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Executive Summary 

The Government of Punjab adopted contract employment as a human resource policy for the education 
and health sectors in 1997, although implementation remained limited to certain types of positions. 
Subsequently, the Government of Punjab launched the Contract Appointment Policy (CAP) in 2004 
which was based on the experiences of several preceding years. This was essentially an enabling 
document which authorized departments to recruit individuals on fixed term contracts. It removed various 
anomalies in the interpretation of rules and recruitment mechanisms. The primary objective was of this 
approach was to ensure government employment flexibility towards the labor markets in these sectors. 

Employment under the Government of Punjab can be broadly divided into three categories: (i) civil 
servants under the Government of Punjab Civil Servants Act 1973; (ii) government employees mostly in 
autonomous bodies, recruited under the legal authority of individual statutes for specific public sector 
organizations; and, (iii) contract employees recruited under fixed term contracts for various government 
organizations. In 2008, the GOP carried out a review of CAP implementation through the Working Group 
on Human Resource Policies. The group underscored the need for a detailed evaluation of the CAP 
implementation and incorporation of revised policy guidelines.   

In the backdrop of the need to carry out a detailed assessment of the CAP, a study was carried out from 
March to August 2009, with the objective to gather data on contract employment and formulate analysis 
of the policy implementation to guide preparation of a revised contract employment policy. The study 
aimed to look at the scope and extent of CAP implementation and changes it brought about in the 
working of the departments. A specially designed survey instrument was created to capture experiences 
and perception of the contract employees. The departmental databases for the education and health 
departments were also accessed for relevant information on contract employment in these sectors. 
Interviews and focus group discussions with stakeholders in important areas of implementation provided 
a wealth of information. Despite these efforts, there were limitations due to non maintenance of record 
and the absence of central data repositories for the contract employees. The report presents the assessment 
and analysis using these data and information.  

The CAP was developed in 2004 to strengthen management at different departmental levels by 
simplifying contractual relationships and accountability mechanisms. It was meant to reduce 
administrative burden of postings and transfers of regular employees and circumvent pension liabilities 
for the government. With progressively deteriorating service delivery indicators, widespread violations of 
discipline and creaking management structures in case of regular employees, CAP was initiated with the 
intention to keep employees away from protections availed by regular employees. Both health and 
education sectors were plagued with high number of postings and transfers without administrative 
compulsions. This was undermining any possibility of development of an effective management structure. 
Pension liabilities had increased from Rs 1.739 billion in 1991 to circa Rs 9.735 billion in 2005. This was 
a formidable challenge and the government envisaged that appointment of contractual employees on fixed 
terms could assuage some of the future pension liabilities.  
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Scope of implementation  

Recruitment under CAP provisions has risen substantially since 2004. In the last two fiscal years the 
numbers of fixed term contract employees has risen from 96,408 in 2008 to 107,529 in 2009. The contract 
employees are present in almost all sectors, but the largest share is provided by the education and health 
sectors, where there were 67,165(comprising 62.46 percent of the total) and 15,174 (14.11 percent of the 
total) fixed term employees at the end of June 2009 respectively. Different departments have used 
provisions of CAP for recruiting individuals, where they have substituted regular employment. At the end 
of June 2009, there were 26,301 contract employees at the provincial level while 81,498 were working at 
the district levels. At the district levels again the education (employing 60,748 which comprised 74.54 
percent of the total district level employment in the sector) and health sector (it employed 13,121 people 
comprising 16.10 percent of district level employees in health) employed a major chunk of the contractual 
employees. 

A larger share of the contract employees is provided by recruitment in junior level appointments. At the 
end of June 2009, 95.12 percent of the individuals employed on fixed term contracts were working in or 
below pay scale 17. Out of these 37.79 percent were working on or below pay scale 7. Another major 
share of 31.9 percent were placed in pay scale 9, which comprised of individuals hired as teachers or 
educators. In the education sector, contract employment in pay scales 7, 9 and 16 was done for 
elementary school educators ( that replaced the earlier PTC cadre), senior elementary school educator and 
senior school educator (that replaced secondary school teacher) respectively. These three types of contract 
teachers comprised the largest share of contract employment in the province. In fact, since 2003, 
employment in regular scales was stopped and substituted by hiring of educators in these scales. For 
schools, teachers were hired on fixed term contract for elementary and high school teaching positions. 
Their number has increased progressively and was 48,730 (16.26 percent) by the end of June 2008. 

In the health department, contract employment was used to fill up various teaching positions. By early 
2009, this was the preferred mode of recruitment for senior registrars (28 percent were hired on fixed term 
contracts), assistant professors (52 percent on fixed term contracts), associate professors (21 percent on 
contract) and professors (11 percent were employed on contract). Similarly junior doctors and 
paramedical staff were also hired on fixed term contracts in rural health facilities and hospitals. By the 
end of 2009, against 1608 sanctioned posts for MO/WMOs in the BHUs, 1229 were employed on fixed 
term contract (75.9 percent). Contract employment was also extended to other health sector staff 
especially in the nursing sector, which was classically occupied by regular employees of the health 
department. The number of nurses employed on fixed term contracts almost doubled from 34.81 percent 
of the total sanctioned positions in 2006 to 65.7 percent in 2009. Likewise, LHVs were recruited on fixed 
term contracts at the RHCs (almost 98 percent of LHVs are on fixed term contracts).  

In the education department, contract employment had become the preferred mode of employment in a 
switch from regular mode as early as 2002. In colleges, contract employment predates CAP. This was 
further endorsed by CAP in 2004. This trend has been growing steadily over the years. By the end of 
2005, 46.3 percent of the total number of lecturers in 2002 were employed on contract. Likewise, by the 
end of 2009, the total number of contract lecturers was 78.34 percent of the contract lecturers in 2002.  
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Implementation mechanisms 

CAP intended to change an established mode of hiring government employees. Generally, the 
departments had very little or no experience with large scale fixed term contract employment. The 
management systems were tailored to manage regular government employees. Rules pertaining to 
recruitment, leave, discipline and other matters catered to the management requirements of regular 
government employees. A new dimension of hiring contract employees brought in a need for information, 
procedures, record keeping and management. Prior to CAP, the civil service was risk averse to implement 
this policy. Managers were reluctant to take decisions because of the fear of going wrong. The CAP 
implementation mechanism given in the policy, attempted to address this issue. It was designed to allow 
departments implement the policy provisions without any hindrance.  

The first implementation mechanism was the Contract Appointment Regulations Committee (CARC) 
which removed procedural hurdles in the way of implementation. The policy laid down contract mode to 
be a preferred choice which was a break from the past. CARC was mandated to evaluate cases in each 
sector and recommend if these were to be on contract or regular basis. CARC ensured that standard 
service rules did not work as hindrance to contract employment. The departments were asked to bring 
proposals for amendments to existing rules if the service rules were incongruent or if they had not earlier 
been formulated for a cadre.  Provisions were also incorporated for departments who wanted to recruit 
individuals on contract outside the basic pay scale scheme. The CARC in general, supported the 
departments in their endeavors for seeking approvals to smoothen out procedural issues in fixed term 
contract hiring. 

The contract employment policy made an innovative departure from the established practice of managing 
government employment.  The overriding clauses of CAP 2004 allowed departments to tailor their 
existing rules to accommodate contract employment in their sector of responsibility. This cleared the 
thicket of rules and made implementing CAP possible. But, it was still not without inherent weaknesses. 
Evolution of rules remained patchy. Where it was a strong and appropriately designed instrument for 
ushering in change and removing hurdles, it could not serve as a mechanism for institutionalization of 
contract appointment in the departments.  

According to the recruitment policy of the CAP 2004, two types of selection committees were notified to 
make recommendations for positions at the provincial and district levels which were out of the purview of 
the Punjab Public Service Commission.  The S&GAD membership was included in the committees to 
insure transparency and make sure policy dictums were being followed. At the district level, the DCO or 
his representative were nominated to play the same role as the S&GAD. Inspite of the claim that the 
recruitment was essentially in strict adherence of the rules, there are no mechanisms for ex post 
evaluation. Generally a scoring criteria approach was adopted, but this approach did not allow recruitment 
committee make choices on the basis of any additional information about the candidate.  

Contract employee performance evaluation was organized to be a separate system than the departmental 
methods. Unlike the annual confidential reports for regular employees, the CAP included a performance 
evaluation form. Assessment was essentially carried out in comparison with other employees having 
similar assignments. In practice, it was revealed that performance evaluation was not given much 
importance. Even if filled out, the record was not properly maintained or readily accessible for contract 
extension decisions. Decisions to fire individuals on account of unsatisfactory performance were made on 
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the basis of individual reports of the supervisory officers. Contract extension was generally based on the 
notion that all those retained till such time were performing satisfactorily and therefore could be given an 
extension. The performance evaluation system was a lost opportunity to institute tangible performance 
evaluation and was tilted towards efficiency and less towards assignment based assessment. The absence 
of detailed instructions on record keeping and use of performance decisions for career decisions 
undermined the importance for the departments. As a result there is little information on the performance 
of contract employees in service delivery units. Moreover, the fact that contract employment under the 
CAP was not seen to offer a career path to employees   also diminished the importance of performance 
evaluation. CAP envisaged periodic contract renewal would be institutionalized and would be carried out 
with due diligence using performance records. Departments were expected to develop their own systems 
for record keeping and use those for contract renewal decisions. The extent of using performance 
evaluation for contract renewal varies with departments and fields formations. The large scale 
regularization of doctors in the health department was carried out under a central decision implicitly using 
performance evaluation. Nevertheless, no efforts were made during the CAP implementation to redraw 
performance evaluation system and make it more meaningful for contract renewal decisions. 

In most cases the contract employees were offered salaries compared to regular employees with an 
additional 30% as they were not entitled to pensionary benefits. This was used as a market signal to 
attract employees willing to serve on fixed term contracts. The salary payments were well integrated into 
the budgetary and accounting systems. Long term career incentives for contract employees were unclear 
and the policy generally allowed 3 to 5 year contracts. The policy did not explicitly spell out a career 
path, but included provisions for departments to initiate review and amendments to service rules. This 
created provisions for fresh appointments in senior positions where earlier these were to be filled 
exclusively through promotion from existing cadre positions.  

Impact of CAP on the Public Sector  

CAP as a fiscal option. One of the main objectives of the CAP document was to reduce future pension 
liabilities for the government. But this policy initiative was only a short term measure without considering 
the welfare role of the government. The measure to substitute pension provision with 30% increase in 
salary for contract employees was an intertemporal substitution of expenditures which created a short 
term liability on the future budget. Moreover, as the salaries of civil servants are low as compared to the 
market this incentive would only amount to correction of a market signal. It was envisaged that the 30 
percent increase in the salary for a contract occupied person would subsume all the allowances admissible 
for the position. This helped to obviate the need for additional payments through a number of other 
allowances.  

Efficiency gains. An implicit objective of the CAP was to enhance productivity of government services 
and produce efficiency gains. The inherent flexibility helps to match the input requirements with duration 
of the contracts. Moreover, due to the progressively changing requirements of the public sector it was 
easier to hire people from the general labor market by matching job requirements instead of resorting to 
the internal civil service pool. It also helped to lay off redundant skills at the expiry of the contract. The 
managers could also have the flexibility to hire according to individual position requirements.  
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In spite of these obvious gains, the general perception is that the CAP policy did not lead to these gains. A 
number of criticisms were made in the report by the Working Group on Human Resource Policies. This 
study evaluated major issues identified in the report.  

Analysis of the available data showed that the number of vacancies actually declined with the 
implementation of CAP. In the health sector, the number of vacancies declined for all categories of 
doctors. Likewise, the number of vacancies for the paramedic staff also declined progressively. This can 
be attributed to a general increase in pay packages to match the market demand for wages for such 
expertise. The C&W department was also able to hire professionals on fixed term contracts. 

A common concern in the departments is that qualified individuals do not stay for very long if they are 
hired on fixed term contract due to the uncertainty of long term prospects. Data available for both the 
health and education departments could not clearly calculate the turnover in various categories of contract 
employees. Exit events from the departments were not systematically recorded in health and education 
creating an impediment for calculating turnover. Moreover evidence from the school sector in turnover 
shows that this is not a destabilizing issue. The schools data shows that the turnover may be as low as 2 to 
3 percent of the total positions in the ESE   

It was also argued that contract employees are less motivated due to absence of any long term incentives 
in the career. But the results of the survey showed that the problem of absenteeism was addressed by 
appointing contract employees. There were also fewer disciplinary cases reported in case of contract 
employees. In fact the data gathered in the survey suggests that contract employees are much more 
amenable to discipline than the regular government servants.  

CAP envisaged placing more discretion in the hands of the managers. This had an important objective to 
loosen up rigid human resource management system. The powers to hire and fire employees on contract 
provided a lot of discretion to the managers.  This potential remained largely untapped due to certain 
administrative reasons (prevent nepotism and partisan discretion). In most case, the centralization of 
hiring decisions undermined the potential of exercising managerial discretion.  

Overall Assessment and Recommendations 

Major Successes. CAP implementation increased the number of fixed contract employees in the 
government significantly resulting in 23.61 percent of primary teachers, 13.6 percent secondary teachers 
and 18.83 percent of higher level teachers on fixed term contracts by June 2009. In the health sector, by 
the same data 44.1 percent of MOs, 57 percent of WMOs and 59 percent of Dental Surgeons in RHCs and 
76 of MOs and WMOs in BHUs were on fixed term contracts. This shows that the main objective of CAP 
was met and as a policy instrument it was successful in achieving the shift from regular government 
employment to fixed term contracts in five years. It allowed a readily feasible option to departments to 
recruit individuals into government employment offering fixed term contracts and simple mode of 
recruitment decreasing the time to recruitment from the lengthy process of PPSC to effectively a 12 
weeks timeline.  

Due to its legal nature, CAP created a simplified basis for contractual relationship between government 
and an employee. This contractual relationship was clear and based on clear performance and was output 
oriented. Unlike the regular civil servants, the contractual relationship did not run into implicit guarantees 
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of employment with government rendering discipline and accountability ineffectual. Implementation 
mechanisms worked satisfactorily. Efficiency gains were made. Unlike the regular mode there is no 
compulsion for the government to retain individuals on the payrolls if the skills is no more required. The 
changeability of skill mix in the public sector is much higher compared to regular employment. 
Absenteeism and discipline improved. Simultaneous to CAP implementation, there was a strong trend of 
declining vacancies in different positions in education and health. The contract mode of employment was 
a contributory factor to this outcome even if not the only one.  

The effects on service delivery are weakly positive in elementary education. In some cases it can be 
concluded that at least there is no adverse effect on service delivery in education, health and other sectors. 
Access to and outreach of government programs in many sectors improved as a result of allowing contract 
employment to the departments. Sufficient data are not available to analyze the effects on quality of 
service. The beneficiary interviews and meetings with field managers, that were admittedly few and non 
representative, showed a high rate of satisfactory performance by contract employees.  

The nature of the contractual relationship in government employment changed where fixed term contracts 
were instituted. The contract employees were less certain of retention and placed a higher value on 
performance in the post due to the nature of the contract. This meant that there performance toward 
organizational objectives was higher.  

Important Failures. CAP implementation centralized recruitment decisions curtailing field managers’ 
discretion. This sometime led to delays in filling up of vacancies. It also did not allow managers to use the 
newly available mode of recruitment as a readily available solution to human resource shortfalls in the 
facilities in their area of responsibility. Performance evaluation did not evolve tangible performance 
evaluation indicators creating a source of motivation for the contract employees. 

Long term career signals were unclear. In education, health and other departments where the departments 
were interested in retaining contract employees over longer term, no career path options were delineated. 
Contract employees did not get benefits similar to regular employees. Leave rules, pension, contributory 
pension and appeals discriminated contract employees from regular employees contributing to their 
dissatisfaction.  

