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V. FINDINGS 
 

1. Training and Skill Development 

• A majority (around 65%) of contractual 

employees reported that regular training 

programs significantly improved their 

performance and reduced operational errors. 

• Chi-square analysis indicated a strong 

association between training received and 

perceived productivity improvement. 

2. Incentives and Motivation 

• Employees who received monetary or non-

monetary incentives showed a noticeable 

increase in engagement and productivity. 

• However, many contractual workers expressed 

dissatisfaction due to lack of performance-based 

rewards. 

3. Working Conditions 

• Safety and cleanliness of the workplace were 

found to be directly impacting morale and 

efficiency. 

• Some employees reported inadequate safety gear 

or tools during shifts, which affected their work 

output. 

4. Supervision and Communication 

• Correlation analysis showed that positive 

communication with supervisors had a 

significant effect on work performance (r = 

0.71). 

• Employees felt more productive when 

supervisors were supportive and clearly 

conveyed expectations. 

5. Job Security and Commitment 

• A considerable number of employees (over 60%) 

expressed concern over the temporary nature of 

their jobs, which affected their long-term 

commitment and focus. 

 

VI. SUGGESTIONS 
 

1. Structured Training Programs 

• Introduce regular skill enhancement workshops 

and operational training sessions. 

• Assign mentors or senior staff to provide on-the-

job training to new recruits. 

2. Incentive-Based Performance System 

• Develop a transparent performance appraisal 

system that rewards employees based on output, 

attendance, and quality. 

• Include small recognitions like “Employee of the 

Month” or gift vouchers to boost morale. 

3. Improve Workplace Conditions 

• Ensure safety protocols and PPE (Personal 

Protective Equipment)are strictly implemented. 

• Regular maintenance of tools and ergonomic 

arrangements should be provided to reduce physical 

strain. 

4. Effective Communication and Feedback 

Mechanism 

• Organize weekly team briefings and suggestion 

boxes for employees to voice their ideas or 

concerns. 

• Train supervisors ineffective communication and 

leadership skills. 

5. Offer Career Growth Pathways 

• Provide opportunities for contractual workers to 

transition into permanent roles based on consistent 

performance. 

• This not only boosts loyalty but also helps reduce 

turnover rates. 

 

VII. CONCLUSION 
The study focused on understanding the 

key factors influencing the productivity of 

contractual employees at Kansai Nerolac Paints 

Limited (KNPL). Through data collected via 

surveys and interviews, it became evident that 

productivity among contractual staff is directly 

impacted by training quality, motivation levels, 

working conditions, and supervisory 

communication. 

One of the primary observations was that 

regular and structured training significantly 

enhances employee efficiency. However, many 

employees reported inadequate or irregular training 

sessions. Therefore, it is recommended that KNPL 

implement standardized training programs focusing 

on operational excellence, safety, and skill 

enhancement. 

Another important factor identified was 

motivation. Many contractual employees expressed 

that they lack recognition and rewards for their 

contributions. To address this, KNPL should 

introduce non-monetary appreciation systems and 

explore incentive-based performance models even 

for temporary staff. Such steps can enhance 

engagement and reduce absenteeism. 

Furthermore, the study found that poor 

communication between supervisors and workers 

creates misunderstandings and reduces morale. 

Regular team meetings, feedback mechanisms, and 

supervisor communication training are advised to 

create a more cohesive and responsive work culture. 

Safety and workplace environment also 

play a critical role. Inadequate safety equipment or 

uncomfortable workstations negatively affect 

employee output. KNPL must ensure compliance 

with safety standards and provide ergonomic 

infrastructure. 
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Lastly, job insecurity remains a concern. 

Contractual workers often feel excluded and 

uncertain about their future. To retain high-

performing workers and reduce turnover, KNPL can 

consider creating a pathway for converting selected 

contractual workers to permanent or extended 

contract roles based on performance. 

In conclusion, this study recommends that 

KNPL adopt a more inclusive, structured, and 

supportive approach toward its contractual 

workforce. By addressing training gaps, boosting 

motivation, improving communication, and offering 

job clarity, the organization can achieve higher 

productivity and long-term operational efficiency. 
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