Remaining Issues for Policy Consideration. There are certain issues that do not fall in either category 
but remain important considerations for policy consideration. Whether fixed term contracts create 
insecurity to the extent that individuals are demotivated and do not perform. If other incentives including 
periodic opportunities of training, professional development and selection for senior positions is on the 
offer, motivation should be quite high. Therefore there is a need to demystify the demotivation issue. 
Contract employees should be motivated through incentives instead of regular employment. These 
incentives should be clearly laid out and implemented through an efficient management. Employee 
motivation should be given attention but not necessarily through the narrow compulsion of regularization. 
A system of linked contracts will provide longer term incentives also. These measures when combined 
will optimize the quality and performance of human resource in the public sector.  

The demand for regularization should be analyzed to inform government decision making. If the contract 
employees in certain sectors are discriminated in terms of leave rules and other benefits, these anamolies 
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should be removed. At the same time, fixed term contracts should be brought into a framework of rule-
based management. This will reduce the uncertainty of contract renewal and continuance of contract.  

Recommendations   

Fixed term contracts have proved to be a useful mechanism for the government. The following 
recommendations are being made from improvements in contract employment:  

Contract employment should be continued with modifications in the policy, addressing the weaknesses 
and building on strengths as manifested in the experience so far. For this purpose, a revised contract 
employment policy with binding implementation guidelines should be adopted. Fixed term contracts 
should be adopted for all the positions for which the skill requirements are likely to change over short to 
medium term, for which tangible outputs are required that can be measured and assessed, for which the 
labor market is well developed and close substitutes are available or for which it is difficult or inefficient 
to fill through regular employment.  

In order to procure more gains from contract employment, manager discretion in writing TORs, designing 
tasks, laying out performance indicators and recruitment decisions should be enhanced. This should be 
supported by ex post reviews and accountability of decisions. Contract employees should be treated in 
light of the labor standards adopted by the government and wherever feasible their status should be 
similar to regular employees. This should be especially so in case of provisions for leave, contributory 
pension, disciplinary processes and career prospects.  

Contract employment, in cases where it is so desirable, should lay out longer term career prospects 
through linked fixed term contracts. In cases where only short term requirements are to be fulfilled this 
will not apply. A merit based system of recruitment to higher positions should be laid out which places 
substantial weight on experience in the linked lower positions. Recruitment should be merit based and 
decentralized, allowing managers to take timely action especially when vacant positions affect service 
delivery. In such situations the practice of prior approvals for filling in vacancies should be discontinued. 
Manager level decisions should be allowed to allow maximum gains from contract employment.  

Disciplinary procedures should be kept simple. Contract employment is a workable mechanism for 
enshrining performance accountability in the public sector. Tangible measures and clearer norms should 
be adopted to ensure that both sides of the contract have clearer understanding of the accountability 
requirements. At the same time a system of one appeal should be brought in to strengthen fair play in 
disciplinary cases. Performance evaluation system should be developed. As much as possible tangible 
performance evaluation indicators should be used to assess employee performance. A system of record 
keeping should be developed that allows access to accumulated performance records for managerial 
decision making.  

Contract renewal should not be automatic and should be linked with performance evaluation. For this 
purpose, performance records should be kept in forms that are readily accessible for contract renewal 
decisions. The salaries should be reviewed and brought in line with market conditions.  



1 
 

 

I. Introduction and Methodology   

The report is based on an evaluation study of the Contract Appointment Policy (CAP) of 
the Government of Punjab. The study was carried out from March to July 2009. The 
objective of the study was gather data on contract employment and formulate analysis of 
the policy implementation to guide preparation of a revised contract employment policy.  

The study was carried out employing a number of instruments. Most of these were 
needed to generate data that were non-existent making any evaluation of the policy 
significantly arduous. The study aimed to look at the scope and extent of CAP 
implementation and the changes that it brought in the working of the departments. For 
this purpose the team endeavored to generate data from government’s electronic and 
manual record systems. The report includes presentation of data that remained invisible 
up until this time. Another dimension of the study created qualitative information on CAP 
implementation relying on interviews with managers, public sector employee 
associations, employees and other stakeholders. A large number of useful insights were 
gained from these interviews. A specially designed survey instrument was created to 
capture the experiences and perceptions of contract employees. The instrument was 
administered to contract employees working in education and health sectors and added a 
great deal of information to the databases on contract employment. Health and education 
department databases were also accessed for relevant information on contract 
employment in these sectors. In the health sector the state of data collection was such that 
only some useful statistics could be gathered. On the other hand the education sector 
schools data were provided for the study and have been used to analyze the impact of 
contract employment of departmental management and service delivery. The higher 
education sector data, available in electronic form, were not provided despite numerous 
requests.  

Despite these efforts all the data that were required for analyzing implementation of CAP 
could not be generated. In most cases, the department records were not maintained in a 
form that the required data could be obtained from them. For instance, except for school 
education, it was not possible to calculate turnover ratios for any category of contract 
employees. The absence of central data repositories on the number of contract employees 
joining or leaving also presented a constraint.  

The efforts made during the study, in spite of the above mentioned constraints, have 
yielded in a wealth of data on contract employment in Punjab. These data have been used 
to carry out an evidence-based evaluation of contract employment in the province. The 
results, having varying degrees of validity, are presented in the following sections of the 
report. In each case, the limitations where they apply, have been spelt out.  
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II. CAP Background 

Employment under the Government of Punjab can be broadly divided into three kinds: 
(a) civil servants that are recruited and managed under the legal framework created by the 
Government of Punjab Civil Servants Act 1973. Detailed rules and regulations exist for 
their recruitment, promotion, discipline, leave, retirement and other matters relating to 
career management; (b) government employees that are recruited and managed under the 
legal authority of individual statutes legislated for the creation of specific public sector 
organizations. Mostly it is the autonomous bodies that fall in this category; (c) contract 
employees that have been recruited on fixed term contracts from time to time to fill in 
different skill requirements in government organizations. Although all individuals in 
these categories have some kind of a contract with the government that regulates their 
relationship, the term ‘contract employment’ is used specifically for fixed term contracts 
namely the employees falling in the third kind. Again under this kind of employment 
there are employees recruited for terms up to several years, few weeks or those defined as 
daily wages. Contract employment is generally used to identify the first of these types. 
Consultants hired under the second type of contract, seen as a separate category of work 
and those only on daily wages, like road work gangs, are also not included in contract 
employment in the discussion contained in this report. For the purpose of this report, in 
contradistinction to the contract employees, the first two categories of employees are 
being referred to as regular employees.  

In 1997, the scope of contract employment was enhanced and it was adopted as a human 
resource policy option in an organized fashion in health and education departments. The 
adoption of the policy option was a manifestation of the attempts to bring in more 
flexibility to human resource management in these two sectors, including approval of 
provisions for higher salaries and special recruitment methods.  Later in 2004, based on 
the cumulative experience of several preceding years, the government announced its 
Contract Appointment Policy 2004 (CAP). It was developed as an enabling document 
that authorized departments and government agencies to recruit individuals on fixed term 
contracts. It cleared any hurdles that interpretation of rules could possibly create in the 
way of this mode of recruitment. Under the CAP, a large number of employees were 
recruited on fixed term contracts in different sectors. In 2008 the government carried out 
a preliminary stocktaking of the policy implementation. The results of the stocktaking 
were reported in the form of a report produced by the Working Group on Human 
Resource Policies. The report indicated the need for a detailed evaluation of CAP 
implementation and deduction of lessons to inform revisions being contemplated in the 
policy document itself. The current study is a sequential step comprising of a detailed 
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assessment of CAP implementation to bring out experiential lessons to inform 
government decision making.  

The study was launched in March 2009. Several cases studies and surveys have been 
carried out to collect data and feed into the analysis. Government databases have also 
been used to sift out data that are relevant to studying the impact of policy 
implementation. Key informant interviews, focus group discussions with important 
stakeholders and detailed assessment of important areas of implementation provided the 
remaining information. 

The report presents an assessment of CAP and cites data and information where needed. 
It is structured into four parts. To address the TORs, a draft Contract Employment Policy 
has also been prepared and attached at Annex I.  

 

III. CAP Objectives 

CAP 2004 was developed with the following objectives, that were explicitly spelt out or 
implicitly influenced policy formulation.  

1. To strengthen management at different departmental levels by simplifying 
contractual relationships and accountability mechanisms; 

2. To minimize management overload and reduce the administrative burden of 
transfers and postings of regular employees; and 

3. To reduce the long term pension liabilities of the government.  

In pursuit of the first two objectives, CAP clearly stated that the status of the contract 
employees was to be different from civil servants. This important distinction between 
contract employees and regular employees was made to keep them away from the 
protections availed by the regular employees under the civil service laws, codes and 
rules. Over time, as the CAP stated, it had become cumbersome to hold regular 
employees to account for their performance or proceed against them even when there 
were clear violations of the basic codes. It would be useful to state that CAP was brought 
in in the background of progressively deteriorating service delivery indicators, 
widespread violations of discipline, creaking management structures and plummeting 
confidence in the public sector.  

Both in health and education sectors, posting and transfers were a major phenomenon 
occupying the office hours of middle and senior management. The high number of 
postings and transfers were not carried out of the necessity of management decisions. A 
combination of local issues, employee ambitions and pursuit of ease and better prospects 
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outside of the normal career progression, political patronage and weak management 
structures combinedly result in a large number of regular employees seeking choice 
postings and bringing pressure to bear upon the management for this purpose. Over time 
different solutions had been tried to reduce the number to transfers and allow stability of 
tenures. But they had not worked. The CAP addressed this major issue bearing down on 
education and health departmental managements directly.  

The CAP cited that the budget estimates of the annual pension liability had increased 
from Rs.1,739 million in 1991 to Rs.9,735 million in 2005 (in nominal terms). This was 
used as an indicator of the increasing pension liability in need of reform. The size of the 
pension liability was not analyzed with reference to the growth in provincial expenditure 
and revenue over the time period nor in terms of the expansion in the public sector. But it 
was clear that as an objective the government wanted to pursue reduction in public sector 
pension liability through bringing in fixed term contracts with no provision for pension of 
any kind. No analysis or discussion of government’s social security plans or policies 
accompanied the CAP to provide a context to this objective.  

 

IV. International Experience  

Fixed term contracts have been brought in to garner efficiency gains in a large number of 
countries. In most of the countries the practice of hiring fixed term contractual employees 
started in the 1980’s. For many of the countries, the initiatives were limited to a few 
sectors and differed in extent and scope according to various contextual factors. The 
scope and methodology of employing fixed term contract employees were heavily 
influenced by different political, economic and social contexts. In many of the countries 
like Singapore and Malaysia, such reform endeavors were in line with the existing 
political vision while in most of the African and Latin American countries, it was more 
due to international demands especially in the education and health sectors. Countries 
having a centralized and hierarchical administrative system, supported by a strong public 
sector, had reservations in hiring people on contractual assignments as the practice was 
considered infringing on their own career prospects. The fixed term contract policies did 
not always meet success unless they were supported by the political leadership. In 
keeping with the principle of meritocracy, a central tenet of good governance, a lot of 
underdeveloped countries in Africa and Asia who successfully undertook such initiatives 
created a culture of efficiency and effectiveness. Lack of in service trainings, absence of 
career development prospects, and lower remuneration levels were the major 
impediments to successful implementation of fixed term contract strategies. 

Fixed term contracts have essentially been used to increase access to remote rural areas 
where regular employees are disinclined to serve, provide schooling and healthcare in 
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post-conflict areas where these services are not available, serve ethnic minority 
populations in which local volunteers can communicate with pupils and parents through 
local languages, provide assistance to regular employees, a source of employment for 
educated youth, and offer a cost-saving means to rapidly expand access to education and 
primary health care. 

According to some of the international experience in education, contract teachers 
improved access to education, particularly for hard to reach areas. In Niger, enrolments 
increased from 38 percent in 2002 to 51 percent in 2005 after the government recruited 
fixed term contract teachers. Similar initiatives in China, India, Bangladesh, Cambodia 
and Nicaragua have played a pivotal role in increasing access to education. Hiring of 
educators on fixed term contracts have also been used to ensure equity in societies that 
have distinct differences in socio-economic conditions. Countries with social 
stratification like India and Cambodia have used teachers employed on fixed term 
contracts to improve access to education for the underprivileged.  

In studies focusing on Africa, fixed term contracts enabled governments to hire locals 
who were instrumental in imparting education in the far flung areas. The evidence of 
impact of hiring contract teachers in improving quality of education has remained 
inconclusive. Studies conducted in West Africa remained inconclusive in distinguishing 
between pupils taught by the two modes. In some of the reports, a factor attributed to the 
lackluster performance towards quality improvement is the lack of motivation and 
incentives. Contract employees generally tend to be lower paid as compared to their 
permanent counterparts. Secondly, they tend to acquire less training, experience and have 
fewer prospects of career development and thereby fail to build up their human capital to 
aid future employability. The World Bank conducted a national absence survey in 2003 
comprising seven countries (India, Indonesia, Peru, Ecuador Bangladesh, Ethiopia and 
Uganda). Their findings suggested that absenteeism rates were  higher  for teachers on 
fixed term contracts in Peru, Indonesia and Ecuador, while in case of India, absence rates 
for both the categories were almost identical.  

Access to primary health care has remained limited in the underdeveloped countries. 
Health sector reform has attracted a broad constituency worldwide. Despite different 
levels of income, institutional structures, and historical experience, many countries are 
struggling to develop promising health sector reform strategies. Due to these multifarious 
reasons, the factors bringing countries to consider reform vary. They include rapidly 
changing demographic conditions, economic challenges, and political transformations. 
There have been varied experiences on how to identify and choose strategies, and how to 
implement and evaluate the results. 
 
Many low and middle income countries have decentralized their public health services in 
an effort to improve their equity, efficiency and effectiveness. Because of international 
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efforts especially by the WHO and the international donor agencies, there has been a 
wave of health sector reforms around the world which commonly include the 
decentralization of public health services. Important achievements of health care in 
developing nations during the preceding years included the movement towards universal 
childhood immunization, and eradication of contagious diseases like polio and 
tuberculosis. Moreover, there was also increased recognition of new challenges in 
reproductive health, and HIV/AIDS. In Africa, many of these efforts have been 
spearheaded by employing contract employees to reach the far flung areas and provide 
necessary medication. Papua New Guinea has implemented a particularly radical 
decentralization of public health services by hiring fixed term contract employees in 
place on permanent positions which improved health care delivery and quality. In 
Colombia and Chile, decentralization resulted in the appointment of fixed term contract 
doctors to far flung areas on higher salary packages and incentives for permanent 
placement to bigger hospitals in major cities.   
 
In 1992, Indonesia enacted a zero-growth policy to stem the expansion of the civil 
service. For the health sector, this policy implied a major change in the incentives for 
deploying staff. Newly graduated physicians were no longer guaranteed a civil-service 
post. Facing demands to staff a large network of primary-level facilities, the Ministry of 
Health developed contracting programs that circumvented the hiring restrictions and 
directly allocated physicians to health centers. Under the contracting program, new 
graduates were obligated to serve three years at a primary-level public facility before 
being eligible to obtain a practice license—similar to the previous hiring system. 
However, the Ministry of Health offered financial incentives to work in remote regions 
rather than shorter periods of compulsory service.  
 

V. Coverage of Contract Employment  

Recruitment under CAP has taken place at both the provincial and local levels. Since 
2004, the number of contract employees has risen from being a small fraction of the total 
government employment to having become its significant share. The data for all these 
years were not available. In the last two fiscal years, the numbers rose from a total of 
96,408 contract employees at the end of June 2008 to 107,529 at the end of June 2009. In 
other words, contract employees have increased from 9.4 percent of the civil service 
positions1 to filling up … percent of total sanctioned establishment of the government in 
2009.  

The following table shows a distribution of contract employees across pay scales and 
levels of government in the province. 
                                                            
1 Calculated using the sanctioned positions reported in the budget documents for 2007-2008.  
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Table 1  Contract Employees By Pay Scale 

2008*  2009* 

BPS District Provincial Total District Provincial Total 

Fixed**              3,431               1,004                4,435 
1          7,223               3,036        10,259           7,213               3,606              10,819 
02          8,892               5,986        14,878           9,289               6,344              15,633 
03             172                  236             408              194                  247                   441 
04             593                  449          1,042              716                  557                1,273 
05          1,046               2,123          3,169           1,100               2,208                3,308 
06          1,881                  698          2,579           1,989                  687                2,676 
07          1,507               3,001          4,508           1,619               3,622                5,241 
08             502                  125             627              582                  127                   709 
09        30,504                  247        30,751         32,582                  305              32,887 
10               22                    14               36                17                    19                     36 
11             414                  887          1,301              506               1,256                1,762 
12             647                  671          1,318              693                  716                1,409 
13               54                    22               76                57                    21                     78 
14          9,655                  451        10,106         10,061                  492              10,553 
15             209                    55             264              264                    51                   315 
16          6,310                  940          7,250           6,993                  937                7,930 
16 N                   63                    12                     75 
17          4,084               3,014          7,098           3,636               3,508                7,144 
18             457                  258             715              489                  296                   785 
19                 3                    10               13                  3                    12                     15 
20                 1                      5                 6                  1                      4                       5 
21                      3                 3    
22                       1                 1       

Total         74,176             22,232        96,408         81,498             26,031            107,529 
Source: 
Provincial Accounts, Finance Department, Government of Punjab. 
Notes: 
*   The data for each year were retrieved for the end of the fiscal year.  
** The salaries for these positions were fixed without reference to basic pay scales.  
 

It is important to see that contract employment as a mode of inducting new skills into 
their existing departmental repertoires have been used varyingly by different 
departments. The largest number of contract employees on June 30, 2009 was employed 
in the education sector and they are concentrated in a few pay scales.  

The policy laid down that in general recruitments to the government will be on the 
contract mode, substituting regular employment. This was an important break with the 
past. Earlier contract employment policies were piece meal and authorized contract 
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employment in a few cases. In some cases they adopted contract employment for a sector. 
But the preferred mode in general remained recruitment of individuals as regular 
employees.  

Contract employees are present in almost all sectors. Different departments have used the 
provisions of CAP for recruiting individuals into the public sector. Education, health and 
development management are the three largest employers of contract employees in the 
government. At the end of June 2009, there were 107,529 contract employees working in 
different departments. Out of these 67,165 were employed in education (62.46 percent of 
the total), 15,174 in health (14.11 percent) and 5,835 in development management (5.43 
percent). The three top employers were followed by 5,468 contract employees in general 
administration (5.09 percent of the total), 2,824 in agriculture (2.63 percent), 1,505 in 
police (1.4 percent), 1,446 in communication, 1,418 in livestock and dairy development 
(1.32 percent) and 1,071 in irrigation (1.00 percent). Other departments that have 
employed individuals on fixed term contracts include Board of Revenue, Excise and 
Taxation, Forestry, Public Health Engineering, Fisheries, Cooperatives, Industries, 
Housing and Physical Planning. Individuals were also employed on fixed term contracts 
in administration of justice and miscellaneous other departments (see Figure A for 
details). 

Contract employees are working in both the central secretariat offices and field 
formations in different sectors. At the provincial level, at the end of June 2009 there were 
26,301 contract employees. They work in the departmental headquarters as well as 
attached departments. The largest number was in education. The sector employed 6,417 
(24.65 of the total provincial level contract employees). The second largest number 
worked in development management with 4,744 (18.22 percent). Other departments with 
a large number of contract employees were general administration with 4,065 (15.62 
percent), health with 2,053 (7.89 percent), agriculture with 1,607 (6.17 percent), police 
with 1,505 (5.78 percent) and irrigation with 1,071 (4.11 percent). Another 4,569 were 
working in other departments at the provincial level (see Figure B for details).  

At the district level most of the contract employment is concentrated in a few sectors. A 
total of 81,498 contract employees work in the departments at the district level. A total of 
97 percent of these employees work in education, health, general administration, 
agriculture, livestock and development management with the first two comprising almost 
90 percent of all contract employees in the districts. The important departments in the 
descending order with their contract employees at the end of June 2009 were: education 
had 60,748 (74.54 of the total district level contract employees), health 13,121 (16.10 
percent), general administration 1,403 (1.72 percent), agriculture (1.49 percent), 
communication and civil works 1,178 (1.45 percent) development management 1,091 
(1.34 percent) and livestock and dairy development had 1,034 (1.27 percent). Another 
1,706 contract employees were present in other departments (see Figure C for details).  
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Figure A Coverage of CAP in 2009 
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Figure B Coverage of CAP in 2009 (Provincial Departments) 
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Figure C Coverage of CAP in 2009 (District level) 
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The table below shows the distribution of contract employees across pay scales over the 
last two fiscal years.  

Table 2 Distribution of Contract Employees over Pay Scales 

BPS  District   Provincial   Total  District Provincial Total 
Fixed              3,431                1,004                4,435  
1          7,223               3,036         10,259            7,213                3,606              10,819  
02          8,892               5,986         14,878            9,289                6,344              15,633  
03             172                  236              408               194                   247                   441  
04             593                  449           1,042               716                   557                1,273  
05          1,046               2,123           3,169            1,100                2,208                3,308  
06          1,881                  698           2,579            1,989                   687                2,676  
07          1,507               3,001           4,508            1,619                3,622                5,241  
08             502                  125              627               582                   127                   709  
09        30,504                  247         30,751          32,582                   305              32,887  
10               22                    14                36                 17                     19                     36  
11             414                  887           1,301               506                1,256                1,762  
12             647                  671           1,318               693                   716                1,409  
13               54                    22                76                 57                     21                     78  
14          9,655                  451         10,106          10,061                   492              10,553  
15             209                    55              264               264                     51                   315  
16          6,310                  940           7,250            6,993                   937                7,930  
16 N                   63                     12                     75  
17          4,084               3,014           7,098            3,636                3,508                7,144  
18             457                  258              715               489                   296                   785  
19                 3                    10                13                   3                     12                     15  
20                 1                      5                  6                   1                       4                       5  
21                      3                  3     
22                       1                  1        

Total         74,176             22,232         96,408          81,498              26,031            107,529  
 

A cursory glance at the table shows that contract employment was mostly used for junior 
level appointments. A total of 99.32 percent of total contract employees at the end of 
June 2008 were placed in or below pay scale 17. The percentage for contract employment 
in the same combination of pay scales at the end of fiscal year 2009 was 95.12 of the total 
contract employees. It shows that most of the contract employment is concentrated in a 
few pay scales. These are further concentrated at the junior levels of government 
employment. A total of 37.79 percent of contract employees were hired in positions 
placed below or in pay scale 7. Almost all of these are support staff or junior technical 
positions. Another major share of 31.9 percent is placed in basic pay scale 9. Almost all 
of these are school teachers or educators hired under the contract employment policy. 
More than 95 percent of the contract employees are in basic scale 17 or below. Over the 
years, implementation of CAP did not rise to include positions placed in the higher pay 
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scales except in education and health sectors. For detailed numbers in each pay scale see 
the table below:  

Table 3 Concentration of Contract Employment in Junior Pay Scales* 

BPS Districts Provincial Total 

Percent of total 
Contract Employment 

(CE) 
1         7,223          3,036       10,259  10.64
2         8,892          5,986       14,878  15.43
4            593             449          1,042  1.08
5         1,046          2,123          3,169  3.29
6         1,881             698          2,579  2.68
7         1,507          3,001          4,508  4.68
9      30,504             247       30,751  31.90

14         9,655             451       10,106  10.48
16         6,310             940          7,250  7.52
17         4,084          3,014          7,098  7.36

Total      71,695       19,945       91,640  95.05
Percent of CE 96.66 89.71 95.05   
Source: 
Provincial Accounts, Finance Department, Government of Punjab. 
Notes: 
* The data were retrieved from records and shows the number of contract employees on June 
30, 2008.  
 

Contract employment in basic pay scales 7, 9 and 16 in education signifies the three 
categories of educators or fixed contract teachers. They were elementary school educator 
who replaced PTC (BPS 9), Senior Elementary School Educator who replaced 
Elementary School Teacher (BPS 9) and Senior School Educator who replaced 
Secondary School Teacher (BPS 16). These three categories of contract employees by far 
constitute the largest share of contract employment in the province. Since 2003, 
employment in the regular scales was stopped and substituted by hiring of educators 
against these pay scales, even when they were only placed in these categories notionally. 
The following table shows that the number of educators rose over the years in each of the 
three categories.  
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Table 4 Contract Employment in School Education Sector 2003-2008 

# Post 2003 2004 2005 2006 2007 2008 

1 ESE 
  

14,373 
  

22,532 
  

27,343 
  

31,111 
   

34,829  
   

33,932  

 
(as percent of all 
PTC/PST/JV) 9.18 14.83 18.25 20.91 24.06 23.61 

2 SESE 
  

2,459 
  

4,229 
  

6,205 
  

8,755 
   

10,474  
   

10,352  
 (as percent of all EST) 2.99 5.17 7.69 11.12 13.57 13.66 

3 SSE(S) 
  

1,367 
  

2,181 
  

3,479 
  

3,973 
   

4,215  
   

4,262  
  (as percent of all SST) 5.45 8.95 14.09 16.78 18.33 18.83 
Source: PESRP 

 

 

Contract employment in various sectors was made in different grades. The following 
three-part table documents the details of pay scale wise sectoral distribution of contract 
employment.  
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Table 5 Detailed Distribution of Contract Employment 

District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial
2 LAND REVENUE 5 2 56 0 4 2 15 7
3 PROVINCIAL EXCISE 2 0 2 0 14 6 1 0 11 5 11 3
4 STAMPS 0 2 1 0 7 0
5 FORESTS 1 0 32 0 19 0 2 0 4 0 1 0
7 CHARGES ON ACCOUNT OF MOTOR VEHI 0 0 1 0 8 2 1 0 7 1 12 0
8 OTHER TAXES AND DUTIES 6 0 23 1 5 0 0 20 66 6
9 IRRIGATION AND LAND RECLAMATION 0 256 0 345 0 325 0 7 0 3 147 320 0 2 0 35
10 GENERAL ADMINISTRATION 24 8 75 424 723 1108 0 6 16 88 0 1 0 4 235 1134
11 ADMINISTRATION OF JUSTICE 0 1 0 16 0 91 0 16 0 25 0 92 0 26
12 JAILS AND CONVICT SETTLEMENTS 0 1 0 10 0 78 0 2 0 4 0 55 0 1 0 37
13 POLICE 0 2 0 248 0 676 0 27 0 2 158 58 0 426
15 EDUCATION 2619 525 4555 884 5117 1036 6 5 58 39 541 66 43 20 713 1238
16 HEALTH SERVICES 92 0 1481 65 1940 303 153 52 560 16 26 27 1641 110 132 45
17 PUBLIC HEALTH 6 2 25 33 50 93 0 1 7 5 52 86 77 4 35 43
18 AGRICULTURE 3 11 277 260 274 332 5 49 17 34 0 13 55 408 75 95
19 FISHERIES 0 2 16 93 9 75 0 15 2 28 12 35 6 13 8 12
20 VETERINARY 29 2 100 96 208 132 0 3 8 5 5 4 49 8 21 8
21 CO‐OPERATION 42 16 67 15 4 3 3 29 11 0 51 16
22 INDUSTRIES 1 0 5 28 26 88 2 8 3 110 0 16 23 55
23 MISCELLANEOUS DEPARTMENTS 0 7 14 83 18 111 0 9 0 16 46 38 0 4 14 27
24 CIVIL WORKS 2 3 78 36 162 153 10 27 10 3 30 64 1 1 58 58
25 COMMUNICATIONS 2 7 324 193 325 289 10 11 8 11 0 5 19 4 31 53
26 HOUSING AND PHYSICAL PLANNING DEP 0 0 9 0 6 0 3 0 3
29 STATIONERY AND PRINTING 0 2 0 2 0 5 0 2 31 43 0 15 0 13
31 MISCELLANEOUS 3 2 65 36 175 120 5 1 8 23 17 9 54 1 105 85
32 CIVIL DEFENCE 2 0 6 0 30 8 3 3 0 11 5 1
33 STATE TRADING 0 9 0 166 0 255 0 9 0 5 2 1111 0 66
36 DEVELOPMENT 645 166 104 559 45 1039 0 2 9 234 33 76 1 130

Total 3431 1004 7213 3606 9289 6344 194 247 716 557 1100 2208 1989 687 1619 3622

DepartmentID
Grade 01Fixed Grade 02 Grade 03 Grade 04 Grade 05 Grade 06 Grade 07
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District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial
2 LAND REVENUE 2 0
3 PROVINCIAL EXCISE 2 0
4 STAMPS
5 FORESTS 1 0 2 0
7 CHARGES ON ACCOUNT OF MOTOR VEHICLES ACT 0 36 7 0 1 0
8 OTHER TAXES AND DUTIES 0 1 3 0
9 IRRIGATION AND LAND RECLAMATION 0 2 0 63 0 1 0 5
10 GENERAL ADMINISTRATION 4 23 0 1 2 9 63 170 0 1 45 220
11 ADMINISTRATION OF JUSTICE 0 4 0 16
12 JAILS AND CONVICT SETTLEMENTS 0 5 0 1 0 1
13 POLICE 0 7 0 1 0 2 0 8 0 5
15 EDUCATION 1 0 30838 112 14 7 21 26 27 50 9965 97
16 HEALTH SERVICES 553 6 1236 68 3 1 11 35 502 23 18 4
17 PUBLIC HEALTH 0 1 0 1 0 42 2 12 56 2 1 0
18 AGRICULTURE 0 6 0 4 0 3 322 63 10 18 2 15
19 FISHERIES 0 2 0 4
20 VETERINARY 425 47 0 3 2 3 5 2 4 1
21 CO‐OPERATION 0 5 1 3
22 INDUSTRIES 0 2 6 27 0 2 11 18 7 26 10 24
23 MISCELLANEOUS DEPARTMENTS 0 1 11 5 0 27 3 25 0 13 4 10
24 CIVIL WORKS 18 45 7 8
25 COMMUNICATIONS 1 0 18 38 6 7
26 HOUSING AND PHYSICAL PLANNING DEPARTMENT 1 2 0 3
29 STATIONERY AND PRINTING 0 4
31 MISCELLANEOUS 13 2 5 0 21 53 40 89 1 5 5 17
32 CIVIL DEFENCE 9 1 0 1
33 STATE TRADING 0 8 0 7 0 17
36 DEVELOPMENT 6 104 55 1 80 789 7 256 2 51

Total 582 127 32582 305 17 19 506 1256 693 716 57 21 10061 492

Grade 12 Grade 13 Grade 14
DepartmentID

Grade 11Grade 08 Grade 09 Grade 10
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District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial District Provincial Total
2 LAND REVENUE 82 11 93
3 PROVINCIAL EXCISE 43 14 57
4 STAMPS 8 2 10
5 FORESTS 1 0 63 0 63
7 CHARGES ON ACCOUNT OF MOTOR VEHICLES ACT 1 0 1 0 39 39 78
8 OTHER TAXES AND DUTIES 0 3 103 31 134
9 IRRIGATION AND LAND RECLAMATION 0 1 20 28 0 6 167 1399 1566
10 GENERAL ADMINISTRATION 23 26 0 4 15 377 11 106 0 6 0 2 1236 3718 4954
11 ADMINISTRATION OF JUSTICE 0 12 0 299 299
12 JAILS AND CONVICT SETTLEMENTS 0 6 0 201 201
13 POLICE 0 46 158 1508 1666
15 EDUCATION 12 4 5198 139 61 1 1229 2161 113 15 61131 6425 67556
16 HEALTH SERVICES 228 1 1764 677 2 7 1928 463 332 107 3 4 1 0 12606 2014 14620
17 PUBLIC HEALTH 0 5 2 10 313 340 653
18 AGRICULTURE 1 2 2 1 101 206 21 14 1165 1534 2699
19 FISHERIES 53 279 332
20 VETERINARY 166 18 5 18 0 2 0 1 1027 353 1380
21 CO‐OPERATION 179 87 266
22 INDUSTRIES 3 11 7 20 0 3 104 438 542
23 MISCELLANEOUS DEPARTMENTS 0 1 0 28 110 405 515
24 CIVIL WORKS 4 12 380 410 790
25 COMMUNICATIONS 8 7 752 625 1377
26 HOUSING AND PHYSICAL PLANNING DEPARTMENT 1 1 2 27 29
29 STATIONERY AND PRINTING 0 1 31 87 118
31 MISCELLANEOUS 2 11 77 13 4 4 0 1 600 472 1072
32 CIVIL DEFENCE 55 25 80
33 STATE TRADING 0 2 2 1655 1657
36 DEVELOPMENT 0 4 4 18 96 175 2 29 1089 3633 4722

Total 264 51 6993 937 3636 3508 489 296 3 12 1 4 81498 26031 107529

TotalGrade 16 Grade 16 N Grade 17 Grade 18 Grade 19 Grade 20Grade 15
ID Department
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Trend analysis  

Data on contract employment for the two largest sectors of public employment, education 
and health were available in some detail. On the basis of these data it can be concluded 
that contract employment was used increasingly in both the sectors. Over the years, an 
increasing number of vacancies were filled by offering fixed term contracts to qualified 
individuals.  

The CAP implementation resulted in placement of contract employees in important 
sectors of the provincial government. In the health department, contract employment was 
used to fill up various teaching positions. The following table shows that in early 2009, 
contract employment was the major mode of recruitment for senior registrars, assistant 
professors, associate professors and professors. At the same time junior doctors for rural 
and peripheral hospitals and paramedical staff were also hired on fixed term contracts.  
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Table 6 Contract Employment in Health Sector Teaching Cadres, 2009 

  Professor Associate Professor Assistant Professor Senior Registrar 

# Name of institution Regular Contract Vacant Regular Contract Vacant Regular Contract Vacant Regular Contract  Va

1 AIMC/Jinnah Hospital, Lahore. 94 0 6 68 10 22 28 46 26 6 44 

2 PGMI/Lahore General Hospital, Lahore. 68 6 26 31 34 34 6 67 27 0 67 

3 SIMS/Services Hospital, Lahore. 76 0 24 71 0 29 18 68 14 3 56 

4 FJMC/Sir Ganga Ram Hospital, Lahore. 75 6 19 50 26 24 75 6 19 1 67 

5 PMC/Allied Hospitals, Faisalabad 53 28 19 33 20 48 0 47 53 2 48 

6 RMC/Allied Hospital, Rawalpindi. 69 19 13 34 40 26 28 66 6 0 50 

7 NMC/Hospital, Multan 84 0 16 34 0 66 7 29 64 0 74 

8 QAMC/B.V Hospital/JF Hospital, Bahawalpur. 47 17 36 20 39 41 17 62 20 0 40 

9 SZMC/Hospital, Rahim Yar Khan. 3 29 69 0 29 71 0 79 21 3 58 

10 Children Hospital, Multan 100 0 0 0 50 50 5 80 15 2 12 

11 Punjab Institute of Cardiology, Lahore. 80 0 20 60 10 30 17 50 33 0 74 

12 Institute of Cardiology, Multan 13 0 88 0 40 60 0 56 44 0 65 

13 The Children’s Hospital/ICH, Lahore. 60 10 30 44 6 50 13 32 55 0 58 

14 Faisalabad Institute of Cardiology, Faisalabad 20 0 80 0 20 80 0 33 67 0 100 

  All province totals 61 11 28 37 21 41 16 52 32 3 28 

Source:- AMI Section, Health Department, Government of the Punjab          
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By 2009, 11 percent of all professors were on fixed term contract. The percentage of 
associate professors and assistance professors on similar contracts were 21 and 52 percent 
respectively. In all 28 percent of senior registrar positions were also filled on contract 
basis.  

In the rural health facilities, there was a marked upward trend in recruitment of doctors 
on fixed term contracts. The following tables shows the numbers of doctors hired on 
fixed term contracts on various positions in rural health facilities.  

Table 7 Doctors on Contract Employment in Rural Health Facilities,  

2006-2009 * 

 Type of doctor Sanctioned posts 2006 2007 2008 2009
RHCs 

SMO** 295 4 14 24 22
  1.4 4.7 8.1 7.5
MO 295 86 118 133 130
  29.2 40.0 45.1 44.1
WMO 295 105 153 176 168
  35.6 51.9 59.7 56.9
Dental Surgeon 295 66 154 178 174
    22.4 52.2 60.3 59.0

BHUs 
MO/WMO 1608 1021 1201 1231 1220
    63.5 74.7 76.6 75.9
Source: 
Punjab Health Sector Reform Program.  
Notes: 
* The numbers in each category indicate the posts filled on fixed term contract at the end of the 
month of June in that year except 2006; for 2006 the data were collected at the end of the month of 
March in that year.  
** The first row in each category shows the number of doctors on fixed term contracts 
   The second row shows doctors on fixed term contracts as a percent of total sanctioned positions. 
 

The data indicate that there was an increase in the number of posts filled on fixed term 
contracts progressively except for 2009 when there was a small downturn. This could be 
attributed to the start of review of contract employment in health sector that had started in 
2008. The progressive increase from 2006 onward shows that it was the favored mode of 
employment and was able to attract a sufficient number of doctors to rural health 
facilities.  
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Contract employment was also extended to other health sector staff. The following table 
shows the number of nurses and lady health visitors in the rural health facilities that have 
been hired on fixed term contracts from 2006 onward.  

 

Table 8 Health Sector Staff on Contract Employment, 2006-2009* 

Type of post Sanctioned 2006 2007 2008 2009 
Nurses** 1758 _*** 612 1100 1155 
  _ 34.81 62.57 65.70 
LHV (RHC) 292 268 280 286 286 
  91.78 95.89 97.95 97.95 
LHV (Additional) 292 _ _ 235 255 
  _ _ 80.48 87.33 
LHV(BHU) 1608 1403 _ 1446 1520 
    87.25 _ 89.93 94.53 
Source: 
Punjab Health Sector Reform Program.  
Notes: 
* The numbers in each category indicate the posts filled on fixed term contract at the end of the 
month of June in that year except 2006; for 2006 the data were collected at the end of the month 
of March in that year.  
** The first row in each category shows the number of doctors on fixed term contracts 
   The second row shows doctors on fixed term contracts as a percent of total sanctioned 
positions. 
*** The empty cells indicate that data are not available or the position did not exist in that 
year.  
 

The number of nurses on fixed term contracts increased from 34.81 percent of the total 
sanctioned positions in 2006 to 65.7 percent in 2009. This was almost a doubling of the 
positions occupied by fixed term contract employees. It shows the success of contract 
mode employment in a cadre classically occupied by regular employees of the health 
department. The trend is too robust to ignore or attribute to any other factors. The LHVs 
were also recruited on fixed term contracts. As the table indicates, at the RHC level more 
than 98 percent of LHVs have been recruited on fixed term contracts with a very low rate 
of vacancies by 2009. At the BHU level and the additional LHVs, again the percentage of 
employees on fixed term contracts has been 95 and 87 percent respectively in 2009.  

Education was the other major sector in which contract employment was adopted as the 
main mode of employment, switching over from regular government employment. 
Contract employment was started in colleges much earlier in 2002. Contract employment 
in colleges in that sense predates CAP. The policy of hiring and keeping lecturers at 
college level was further endorsed by CAP in 2004. Over the years, the number of 
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lecturers on contract has grown. The following table shows the trend of increase in 
lecturers on fixed term contracts for various subjects: 

Table 9 Lecturers on Contract, 2002-2009* 

Subject 2002 2005 2009 Total 
Arabic 3 1 7 11 
Biology 40 42  82 
Botany  10 24  34 
Chemistry  65 92  157 
Commerce 2 6 9 17 
Computer Science 21  10 31 
Economics 87 45  132 
Education  8 56  64 
English 94 185  279 
Fine Arts 1 7 1 9 
Geography 8 20 2 30 
History  22 59  81 
Home Economics 1 8 8 17 
Islamiat 45 82  127 
Journalism  1 4 5 
Mathematics 67 69 149 285 
Pakistan Studies 2 9 4 15 
Persian 4   4 
Philosophy 1 1  2 
Physical Education 3 35 2 40 
Physics 46 112  158 
Political Science 35 61  96 
Psychology 43 28 4 75 
Punjabi 1   1 
Social Work 1 4  5 
Sociology 3 10 2 15 
Statistics  39 50 44 133 
Urdu  105 102 1 208 
Zoology  14 19  33 
All subjects total       771   1,128      247  2,146 

Source: Higher Education Department, Government of Punjab. 
Notes: 

* The year columns show the number of lecturers joining on fixed term contract in that year. 
 

From 2002 to 2005, the first year of CAP implementation, the increase in contract 
lecturers was 46.3 percent of the total number of contract lecturers in 2002. The large 
number of recruitments in 2005 were carried out under CAP provisions. Later the 
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inductions became slower as vacancies were filled up. By 2009 the increase in total 
number of contract lecturers was 78.34 percent of the contract lecturers in 2002.  

     
Over the years teachers at primary, secondary and high school levels were recruited on 
fixed term contracts. For the schools, teachers were hired on contracts every year since 
2002 except 2008. The data show that there is an increasing trend of fixed term contracts 
for elementary and high school teaching positions. The following table provides a 
summary of the contract employees working in schools across the province.  

Table 10 Contract Employees in Schools, 2004-2009* 

# Post 2003 2004 2005 2006 2007 2008 

1 ESE 
  

14,373      22,532 
  

27,343 
  

31,111 
   

34,829  
  

33,932 

2 SESE 
  

2,459 
  

4,229 
  

6,205 
  

8,755 
   

10,474  
  

10,352 

3 Science & Math(Educator) 
  

1,464 
  

1,465 
  

1,352 
  

1,205 
   

1,119  
  

184 

4 SSE 
  

1,367 
  

2,181 
  

3,479 
  

2,279 
   

2,914  
  

4,262 

  Total contract teachers 
  

19,663      30,407 
  

38,379 
  

43,350 
   

49,336  
  

48,730 

  (As percent of total) 
  

6.59 
  

10.01 
  

12.28 
  

14.10 
   

16.39  
  

16.26 

Total teachers    298,472    303,709 
  

312,455    307,410    301,075     299,778 
Source:PMIU/PESRP GASC 2003-2008 
Notes: 
* The number of teachers in each year was as reported on October 31 of that year.   

 

The above table shows that the number of teachers in each category rose progressively 
and by 2009 contract teachers were a significant ratio of the total school teachers in the 
province.  

 

VI. Implementation Mechanisms 

Every policy relies on some implementation mechanisms. In case of CAP, the 
implementation mechanisms were of extraordinary significance. CAP intended to change 
an established mode of hiring government employees. By and large, the departments had 
very little or no experience with large scale contract employment. The departmental 
systems were designed and tuned to managing regular government employees. The 
managers were trained to implement civil service rules pertaining to recruitment, leave, 
discipline and other matters relating to career progression. Accordingly, authorities and 
record keeping were assigned to fulfill the needs of regular employment. Regular hiring 
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was ingrained in departmental systems and practice. Established mechanisms and 
principles were there to guide that choice of regular employment. Compared with it, 
contract employment brought in new needs for information, procedures, record keeping 
and management.  

At the same time, a risk averse civil service was to implement the new policy. It was 
anticipated that managers will exercise caution for fear of going wrong. It was a well 
known fact that the rules and regulations governing departmental procedures in 
recruitment and human resource management were designed for regular appointments. 
Contract mode would run up against these rules and their provisions. The CAP 
mechanisms, discussed below, attempted to address these issues. The important 
implementation mechanisms were Contract Appointment Regulations Committee, 
accommodative approach to rules and procedures, four types of Recruitment Committees, 
new performance evaluation and contract renewal system and labor market signals.  

CAP was implemented through these mechanisms. They were devised in the policy to 
allow departments implement the policy provisions without any hindrance. The working 
of these mechanisms has been studied to find out if they were effective in allowing the 
departments move on from an age old practice of hiring employees on regular 
government employment to the new fixed term contract mode.  

 

A. Contract Appointment Regulations Committee  

The first implementation mechanism was a committee, the Contract Appointment 
Regulations Committee or CARC, to remove procedural hurdles in the way of 
implementation. The policy laid down contract mode to be a preferred choice. This was 
an important break with the past. Earlier contract employment policies were piecemeal 
initiatives and authorized contract employment in limited cases. This practice created a 
perception of transiency regarding contract employment, with the almost natural 
expectation of regularization. In some cases the departments adopted contract 
employment for their own sector alone whereas the rest of the government continued to 
bring in individuals as regular employees. The preferred mode in general remained 
recruitment of individuals into the public sector as regular employees. To support 
adoption of contract employment as the preferred mode under the policy, the CARC was 
constituted. It had the following members: 

1. Secretary Regulations, S&GAD, chairperson CARC 

2. Secretary Public Service Commission 

3. Additional Secretary Regulations, Finance Department 
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4. Additional Secretary Management, S&GAD, secretary CARC 

5. Additional Secretary Regulations, S&GAD 

6. A representative of the department concerned 

7. Any other member to be co-opted by the committee.  

CARC was mandated to evaluate cases in each sector and recommend if they were to be 
recruited on contract or regular basis. The provision in the policy for the first time put the 
departmental decision making in a different gear altogether. The departments were asked 
to prepare proposals for recruitment in either mode based on relevant justifications. The 
S&GAD held meetings with the departments in the form of this committee and removed 
any hurdles in their way of adopting contract employment. The committee was designed 
to facilitate adoption of contract employment in departmental practice. CARC played 
three important roles in facilitating contract employment, ensuring that standing service 
rules did not work as hindrance to contract employment. 

1. Where a department did not want to hire contract employees against the basic 
qualifications laid down in the service rules, it could bring a proposal for laying 
down basic qualification, experience requirement and age limit for a post to 
CARC. The committee would recommend the case after consideration for 
approval to chief minister;  

2. Where the service rules did not exist, the departments were asked to bring 
proposals on the lines similar to those described above and seek approval of a set 
of criteria for recruitment; and 

3. Where the department wanted to recruit an individual on contract outside the 
basic pay scale scheme, it could bring up such proposals with the details of the 
compensation package and get CARC endorsement for seeking approval.  

There are no systematic records of how many committee sessions were held under this 
provision and what did they accomplish comprehensively. The S&GAD held a number of 
sessions upon requests from the departments. Where a department requested approval for 
contract or regular positions, depending upon the case, the CARC supported the 
proposals for approval. In a number of cases, where the department wanted to make 
recruitments using qualifications not given in relevant the service rules, the CARC 
reviewed the departmental proposals and with adequate amendments suggested approval 
for the recruitment criteria. The term ‘criteria’ was coined to differentiate the 
qualifications from those given in the service rules. The S&GAD itself did not seek 
meetings on these issues. On the other hand when a department requested a committee 
meeting, a committee session was constituted with the department’s membership in it. 
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The CARC in general supported the departments in their endeavors in contract as well as 
regular hiring cases. Not every department requested to constitute the committee. No 
systematic records were available to show how many sessions of CARC were held and 
how many times ‘recruitment criteria’ different than the required qualifications for a post 
given in the relevant service rules were approved. Records could not portray the details of 
the amendments to service rules carried out as a result of CARC meetings.  

 

B. Accommodative Approach to Rules and Procedures  

Government rules define recruitment processes and service matters for civil servants and 
in many cases for contract employees. The contract employment policy made an 
innovative departure with the established practice of managing government employment. 
It did so by bringing into force the overriding clauses of CAP 2004. These clauses 
allowed departments to override their existing laws designed for regular appointments. 
The riders made important provisions including the following:  

(a) The CAP riders allowed departments to opt contract employment over regular 
employment when such employment was decreed under the service rules of a 
cadre;  

(b) Another rider allowed seeking amendments to service rules when wholesale 
shift toward contract employment dried up a feeding cadre of a promotion 
position, with the rules providing for filling the position from existing cadre only.  

These were important provisions that cleared the thicket of rules and earlier instructions 
making CAP implementation possible. The advantage in having the rider clauses was that 
they created the initial option for contract employment in every department without 
invoking any prior condition of amending existing rules.  

Despite these strengths there was an important weakness inherent in the policy which 
accrued due to its nature. It was a policy with the force of law without being a set of 
rules. It was conceived to allow for a gradual evolution of the existing service rules that 
in turn would create sufficient space for contract employment within the departments. 
Implementation however saw several weaknesses. Firstly, the evolution of the rules 
remained patchy. The S&GAD could not report that all the service rules had been 
amended. Secondly, the policy loses its precedence the moment it is not followed. It 
neither requires repeal nor amendments to give sway to existing service rules. Where it 
was a strong and appropriately designed instrument for ushering in change and removing 
hurdles, it could not serve as a mechanism for institutionalization of contract employment 
in the departments. Thirdly, there was no provision for a review and substitution of the 
policy with a set of rules at any stage. A review which could identify the strengths and 
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weakness of its implementation and bring out lessons for institutionalization would have 
been an important learning activity. Only a set of rules, perhaps accompanied by changes 
in relevant civil service laws, would be a potent enough mechanism for institutionalizing 
fixed term contracts in government.  

 

C. Recruitment Committee  

Four types of committees could carry out recruitment under the policy. Two types of 
Selection Committees were notified under the Recruitment Policy 2004 for making 
recommendations for the posts at the provincial and district level, which were out of the 
purview of Punjab Public Service Commission. The first two committees were named for 
recruitment under the policy at the provincial level and the last two for the same work at 
the district level. The committees had the following compositions: 
 

A.  Provincial Level Departmental Selection Committees 

1. Appointing Authority (Where Chief Minister is the Appointing Authority, the 
Administrative Secretary concerned will be the Chairman of the Committee) as 
Chairperson.  
2. Two officers of the Department to be nominated by the Administrative Department 
with the approval of Minister In charge 
3. One officer of S&GAD to be nominated by the Regulations Wing (only for posts in 
BS-16 and above). 
 
In cases where departments found that the committees are not relevant to their peculiar 
circumstances, they could get their own committees constituted after obtaining approval 
of the Chief Minister, routing the case through Regulations Wing, S&GAD. 

B. Departmental Selection Committees at District level for posts in BPS-11 and 
above. This committee had the following composition:  

1. Chairperson – DCO 
2. EDO concerned – Member  
3. EDO (F&P) – Member  
4. Appointing Authority concerned (if other than EDO concerned – Member  
5. One member to be nominated by the Administrative Department – Member  
6. District Officer concerned – Member/Secretary 

 
Most of the recruitments in health and a significant share of recruitments in schools were 
carried out by these committees in their districts. The committees worked under 
provincial guidelines. They were brought into motion in most cases under provincial 
orders. Other than in health, the committee did not take initiative on its own to fill vacant 
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positions in the district departments.  
 

C. Departmental Selection Committee at District level for posts in BS 1-10. The 
committee had the following composition.  

1. EDO Concerned – Chairman  
2. EDO (F&P) – Member  
3. District Officer (Coordination) – Member  
4. Appointing Authority Cornered (if other than EDO concerned) – Member  
5. One Member to be nominated by the Administrative Department – Member  
6. District Officer Concerned – Member/Secretary 

These committee worked at the sectoral level in the districts. The EDO concerned could 
commission its work. Most of the recruitments in schools were carried out by these 
committees in their districts. Contract employment of school teachers comprised the 
largest share of total contract employment in the province. The committees worked under 
provincial guidelines. The committees at the district level were brought into motion in 
most cases under provincial orders. The education sector committee did not take initiative 
on its own to fill vacant positions in the district departments.  
 

Interviews with officials in the S&GAD, departments and districts showed that the 
committees functioned at both the levels. The S&GAD was stretched to send 
representatives to committee sessions to all the departments for central level recruitments. 
The S&GAD membership was included in the committees to ensure transparency by 
having a representative from outside the hiring department and also to make sure that the 
policy dictums were closely followed. According to the S&GAD, both objectives were 
met through participation of their representatives. At the district level, the DCO or his 
representative were nominated to play the same role that the S&GAD played at the 
provincial level. The district level committees made more recruitments than those made 
at the provincial level. Most of the recruitments at the district level were in education and 
health departments. There were no general complaints against the work of the committees 
at the district level. They followed the policy dictums closely.  

The felicitous compliance reports however need to be taken with some caveats. No 
systematic effort was made by the S&GAD or any other department to evaluate the 
recruitments made by the district level committees. No mechanism exists for ex post 
evaluation. The departments are of the view that the procedure laid down for recruitments 
at the local level was followed, transparency was ensured through application of the 
recruitment criteria, merit lists were published on the district office boards and candidates 
only selected on merit were offered jobs. The field visits carried out during the present 
study did not find any evidence to the contrary.  
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In general the system of awarding scores to candidates worked well. The score ranges 
were allocated by the Recruitment Policy 2004 and nearly all the scores were based on 
independently verifiable qualifications. This allowed the committees to award scores 
without being subjective. Only the interview scores were awarded by the committee. The 
criteria given in the Recruitment Policy 2004 were used for scoring candidates. They are 
reflected at Annex-II.  

The scoring criteria approach, despite its advantages, had the demerit that it did not allow 
the recruitment committees make choices on the basis of any additional information 
about the candidate. The personality attributes like motivation, communication skills and 
any other personal characteristics could only be bundled into the scores allotted to the 
interview. This flaw was neither fatal nor serious to the process. Most of the positions 
selected at the district level were for doctors and teachers. The academic and professional 
qualifications outweighed any other criterion of suitability for a position.  

The time taken to recruit individuals on fixed term contract reduced compared with the 
regular appointments under the PPSC. The following table shows a comparison between 
contract, regular appointment by departments and regular appointment under PPSC.  

Table 11 Recruitment Timelines 

Activity Contract 
Appointment 

 

Regular 
Appointment By 
Department  

Regular Appointment 
By PPSC 

 

  

Requisition by the Department    2 Weeks 

Completion of Process by PPSC 
up to conducting test / interview 

  12 Weeks  

Issuance of Offer Letter on 
Recommendation of PPSC by the 
department if  acceptable  

  2 Weeks 

Acceptance from Selectees of 
PPSC  

  2 Weeks 

Publication of Advertisement in 
Newspapers 

1 Week 1 Week   

Time for Submission of 
Application  

2  Weeks  2 Weeks  

Data Entry of Application Form 1 Week  1 Week  
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Scrutiny/Short listing of  
Applicants   

1 Week – 2 
Weeks  

2 Weeks   

Call Letter to shortlisted 
Candidates for test 

1 week  1 Week   

Interview of Successful 
Candidates  

1 Week  1 Week   

Submission of Successful 
Candidates for final Approval to 
the Concerned Secretary 

1 Week  1 Week   

Issuance of Offer Letter 1 Week 1 Week  

Acceptance of Offer Letter 2 Weeks  2 Weeks  

Total 11  to 12 Weeks 12 Weeks  18 Weeks  

 

Any advantages that accrue from contract mode of induction in terms of time lines are 
only visible when compared with PPSC mode of regular induction as indicated by this 
table. There is a time saving of 6-7 weeks involved. Given a regular flow of induction 
needs in the Districts, this advantage should augur well for efficiency gains. However, 
this ceases to be an advantage when compared to the time frame for regular induction 
undertaken by the Departments; when there is a situation of near parity. At the same time, 
it should be noted that the PPSC recruitments in certain cases have taken much longer 
than the optimal 18 weeks indicated in the table.  

More than the time lines, stakeholders tend to look at the due process that is perceived to 
hold fast in the PPSC mode, believed to be more credible and transparent. Timelines in 
this context, seen as important by the rule-bound civil service, tend to lose significance 
and are consigned to secondary importance consequently.    

 

D. Performance Evaluation and Contract Renewal System  

Contract employee performance evaluation was organized to be a separate system than 
the departmental performance evaluation. For regular employees the annual confidential 
reports are the mainstay of performance evaluation. For contract employees a simpler 
form was introduced. CAP included the performance evaluation form as an annex to the 
policy. According to this two page form, a number of performance assessment criteria 
were used. The form titled ‘Performance Evaluation Report’ required in the first section 
basic information about the employee following which there were three other sections. 
The second section allowed assessment of integrity with three boxes that listed options of 



12 
 

‘honest’, ‘reported to be corrupt’ and ‘believed to be corrupt’. The third section was to be 
used for overall grading of work. It allowed grading among five levels ranging from 
‘very good’ to ‘poor’. This section had brief instructions for evaluation also. According 
to them, the assessment was to be carried out in comparison with other employees with 
similar assignments, personal qualities, attitude, job proficiency, efficiency and 
punctuality. Integrity was again included as an assessment criterion for overall grading. 
The fourth section was recommendatory for further retention in government employment, 
asking for listing the individual as ‘useful’ or ‘not useful’.  

The form was to be apparently filled out once a year although it allowed for evaluation 
period to be different than a year. No detailed evaluation instructions accompanied the 
form. The policy also did not spell out record keeping instructions but left it to the 
departments. The evaluation system did not explicitly lay down methods for using 
evaluation records for retention decisions. It was implicit in the fourth section of the 
form. The government functioning in Punjab is organized under formal instructions. The 
absence of instructions on these counts resulted in a differential treatment of performance 
evaluation in the departments. The field visits and interviews with departments revealed 
that performance evaluation was not given much importance in practice. The forms were 
seldom filled out. In cases where they were filled out by supervisory officers, records 
were not organized. In fact in none of the departments or their subordinate entities any 
efforts were made to have a systematic organization of record keeping. As a result the 
records were not readily accessible for contract extension decisions. Field level managers 
like district education officers used performance as a criterion for management decisions. 
But whenever these decisions were made they were not supported by systematic record 
keeping. On the contrary decisions to fire individuals on account of unsatisfactory 
performance were made on the basis of individual reports of supervisory officers. 
Contract extension was generally based on the notion that all those retained till such time 
were performing satisfactorily and therefore could be given an extension. The absence of 
systemic mechanisms to document and develop comparative evaluations for contract 
extensions did not evolve. 

The performance evaluation system was tilted toward integrity and less toward 
assignment based assessment of performance. This could have emerged from the attempts 
in the public sector to stem corruption in the systems. It is not clear if the ordinary anti-
corruption laws were deemed insufficient and ineffective to deal with individuals with 
corrupt practices. Ordinarily, legal action would be an appropriate response to corruption 
and the laws do provide for initiation of action in cases where no direct evidence in 
forthcoming. Action can be initiated on the basis of indirect of evidence like living 
beyond means and reputation of being corrupt.  

The performance evaluation form was a lost opportunity to institute tangible performance 
evaluation. It did not allow departmental authorities to set sector specific targets for 
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employees, link organizational targets with individual assignments or create recognition 
incentives. The absence of detailed instructions on record keeping and use of 
performance evaluation for career decisions of contract employees further reduced its 
importance in the departments. As a result there is little information on the performance 
of contract employees in service delivery units. In the absence of clear and systematically 
compiled evidence, opinions of performance of contract employees, buffeted by 
anecdotal evidence, have become a substitute. The fact that the contract employment 
under CAP was not seen to offer a career path to employees also diminished the 
importance of performance evaluation.  

Periodic contract renewal is what distinguishes fixed term employment from regular 
employment in the government. Renewal when taken as an activity carried out with due 
diligence and using performance records at discrete time intervals aligns incentives 
toward performance and organizational outputs. CAP envisaged this to be 
institutionalized but did not provide any details of a system. The departments were 
expected to develop their own systems for record keeping and use of these records for 
contract renewal decisions.  

The extent to which performance evaluation was used in contract renewal varies. The 
departments and their field formations show mixed results. In some cases field 
formations have used performance evaluation for contract renewal. For instance, in 
Faisalabad the education department has started processing contract renewal of 145 
educators in 2009. In all cases the renewal of contract is being based on annual 
performance evaluation reports, student results and general report on conduct of 
employees.   

On the other hand the large scale regularization of doctors in the health department was 
carried out under a central decision. Performance evaluation was implicitly used in the 
decision. The presumption at the provincial level is that if an individual contract 
employee is still in the job her performance would be up to the mark. The results of the 
performance evaluation or consolidated records were not used in the decision.  

Another issue with performance evaluation is that it is neither quantified nor usable for 
comparative evaluation of employees. No efforts were made during the CAP 
implementation to redraw performance evaluation system and make it more usable for 
contract renewal decisions. Performance evaluation at best could be used for renewals on 
a no objection basis, the objection being only on the table if there were an explicit 
complaint from a supervisory officer.  

The following table shows us the use of performance evaluation in the departments: 
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Table 12 Use of Performance Evaluation in Departments 

Department State of 
performance 
records (how they 
are maintained in 
the department) 

Used for 
contract 
renewal  

Contract 
renewal as 
part of a 
general 
decision 

Regularized by 
provincial 
government  

Higher Education  

(Lecturers) 

 Performance 
Evaluation Report 
are kept by EDOs 
in personal Files of 
Contract 
employees. PERs 
indicates integrity, 
Overall Grading 
and 
Recommendation 
by thr reporting 
officer. 

 Yes, Used for 
contract 
renewal. 

 Contract 
Renewal is 
done as part 
of Contract 
policy 

Not yet 
Regularized by 
Provincial 
Government. 
However, CM has 
announced 
recently 
regularization of 
Contract 
Lecturers. Formal 
Orders not yet 
issued as basic 
requirements are 
being collected. 

Health (Doctors)  -do-  Yes, Used for 
contract 
renewal, Prior to 
Regularization 
i.e. before 24-
04-2009 

-do-   Yes Contract 
service of 
MOs/WMOs and 
Dental Surgeon 
have been 
regularized by 
Provincial 
Department. 

Livestock  -do- 1st Batch of 
Contract 
renewal is under 
process. PERs 
will be used. 

-do-  Not regularized.  

District Education  -do-   Yes used for 
contract 
renewal. 

 -do-  Not regularized 

TMA  -do-  Yes, used for 
Contract 

 -do-  Not regularized 
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renewal 

 

The interviews with the departments revealed that performance records are duly 
considered while contract renewal is being contemplated. However, this seems to be 
over-stated as people at the provincial level believe that contract renewals are done en 
masse, usually under policy decisions, and performance only counts when there are 
serious problems in a contract employee’s conduct or if it is a case of habitual 
absenteeism. In case of education and health, where the numbers are large, contract 
renewals have been done en masse which would imply that performance was not factored 
in. When the numbers are smaller, like for instance in the case of livestock sector, the 
likelihood of doing a broad-based, performance-led renewal of contract is greater. 

 

E. Labor market signals   

The contract employees were in most cases offered salaries comparable to regular 
employees plus an additional 30 percent on top of it. The additional amount was 
conceived to be an equivalent of the prorated net present value of pension entitlement of 
a regular employee. Discussion with Finance Department and S&GAD did not reveal an 
analysis in support of the equivalence. Apparently, the 30 percent additional amount was 
used as a market signal and when the contract employees were attracted in sufficient 
numbers it was deemed to be an appropriate amount.  

The salary payments were on a pattern similar to regular employees. There were no 
hurdles that the contract employees faced. The payments were well integrated in the 
budgetary and accounting systems. The Finance Department can track such payments and 
identify the contract employees using their accounting software.  

Long term career incentives for contract employees under the policy were unclear. For 
positions that do not offer promotion chances even in regular employment, the difference 
may not be material. But for other positions it could affect employee motivation. The 
policy allowed 3 to 5 year contracts. The duration of these contracts is much longer and 
predictable than many comparable contracts in the private sector. The private sector 
schools offer contracts that are either not explicit or could be up to one year. Most of the 
discussion in the government on the other hand focused on comparison with the regular 
employment with a contract till superannuation.  

The policy did not spell out a career path moving through progressively senior contracts. 
Departments are organized as hierarchies. Regular employees in cadres have normal 
expectations of moving up in the hierarchy with experience and continued good 
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performance. The weak performance evaluation system means that for many seniority 
matters much more than performance. The contract employees were placed in this 
organizational culture and context. This created comparative heart burn because they 
could not have similar expectations for the long term. The CAP included provisions for 
departments to initiative review and amendments to service rules creating provisions for 
fresh appointment in senior positions where earlier they were to be filled exclusively 
through promotion or mostly by promotion from existing cadre positions. But the policy 
did not oblige the departments to take such action. Not many departments according to 
S&GAD took the initiative. This contributed to the lack of clarity of long term career 
path for contract employees.  

 

VII. Impact of Contract Employment on the Public Sector 

The impact of contract employment on the public sector has been studied in the following 
three dimensions: 

 

A. CAP as a Fiscal Option  

One of the main objectives cited in the CAP document was reduction of pension 
liabilities of the government. It is very much arguable if this was a valid objective. The 
provincial government (for that matter the federal government also) does not have a well 
developed system of social security. Without a well developed system of social security, 
the regular government employment stands out with its distinctive advantage of offering 
pension. The contract employees under the CAP were not given pension. The policy 
explicitly removed this from contract employment following the objective of reducing the 
pension liability of the provincial government.  

It can be easily argued that the pension system should not be curtailed but its scope 
should be enhanced if any change were to be brought in. A normative principle could go 
even further: that the government should aim to enhance the scope of pension coverage 
for all types of workers in the province. The CAP objective of decreasing pension 
liability on the provincial budget would not be congruent with any of such principles. 
Therefore, this objective could only be seen as a short term measure to reduce pension 
liabilities without considering its incongruity with a welfare role of the government. On 
the other hand the fact that a 30 percent increase in salary was given on account of 
withdrawing the pension provision could have been required due to low salaries in the 
public sector. It is not clear if the financial equivalence of this measure with its substitute 
was ascertained or not. The Finance Department or S&GAD did not have any 
calculations or analysis to support such equivalence.  
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If a financial equivalence between the expenditures is assumed, then it is unclear what 
would be the pursuit in following the policy objective of reducing the future pension 
liabilities of the provincial government. If anything the substitution of the pension 
provision with 30 percent increase in salary for contract employees is an intertemporal 
substitution of expenditures. It creates a higher short term liability on the provincial 
budget and reduces the future liabilities. Since there are no indications that the short term 
liquidity of the provincial budget is higher than long term liquidity the rationale for the 
intertemporal substitution is not easily understandable.  

It is a common refrain in the government that the civil servant salaries are much 
depressed below comparable market wages. If this were the case, then the 30 percent 
higher fixation of salary for contract employees would only amount to correction of a 
market signal. Without this higher salary it may be difficult for the public sector to attract 
qualified individuals for government positions. We carried out a short survey of the 
market wages to build up a three way comparison of the regular positions, contract 
positions in the government and comparable private sector positions. The survey 
comprised of 10 such comparisons as shown in the table below: 

Table 13  Positions included in the three way comparison 

Grade Government Regular 
position 

Government- Contract 
position 

Private Sector 

BPS 9 and 
equivalent 

PTC Elementary School 
Educator 

Equivalent grade 
teacher in the private 
sector  

BPS 14 and 
equivalent 

Elementary School 
Teacher 

Senior Elementary 
School Educator 

Equivalent grade 
teacher in the private 

sector  
BPS 16 and 
equivalent 

Secondary School 
Teacher  

Secondary School 
Educator 

Equivalent grade 
teacher in the private 

sector  
    

BPS 14 and 
Equivalent 

Homeopath Doctor 
(BPS 14) 

Homeopath Doctor 
(BPS 14) 

Equivalent grade 
practitioner in the 

private sector 
BPS 16 and 
Equivalent 

Staff Nurse (BPS 16) Staff Nurse (BPS 16) Equivalent grade 
nurse in the private 

sector 
BPS 17 and 
Equivalent 

Medical Officer (BPS 
17) 

Medical Officer (BPS 
17) 

Equivalent grade 
practitioner in the 

private sector 
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The survey results were gathered after sampling a number of positions for each category 
in the private sector and documenting their salaries. The salaries shown in each category 
under the government side include the allowances applicable to such positions.  

The analysis is based on a number of assumptions: 

1. Starting salary for each cadre and type of position is used for analysis. This approach 
was adopted because in government sector seniority is the key criterion whereas it is 
continued performance in the private sector that matters. An employee serving for x 
number of years in the private sector may have graduated to the upper rung of the scales 
whereas in the government the employee may have remained in the same scale for the 
same x number of years.  

2. Salaries in the private sector are not uniform therefore comparison takes into account 
salaries of individuals at private institutions that are high in demand (but not exclusive 
schools) and the other category is of common service delivery facilities.  

3. A median income homeopath and hakim in the private sector largely relies on the sale 
of the medicines prepared by himself rather than a fixed fee. The monthly income 
depends upon the number of patients attended, the cost incurred on preparation of 
medicines and salary of attendants (with experienced homeopaths). The salary is the 
lowest amongst all as the advantage they see is the attendants becoming an independent 
hakim/homeopath by themselves. However, according to the attendants, they carry a 
professional qualification which is successful completion of a course in homeopathy. 

4. For the private sector, only pay is considered for analysis and not the allowances as 
these not only vary from school to school but within a school as well. For instance, the 
tuition fee for teacher’s child is exempt whereas for the second child 50 percent fee is 
charged. This becomes an attractive incentive for schools of high standing. 

5. The housing facility at the public sector health units has not been monetized to be 
included in the allowances. 

6. Besides difference in pay scales for schools located in urban and rural areas difference 
in salary scale exist within urban areas as well because geographical location also defines 
the salary structure in the private sector. For instance differences in salary scales exist in 
provincial capitals where a school in private sector with branches in Lahore will have a 
different pay scale than that in Multan. For analysis purposes salary offered by schools in 
urban and semi urban areas (other than exclusive schools) has been considered. 
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The following table shows a summary of the results. 

Table 14  Summary of Comparable Salaries 

Education 
PTC- 
BPS-9- 
Regular 

ESE 
BPS - 9 
Contract 

Equivalent 
grade 
Teacher        
( Private 
school of 
preferred 
choice) 

Equivalent 
grade 
Teacher 
(Average 
Private 
school ) 

EST 
BPS 14 
Regular 

SESE- 
BPS-14 
Contract 

Equivalent 
grade 
Teacher        
( Private 
school of 
preferred 
choice) 

Equivalent 
grade 
Teacher        
( Private 
school of 
preferred 
choice) 

SST - 
BPS 16 
Regular 

SSE - 
BPS 16 
Contract 

Equivalent 
grade 
Teacher        
( Private 
school of 
preferred 
choice) 

Equivalent 
grade 
Teacher        
( Private 
school of 
preferred 
choice) 

 Gross Pay 
and 

Allowances  

              
6,230  

              
7,376  

              
12,000  

             
8,000  

            
6,896  

              
9,356  

          
15,000  

            
10,000  

             
9,590  

           
11,408  

          
18,000  

          
12,000  

Net salary                
5,854  

              
7,376  

              
12,000  

              
8,000  

            
6,382  

              
9,356  

          
14,800  

            
10,000  

             
8,925  

           
11,408  

          
17,920  

          
12,000  

Note: Preferred choice refers to schools in high demand but not exclusive schools--- 

Health  
 Homeopath 
Doctor BPS 
15 Regular  

 Homeopath 
Doctor BPS 
15 Contract  

 Homeopath 
Private 
sector  

 Staff 
Nurse 
BPS 16 
Regular   

 Staff 
Nurse 
BPS 16 
Contract  

 Nurse at 
hospital 
of 
preferred 
choice  

 Nurse at 
(Average 
private 
hospital)   

 Regular  Contract 

 Medical 
Officer 
(Private 
hospital 
of 
preferred 
choice)  

 Medical 
Officer 
(Average 
private 
hospital)  

 Gross Pay 
and 

Allowances  

               
8,330  

              
9,896  

                
5,000  

           
10,390  

          
12,208  

            
12,000  

            
6,000  

            
22,240  

           
25,196  

           
18,000  

          
12,000  

 Net Salary                
7,762  

              
9,896  

                
5,000  

             
9,725  

          
12,208  

           
12,000  

            
6,000  

            
21,101  

          
25,070  

           
17,925  

          
12,000  
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The table above shows that the common perception of private sector employees earning a 
better remuneration package is unfounded particularly for the positions in the comparable 
private sector institutions. In most cases, the salary packages of the employees on 
contract are better in terms of take home salary. This observation was also made during 
the FGDs where particularly in health sector the salaries are comparatively competitive 
based on the fact that besides higher salary, staff is provided with residence as well. The 
regular government employees also earn the retirement benefits which if included to the 
entire financial package puts them at an advantageous position than the comparative 
private sector employees.   

There are two further important points in this analysis. The first one is that the 30 percent 
increase in the salary for a contract occupied position would subsume all the allowances 
admissible for the position. This simplification measure was a good step. It obviates the 
need for additional payments through creation of a number of allowances which do not 
amount to any behavior changes. The money being fungible all allowances add up to the 
resulting salary. The allowances are not large enough compared with the salary to 
produce incentive effects. Even in cases where the allowances the greater than the salary, 
they are not explicitly linked to performance and therefore incentive effects are likely to 
work at the entry level more than later on.  

 

B. Economic Efficiency toward Improved Service Delivery  

An implicit objective of CAP was to enhance the productivity of the government 
services. Contract employment that places discretion in the hands of managers and field 
level decision makers could produce efficiency gains. First of all, contract employment, 
with variable terms of contract, results in matching input requirements with the duration 
of the contract. Unlike the regular employees there is no compulsion to hire an individual 
till superannuation even if the requirement for his or her skills were to be there for a 
shorter duration or were to change over time. Secondly, progressively changing 
requirements of the public sector benefits the government human resource in two ways: 
the newer requirements are matched by hiring from the general labor market without the 
necessity of procuring individuals from the internal civil service pool and building up 
skills through experiential exposure; the redundant skills can be laid off on the expiry of 
the contract. Thirdly, managers can write terms of reference for individual positions or 
classes of positions and carry out hiring according to them.  
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There was a perception in the departments that the policy did not lead to these gains. 
CAP has been criticized from a number of perspectives. The assessment attempted to 
analyze the criticisms with the aid of data. A number of criticisms were made in the 
report of the internal evaluation made by the Working Group for Reviewing Human 
Resource Policies of Government of Punjab—Contract Appointment Policy. Major issues 
as identified in the report were selected for further evaluation under the study. The results 
of the evaluation carried out under the study are given below:  

1. The Effect on Number of Vacancies   

The data showed that the number of vacancies declined with the implementation of 
the CAP. For instance, in the health sector where the lower level health facilities 
include RHCs and BHUs the data from 2006 to 2009 were analyzed. It shows that in 
all categories of doctors the number of vacant posts declined progressively. The 
decline was achieved by special efforts in the sector. They included the launch of 
Punjab Health Sector Reforms Program. But the data also reveal that contract mode 
of appointment was not an impediment to hiring doctors for rural health facilities. The 
following graph shows the trend of reduction in vacancies that are shown as a percent 
of total positions in each category on the y-axis.  

 

Figure D  Decline in the Number of Vacancies in the Rural Health Facilities  

 

The data relating to the second level health facilities in the districts were also analyzed. 
They shows that for the specialties the number of vacancies declined progressively over 
the years.  
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The following table shows the numbers of actual vacancies in positions for different 
types of doctors in the rural health care facilities: 

Table 15 Annual Vacancy Position of Doctors in Rural Health Facilities  

Type of doctors 
Total sanctioned 

positions 
2006 2007  2008  2009 

RHCs         
SMO  295  224 234  244  242 
Regular  295  220 220  220  220 
Contract   295  4 14  24  22 
MO  295  223 255  270  267 
Regular  295  137 137  137  137 
Contract  295  86 118  133  130 
WMO  295  127 175  198  190 
Regular  295  22 22  22  22 
Contract  295  105 153  176  168 
Dental Surgeon  295  110 198  222  218 
Regular  295  44 44  44  44 
Contract  295  66 154  178  174 
BHUs         
MO/WMO  1608  1280 1460  1490  1479 
Regular  1608  259 259  259  259 
Contract  1608  1021 1201  1231  1220 
Source: Punjab Health Sector Reforms Program.  

 The table shows that there was no palpable crisis in the shape of increasing vacancies in 
any particular type of doctors’ positions in the rural health facilities. The total number of 
sanctioned positions remained the same as the government focused on getting individuals 
to fill the vacancies instead of expanding the network of facilities. In fact the end of the 
year filled positions kept rising. The vacancies were only being filled by contract 
employment as the number of regular positions remained constant over the years. It can 
be deduced that the contract employment in its existing form was potent enough to attract 
a sufficient number of doctors to these positions in the rural areas. Where these numbers 
may be masking the turnover, it can still be concluded that contract employment was in 
the end able to provide an increasing number of doctors to the rural health facilities. The 
success is also attributable to government programs and initiatives in the rural areas. 

At the same time it is important to note that some vacancies remained even in 2009. 
These do not necessarily mean that fixed term contracts were the stumbling block in the 
way of government efforts. It could mean that the standardized pay packages may not be 
sufficiently attractive for some positions, the recruitment process is not time efficient and 
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there is a lag between creation of a vacancy and its filling or that some facilities did not 
receive the management attention that was given to others.  

Paramedical staff were also hired on contract under CAP. The data for the province for 
rural health facilities show that the vacancies were progressively filled over the years. 
The vacancies of Lady Health Visitors in RHCs as a percent of total sanctioned positions 
dropped from 8 percent in March 2006 to 2 percent in March 2009 (see the following 
table). For the same duration the vacancies in LHVs in the BHUs came down from 13 
percent of the total to 5 percent.  

 

Table 16 Vacancies in Paramedical Positions in Rural Health Facilities  

# Name of Posts Sanctioned 
Filled 
as  0n 

31-3-06 

Vacant 
as 

percent 
of total 

 Filled Up 
to 

30.06.2007  

 Filled Up 
to 

30.06.2008 

 Filled 
Up to 

March, 
2009 

Vacant 
as 

percent 
of total 

1 Nurses 1758 0 _ 612 1100 1155 34% 
2 LHV (RHC) 292 268 8% 280 286 286 2% 
3 LHV (Additional) 292 0 _ 0 235 255 13% 
4 LHV(BHU) 1608 1403 13% 0 1446 1520 5% 

Source: Punjab Health Sector Reform Program.         
 

From the table above, it is clear that employing paramedical staff on fixed term contracts 
allowed meeting of requirements, progressively. A more detailed look at the sector could 
reveal any further impediments to completely closing the gap between demand and 
supply. The answers could lie in increasing salary differentially for specific facilities 
located in distant locations as well as a general increase in pay packages to match the 
market demand for wages for such expertise.  

 

Contract mode appointments were made in the C&W Department also. Over the years 
implementation showed an increasing number of engineers recruited on contract basis. 
The following table shows the trend. 

 

 

 

 



5 
 

Table 17 Recruitment of Engineers in C&W Department  

    Contract appointments made during the years   
No. of 

Sanctioned 
Posts 

No. of Posts 
filled 

(Regular) 
2006 2007 2008 2009 # of Vacant 

Posts 

394  327  9  12  0  26*  20 

              

* Appointments 
made by Public 
Service Commission 
in March 2009 

  

Notes on criteria for recruitment:   

15% by Promotion having B.Sc. (Engineering) as Sub Engineer   

20% by Promotion having Diploma & Seniority/Fitness Basis.   

65% direct recruitment having B.Sc. (Engineering) through Public Service Commission  

Source: E-II Section, C&W Department.  

The table shows that the number of contract employees in the department at the junior 
level was rising. This trend indicates that contract employment is not an insurmountable 
constraint for the department and it was able to attract a number of qualified individuals 
to its positions. The number of vacancies that remained indicates that either the 
department did not get the desired level of qualifications or the remuneration on offer was 
low for the labor market.  

2. Turnover in contract positions   

A common concern in the departments is that qualified individuals do not stay for very 
long if they are hired on fixed term contracts. On the other hand, if they are offered a 
regular post they are more likely to stay. The second result is attributed to the assurance 
of long term employment. In these discussions there are several aspects that are often not 
given due attention. For instance, for technically qualified individuals, is continued 
employment a real and overriding concern in the labor market is an issue that has not 
been thoroughly analyzed. If the public sector salaries are low and the bigger incentive is 
an assurance of long term employment, is this alignment of incentives creating a self 
selection impetus toward the public sector for individuals who would fear a competitive 
labor market? If fixed term contracts are allowing a degree of turnover, is it higher than 
what labor market efficiency would demand? Unfortunately, answers to these very 
important questions could only be provided by systematic analyses which were not 
possible within the scope of this study. They would require data that could not be 
accessed despite the best efforts of the survey team. Neither the health nor the education 
authorities had the data to clearly calculate the turnover in various categories of contract 
employees. These are important questions from the point of view of planning a human 
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resource policy for the public sector in Punjab and therefore could be the basis of further 
work in the departments.  

The available data had many limitations. An important one was that exit events from the 
department are not systematically recorded in health and education. In both the sectors 
despite repeated efforts it was not possible to clearly find out the number of contract 
employees resigning or not continuing at the end of the contract duration. This created an 
impediment to calculation of turnover in the sectors.  

The interviews with the field level managers in Attock, Faisalabad, Lahore and Lodhran 
revealed that a significant number of exits were accompanied by rejoining a different 
position in another location. In such cases, individuals seek more suitable job locations. 
Since the CAP did not allow transfer of contract employees this is the only mechanism 
available to them. The reported cases are far superior to the unstoppable transfers in the 
department for two reasons. One, this phenomenon brings in efficiency gains as 
individuals seek suitable job locations upon creation of vacancies. Second, relocation 
desires do not create systemic pressures as are commonly reported in health and 
education sectors where transfers and associated issues create havoc with management 
schemes.  

Indirect evidence does not support the high turnover thesis. Both the health and education 
department stock data reveal that the number of vacancies has been declining. This at 
least means that even if a large number of contract employees discontinue work an even 
larger number are electing to join those positions. There are no data to indicate that only 
the experienced individuals leave and they are replaced by fresh graduates. 

Evidence from the school sector in education shows that the turnover of fixed term 
contract teachers is not a destabilizing issue. In the absence of systematic compilation of 
data, as reported above, the study team calculated the turnover in schools at an aggregate 
level. For this purpose the beginning of the year and end of the year occupancy against 
available positions were determined using the school census data. At the same time, the 
number of new recruitments in each category in that duration were ascertained. Using 
these data turnover for different types of school teachers were calculated. These 
calculations do not distinguish between teachers who resign a position in one school to 
join another position in another suitable location. So it can be said that the net turnover 
may be underreported using this methodology by the number of such movement within 
the sector. The results of these computations are given in the table below: 
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Table 18 Turnover of School Teachers 

    2004 2005 2006 2007 2008 
ESE * C 7219 6380 6143 1269 1872*** 
 C-R** -333 4803 -2187 -1176 1872 
SESE* C 1462 2841 3866 1086 1356 
 C-R** -221 1474 1634 -133 1356 
SSE* C 661 1382 1320 794 1232 
  C-R** -491 1055 600 387 1232 
Notes: 
Calculations are based on PESRP data.  
C = Change in sanctioned positions compared with last year. 
R = Recruitment made in that year.  
* The first row in each category of contract teachers shows the change in vacancies compared with last 
year. The change occurred either by addition of new positions or re-designation of earlier regular 
positions to contract employment.  
**  The negative numbers indicate that recruitment was more than the change in the sanctioned strength, 
possibly to fill up vacancies created by those leaving the job. These can indicate that the number that left 
was larger than those who joined. The positive numbers indicate that the recruitment was less than the 
change in the sanctioned positions.  
***There was no recruitment in 2008.  
 

The above table shows that the turnover calculated in an indirect manner is not a major 
issue in school teachers. For only three years, the number of teachers that left the jobs 
were such that difference between new sanctioned positions and recruitment was 
negative. In other words, recruitment was more than the newly designated positions for 
that category, indicating that some new teachers were recruited to fill up the vacancies 
created by those leaving the job. The negative numbers indicate that recruitment was 
more than the change in the sanctioned strength, possibly to fill up vacancies created by 
those leaving the job. These can indicate that the number that left was larger than those 
who joined. The positive numbers indicate that the recruitment was less than the change 
in the sanctioned positions. For the ESE, the number was 1.48 percent of the total 
contract teachers in that category in 2004, 7.03 percent in 2006 and 3.38 percent in 2007. 
For SESE, it was 5.23 percent of the total SESE in 2004 and 1.27 in 2007. For SSE it was 
a high 22.51 in only 2004. For all other years the difference between sanctioned positions 
and recruitments being positive, it was not possible to calculate the turnover using this 
method.  

3. Level of motivation of contract employees  

It has been argued that the contract employees are not motivated enough due to the fixed 
term nature of the contract. Compared with them the regular employees are motivated 
because they see long term incentives in the career. It is difficult to agree that long term 
employment is the only major factor affecting employee motivation. Low salary, delay in 
promotion or promotion in distant future, low probability of getting promoted to senior 
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ranks and other environmental factors seem to be completely ignored in this argument. 
The fact that the contract employees by and large have been given extensions periodically 
is also not taken into account in this argument.  

The study looked at employee motivation by attempting to find out direct and indirect 
evidence. Direct evidence was collected as part of the survey of contract employees 
which is reported below in the section of survey of contract employees. Indirect evidence 
was collected in four districts using manager interviews. These interviews and data from 
the managers indicate several important facts. The contract employees have helped solve 
the problem of absenteeism. Both district level education and health managers reported 
that there was less absenteeism among the contract employees. Disciplinary cases were 
less in number. In most cases only a few disciplinary cases were reported. Compared with 
regular employees the violations of discipline as indicated by disciplinary cases were 
smaller for contract employees.  

4. Discipline   

Many officials averred during interviews in March and June 2009 that the contract 
employees had little stake in the system and therefore did not observe discipline and 
norms. The evidence collected in the four districts does not agree with these assertions. 
Most of the field managers found the contract employees to be very amenable to 
discipline because comparatively simpler procedures were in place to deal with violation 
of codes and norms. The following table shows that the managers find it easier to deal 
with contract employees compared with regular government servants when it comes to 
discipline.  

Table 19  Disciplinary cases of Contract Employees in Sample Districts 

(2004 to date) 

Contract Employees  Terminated on 
account of 

District Department 
Violation of 

Rules Absentees  Low 
Performance 

Major 
penalty 

imposed on 
regular 

employees  
Education  - - 69 46 Faisalabad 
Health - 6 1 6 
Education  - 1 - 0 Lodhran 
Health - 1 1 0 

Source: District offices of education and health in Faisalabad and Lodhran.  

It suggests that the contract employees are much more amenable to discipline than the 
regular government servants. There are lower administrative costs of imposing penalties 
on contract employees due to simpler procedures and absence of associated legal costs. 
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This creates a higher readiness in managers to take action when it is required. As a result 
there is a higher probability of action against contract employees in the departments and 
their field formations. Compared with these numbers the district level managers could not 
provide any cases of regular government servants against whom similar action had been 
initiated and completed with comparable alacrity. Mostly the disciplinary cases, unless 
very serious, do not reach their logical conclusion. Imposition of penalty in many cases 
leads to court proceedings burdening the department and managers by claiming 
resources, time and effort. As a result there is a lower readiness to impose similar 
penalties on regular government servants.  

 

5. Managerial discretion   

Contract employment policy envisaged placing more discretion in the hands of the 
managers. This was an important objective which if achieved would have loosened up the 
rigid human resource management system of the civil service in the province. Lumbered 
with the staff and subordinates of someone else’s choice, a manager in an ordinary 
service delivery facility has very little discretion in choosing his team. The facts that he 
may not be able to transfer out people or accept only those that he finds to be good 
workers further curtail his managerial domain. The CAP created the potential of 
managers hiring individuals according to their assessment. It also allowed managers to 
fire employees that did not perform well.  

The potential however largely remained untapped due to certain administrative reasons. 
The CAP itself placed restrictions on managerial discretion. In most cases hiring, that 
was formally to be done at the local level, was only initiated as a result of central level 
decisions. For instance, educators for schools were hired only as a result of a central 
decision. The schools identified the needs but neither the school heads nor district 
education managers could select individuals for vacant positions before the central 
decisions authorized them to do so. The centralization of hiring decisions took place as a 
mechanism for policy and expenditure control. This majorly diminished the potential of 
exercising managerial discretion to address local problems. Compared with some other 
stop gap arrangements, the CAP did not envisage managers hiring individuals for their 
own teams. For instance, under the Faroghe Taleem Fund, an amount raised by the school 
through donations, the heads can hire individuals as teachers to fill up temporary 
vacancies and ensure that students have teachers in the classrooms during the academic 
sessions on the calendar. The CAP did not mandate them to carry out such hiring to fill 
out vacancies. Recruitment could only take place at the district level through the 
committees notified under the provisions of the policy. It seems that the policy adopted a 
cautious approach to prevent any nepotism or partisan discretion influencing recruitment 
of contract employees. As a result it also reduced the managers’ potential to find 
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immediate and locally feasible solutions to human resource deficiencies in their facilities. 
In this way, the CAP followed the usual practice of cautionary centralization of decision 
making.  

Interviews with field level managers revealed that no local level hiring was done in 
education in Attock, Lodhran or Faisalabad. On the other hand the health recruitments 
fared better. The system allowed walk-in interviews for doctors aspiring to serve in the 
rural health facilities. The mechanism worked well for timely filling up of vacancies.  

 

6. Effects on service delivery   

An important implicit objective of CAP was to improve service delivery by allowing 
more discretion to managers over employees. It was discussed in the CAP that the regular 
employees were weakly accountable for their outputs even when the rules did not say so. 
This was on account of the ineffectual procedures to discipline employees and the low 
certainty of adverse outcomes when courts are involved to set aside management 
decisions. Compared with disciplinary and accountability arrangements of the regular 
employees, CAP carefully placed the accountability for compliance with discipline and 
achieving organizational targets and desired results of assigned work in the hands of the 
field level managers. The absence of a system of appeals, although not fair, was also 
created to ensure that the system does not meet the fate of the disciplinary system of 
regular employees. No systematic evaluations have been carried out in the departments to 
see if there have been gains to service delivery after implementation of CAP. 

The study approached the subject from two perspectives. Interviews with beneficiaries 
and managers were used to make a qualitative assessment. At the same time a fair amount 
of effort was put into creation of a dataset for assessment of contract employment on 
education outcomes. Similar efforts did not yield results in the health sector due to the 
state of data reported by the officials.  

The beneficiary interviews were conducted as focus group discussions in Attock, 
Faisalabad, Lahore and Lodhran. The four districts were selected to represents different 
geographical regions of Punjab and draw on a rich experience of contract employment in 
health and education sectors. Both rural and urban residents of the districts were included 
in separate groups. The results showed that there was a marginal improvement in service 
delivery that was linked to contract employees. The focus groups could not discount the 
effect of other government programs on service delivery. The detailed report of the FGDs 
is placed at Annex IV.  

The beneficiary perceptions in most locations sensed an improvement is service delivery. 
They could not clearly attribute the improvements to contract employees joining the 
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service delivery facilities, RHCs, BHUs and schools. The positive impressions in most 
cases were of overall improvement in services. At the same time, specific questions were 
directed in the FGDs toward finding out if contract employees made a positive difference. 
The perceptions ranged from that they did to that they were similar in performance to 
regular employees. In no case could the FGDs find out that the performance of the 
contract employees was worse than the regular employees. It was not reported by the 
beneficiaries that the contract employees were tardy, absent or less motivated than the 
regular government servants in these facilities.  

The field level managers reported that the contract employees were amenable to 
discipline. They responded to their control and direction well. They performed their 
duties satisfactorily. In most cases it was reported that their discipline was better than the 
regular employees. In some cases the local managers recommended regularization 
because the contract employees worked hard and therefore should be rewarded.  

To empirically assess the impact of contract employment on service delivery a dataset of 
schools was prepared. There are 51,419 primary schools, 12,256 middle and 5,158 high 
and higher secondary schools in Punjab that were recorded as functioning on October 31, 
2008. Out of these 61235 had students enrolled for class 5. Data for the schools are 
collected through an annual school census conducted through administration of a form on 
the same date every year. The census data are then entered into a central database 
maintained by the Punjab Education Sector Reforms Program. The database had yearly 
observations on the state of physical infrastructure, school management, SMC 
functionality, number of students, type of teacher classifiable by more of employment 
and other school specific information. On the other hand, Punjab Education Commission 
is responsible for conducting an annual exam for class 5 in addition to exams for class 8. 
The exam data are in the form of score obtained by each student in each subject.  

The two datasets were combined to create a panel from 2003 to 2008. During these years, 
class 5 exams were conducted in 2006, 2008 and 2009. PEC did not conduct the exam in 
2007. Its exams were held in spring every year when they were conducted providing an 
assessment for the previous year’s class 5. The exam results were combined with the 
previous year’s school data.  

The contract employment index was regressed on school results. The regression results 
show that contract employment has a positive effect on school average scores for primary 
exams. When the individual subject scores were regressed on the contract employment 
index the results showed that in most cases, contract employment had a positive effect on 
individual subject scores.  

The total school marks and the contract employment were both in logs. It indicates that a 
one percent increase in the fraction of contract employment of the total school 
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employment of teachers has a 0.2 percent increase in the average school marks. The 
result is significant at 1 percent. When average individual subject scores were regressed 
on contract employment index the effect was negative for mathematics and positive for 
English and Islamyat. For mathematics and English it was significant at 10 percent and 
for Islamyat it was significant at 1 percent. The head’s grade, indicating the seniority and 
experience of management was used a control variable. It showed mixed results, both 
positive and negative but all were significant except in case of English. The senior grade 
heads were present in middle or high schools. It could be indicating that primary received 
less attention when higher sections were part of the school.  

The regressions for middle school results and high school exams were also carried out. A 
sample of 2451 middle and high schools where there was enrolment in class 8 in 2008 
was selected. Due to the organization of the database, as described above, the sample was 
random. The PEC results for 2009 and 2008 were added to the school data to create a 
panel for two years. The contract employment index was similarly created by dividing the 
number of contract teachers by the total teachers recorded on the census day in the 
school. The average total marks obtained by the school was created as a variable from the 
PEC exam data. Regression of contract employment index on average total marks 
showed that the effect of contract employment on school average scores was not 
significant except for mathematics where the effect was negative and significant at 1 
percent level.  

For the high school level the data had some limitations. The exam data were only 
available for one year for the exam conducted in 2009. Further, the data were not 
disaggregated by subject scores or school average scores. Only number of students who 
passed the exam and the pass percentage were available. Combining these data with the 
school data, 1289 observations for a cross section were generated. The results on this 
dataset showed the effect of contract employment index on pass percentage of the school 
was positive but not significant. At the same time, the short term hiring under Faroghe 
Taleem Fund, where hiring could be done by the school head was indicated by 
expenditure from the fund. A variable was created to normalize the size of the fund by 
dividing expenditure from the fund by the size of the fund. The results showed that the 
effect of this variable on pass percentage in the matriculation exam was positive and 
significant at 1 percent. The functioning of the school councils indicated by the number 
of meetings was not significant.  
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C. Work environment of contract employees (Employee Perspective)   

The contract employees in general felt discriminated in assignment of certain 
responsibilities. The CAP itself cautioned assigning financial powers to contract 
employees. The government systems imbibe an olden notion that financial matters are 
best protected when they in the hands of regular government employees. They have long 
term interests at stake and could also be held accountable through pension payment 
prospects after retirement. It is another matter that no analysis seems to be there to 
explain the popular complaints of corruption relating to regular employees. Corruption, in 
addition to any specific rules, is amenable to action under criminal law. Explicit 
provisions in the Pakistan Penal Code provide for action against any unlawful actions 
relating to financial matters in the hands of legal custodian. Therefore the caution is not 
readily understandable. The practice of not assigning certain responsibilities to contract 
employees also falls in the same category. 

Survey design 

The survey of contract employees documented the work environment issues in detail. The 
survey was conducted in four selected districts of Punjab. A sample of teachers, doctors 
and paramedics were interviewed under this survey. Following was the sample size 
completed: 

Table 20  Survey Sample of Contract Employees   
# District Teachers Doctors Paramedics* Others Total 
1 Lahore 206 40 70 2 318 
2 Faisalabad 294 81 74 0 449 
3 Attock 142 66 54 0 262 
4 Lodhran 80 25 59 0 164 
  Total 722 212 257 2 1193 

* Inclusive of Nurses, Dispensers, Vaccinators, Lady Health Visitors  
 

For the survey, a comprehensive questionnaire was developed in coordination with 
PRMP and other stakeholders.  The questionnaire was developed in English and then 
translated in Urdu to ensure uniformity in understanding of questions to the respondent 
and minimizing information and interviewee bias during data collection. It was field 
tested and revised. The questionnaire comprised of the following topics: 

1. Contract duration 
2. Reasons for joining sector on contract employment 
3. Recruitment & Induction 
4. Performance Evaluation 
5. Training and Development 
6. Workplace Discrimination 
7. Pension & Benefits 
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Data were then collected by administering the questionnaire in the four districts between 
June 15 and July 5, 2009. The questionnaire was used for data collection as a self 
administered instrument.  Each session included 35-40 respondents belonging to one of 
the three categories. In all a total of 1193 contract employees were interviewed. Among 
them 61 percent were school teachers, 22 percent were classified as paramedics and the 
remaining 18 percent were doctors as shown in the figure below. 
 

Figure E  Categories of respondents 

 
 
 
Sixty eight percent of the contract employees interviewed had worked in the present 
capacity for more than 3 years, 24 percent for between 2 and 3 years and 7 percent for 
less than a year. The profiles indicate that the perceptions were reliable having been 
formulated over more than two year of contract employment with the government in case 
of 93 percent of the sample contract employees. Among the school teachers 95 percent 
had been working on contract for more than 3 years, among doctors 33 percent belonged 
to this category and among the paramedics the percentage was 24 percent. Those who 
had been working for 2 to 3 years included 61 percent among paramedics, 46 percent 
among doctors and only 5 percent school teachers. Twenty two percent doctors and 16 
percent paramedics had been on contract jobs for less than one year.   
 

Willingness to work in the public sector  
The survey covered the contract employee perceptions from various perspectives. 
Whether public sector was the first choice and what were the motivations to join the 
public sector was the first area of inquiry. Based on the experience in the public sector so 
far, 93 percent of the respondents said that they would like to work for the public sector 
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in the future while only 7 percent preferred the private sector. The question why they 
opted for the present contract job resulted in various responses. Among school teachers, 
74 percent said that they had a personal inclination toward government jobs. The same 
reason was given by 67 percent doctors and 78 percent paramedics. According to 34 
percent responses from school teachers, 28 percent doctors and 42 percent paramedics, it 
was the only option they had. Twenty six percent school teachers, 22 percent doctors and 
30 percent paramedics also said that the job was close to their home and that was the 
reason for their preference. Preference due to salary and perks was mentioned by 18 
percent school teachers, 23 percent doctors and 20 percent paramedics.  These responses 
are noteworthy for policy making. They show that despite the nature of the contracts, 
public sector employment has a very high preference rate in the labor market of teachers, 
doctors and paramedics.  
 
When given options for attraction toward the public sector jobs the survey participants 
ranked these options according to their preferences. Job security was ranked the highest 
by the majority of respondents (41 percent), opportunity to serve people was ranked the 
highest by 39 percent, professional learning and opportunity by 10 percent, social 
prestige by only 5 percent, only 4 percent considered salary and perks as the most 
important consideration, and better rights and treatment was ranked the highest by only 2 
percent. The main reasons for majority of respondents to opt for the current position were 
job security and an opportunity to serve the people. The ratios differed by category of 
respondents as shown in the figure below.  
 

Figure F  Reasons for opting public sector contract jobs 
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These are important findings showing that fixed term contract may increase uncertainty 
in the longer term prospects but still job security remained an important attraction for 
contract employees. The general perception that contract employees do not take fixed 
term contracts to be offering any amount of certainty in career prospects is not borne out. 
It is only that they perceive their situation to be less certain than regular employees and 
given an option would like to achieve their level of certainty as is shown in another set of 
questions.  
 

Recruitment and contract management  
In general recruitment and induction processes got good marks from the survey 
participants. In this particular area, the result may suffer from a selection bias and 
therefore should be interpreted with caution. The fairly high percentages of respondents 
had no complaints with the process. Ninety two percent (92 percent) respondents said that 
the process had been fair and transparent. On further probing about the process, 98 
percent said that the post had been advertised, 99 percent had appeared for an interview. 
On the whole 85 percent believed that the overall process had been competitive. 
However, only 9 percent said that a written test had been conducted.  
 
At the time of induction the contract employees did not receive informative briefings 
uniformly. They were asked if they received an induction briefing and if the details of the 
contracts were explained to them. In response 88 percent respondents said that the 
contract details had been explained to them and 65 percent had been given an induction 
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briefing. Out of those who had received an induction briefing, 80 percent were satisfied 
with it. On further discussion about induction process, 71 percent said that they had been 
given a job description, 79 percent had been informed about performance evaluation and 
81 percent said that performance evaluation was part of the contract. Majority of the 
respondents (77 percent) said that they were given an indication that the extension of the 
contract was based on their performance. However, only a quarter (26 percent) said that 
they went through the required training at time of induction.  
 
The survey was also designed to find out if the contract employees adjusted to the job 
requirements quickly or not. Paramedics were quick to come up to the requirements and 
78 percent said that they had done so in less than a month. Among the school teachers 75 
percent and among doctors 55 percent said that it took them less than a month after 
induction to perform according to the requirements of their jobs.  
 
Job descriptions and statement of duties form the basis of performance evaluation. They 
also spell out the tasks a contract employee is to perform and serve as a major factor 
toward motivation. The respondents were asked if they had been given any written job 
description. Forty eight percent said that they did receive one, while 52 percent said that 
they had only received verbal instructions. A large majority (84 percent) said that they 
had been assessed for performance. Out of those who said they had been assessed for 
performance 78 percent said that performance assessment had been done regularly and 
took place once a year while 21 percent were of the opinion that it was not regular. The 
survey results show that performance evaluation remains a weak area contract 
employment.  
 
The contract employees were asked if they thought the result of performance evaluation 
will be basis of their contract renewal or should it be linked with any performance 
reward. Among those who said they were being assessed, 82 percent said that they were 
aware of the process and among them 69 percent said that they were satisfied with the 
process while 65 percent believed that the evaluation was being done according to the 
contract. Only 31 percent said that their last performance had been discussed with them, 
and close to half (54 percent) said that it was fair. About three forth (72 percent) agreed 
that they would be willing to link their contract renewal to their performance. However 
93 percent were willing to link their performance with regular employment. Fifty percent 
(50 percent) said that it will be the basis of their contract renewal and 71 percent said that 
it should be linked with performance reward. A very small proportion (7 percent) thinks 
that performance evaluation won’t matter much if they are regularized.  These numbers 
demonstrate that the emphasis on performance evaluation enshrined in the CAP has been 
duly introduced in the departmental practice. The following figure shows that contract 
employees rate performance evaluation as important to them.  
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Figure G  Importance of performance evaluation 

 

 
 
 
A quarter of the respondents (24 percent) thought that their performance was more 
emphasized by management in decision making, while 65 percent did not think so and 10 
percent did not know. This shows that despite the importance given to it, managerial use 
of performance evaluation is not seen as ubiquitous. Three quarters (74 percent) of the 
respondents said that for regular employees performance evaluation did not have much 
importance. It is an open question if this is one of the reasons for attraction of 
regularization.   
 
The contract employees were asked if they thought that regular employees had better 
skills than them. Seventy percent said that this was not so. However among those who 
agreed (24 percent) said that regular employees had better skills than the contract 
employees, 72 percent said that it was due to additional trainings.  

Long term prospects  
For contract employees to perform best, they should see their current contracts as a step 
toward long term career goals. At present the contract employment despite its appeal and 
experiential worth does not seem to be offering opportunities for professional 
development. A high percentage (67 percent) did not think that their current job offers 
professional growth. If we disaggregated category wise, a higher percentage of school 
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teachers (71 percent) than the others, did not think that the current job offered any 
professional growth (see figure below).    
 

Figure H  Professional growth in current job 
 

 
 
 
Eighty seven percent of the respondents said that they had not been given a career 
progression path and 84 percent said that the current contract employment does not fit in 
with their long term career plans. Among these respondents, teachers were the most 
affected. Contract employees were asked if their status as a contract employee gave them 
flexibility to join any other job in the private sector or public sector compared with a 
regular employee in their position. Seventy eight percent (78 percent) did not think so. 
Among those who said that the flexibility is there (22 percent), 48 percent said that they 
valued this flexibility above being regular.  
 
More than half (52 percent) said that they thought their present job prepares them for a 
better career, while 37 percent did not agree with this and 11 percent were not sure. 
Category wise, a higher percentage (58 percent) of paramedics thought that the job was 
preparing them for a better career (see figure below).  
 

Figure I  Current job prepares for a better career 
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Workplace Discrimination 
The working group last year pointed out that the contract employees were not seen to be 
worthy of certain responsibilities mostly those of financial nature. The survey attempted 
to find out if the contract employees were treated similar to regular ones or not. 
Comparing their situation with the regular employees, contract employees were asked 
how satisfied or dissatisfied they were about specific areas. A vast majority (77 percent) 
were dissatisfied when they compared themselves with regular employees with regards to 
salary. This is an important finding when seen in the context that the contract employees 
were generally paid more than the basic salary of the regular employees. This could be 
attributed to the additional allowances and non-monetized benefits that only accrue to 
regular positions. Similarly, 87 percent were dissatisfied with leave policy, 83 percent 
were dissatisfied with medical policy and benefits offered, 76 percent with housing and 
housing related benefits, 85 percent with benevolent fund, 87 percent with other 
allowances like GP fund, 88 percent with appeal and grievance redress, 90 percent with 
pension policy and 82 percent with job rotation and growth opportunities.  
 
The contract employees on the other hand were satisfied in three other areas. Thirty two 
percent were satisfied with the level of performance evaluation, 25 percent with training 
opportunities and 32 percent with trust and responsibility. 
 
Compared to regular employees, 69 percent respondents said that they were made to 
work more, while 27 percent were of the opinion that the work load was equal. Majority 
(72 percent) of the respondents also said that they were less likely to be allowed to be 
absent or given leave.  These findings substantiate other insights obtained during the field 
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visit interviews that suggested that the contract employees were more amenable to 
discipline compared with regular government servants. The following figures show the 
percentage of views of different categories of contract employees on work assignment 
and treatment under leave provisions.  
 

Figure 1  Comparison with regular employees regarding work load 
 

 
 

Figure K  Comparison with regular employees regarding leave and absence 
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The feeling of discrimination in comparison with regular employees was seen in nearly 
every area which was asked. Majority respondents said that they were being 
discriminated in delegation of work (62 percent), leave policy (68 percent) and 
responsibility of key tasks (64 percent). A lower percentage said that they felt 
discriminated in disciplinary matters (56 percent) and performance evaluation (59 
percent). Twenty six percent felt that they were discriminated in consultation of matters 
regarding future or strategic issues while 22 percent said that it was in planning for 
service improvement. Less than half (39 percent) said that they were discriminated in 
financial matters.  These numbers indicate that CAP implementation did not accompany 
an attitudinal change in public sector managers. They continued to rely more on regular 
government employees in many situations.  
 

Figure L  Discrimination as compared to regular employees (category wise) 
 
 

 
 
 
The respondents were asked if their status of being a contract employee had a negative 
effect on their management abilities like maintaining discipline in the office etc. Nearly 
half (49 percent) said that it had a negative effect while 41 percent did not think so, 9 
percent were not sure. As a contract employee, only 11 percent said that they had made a 
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complaint against their regular subordinates. Among those who had made such a 
complaint, proportion of doctors was the highest 25 percent, followed by school teachers 
(8 percent) and paramedics (5 percent). 

Pension & Benefits 
Pension and benefits are seen as a means to financial security upon retirement. The 
country does not have a wide ranging pensions program. Social security options are 
limited to few. Regular government employees on the other hand enjoy pension benefits. 
This is an important omission in CAP. The contractual employees were asked which type 
of scheme or benefits they would prefer. Ninety two percent (92 percent) said that they 
would prefer government pension schemes as offered to regular employees. Similarly 
about GP fund, 89 percent wanted the same GP fund as offered to regular employees. 
While discussing other choices, only 18 percent agreed with equivalent amounts of 
money offered to them per month with the option of private investment. The other choice 
given to respondents regarding GP fund was, equivalent to GP fund invested for them in 
private sector. Very few (15 percent) were in favor of this option. A very high percentage 
(81 percent) of respondents was not satisfied that they were being paid 30 percent extra 
compared to a regular employee in lieu of pension and other benefits.  

Perceived advantages of regularization  
Discussing the advantages of regularization, a few advantages were mentioned to the 
respondents and they were asked to rank them. The highest percentage (26 percent) of 
respondents said that social status of the government employee was the main advantage. 
Twenty five percent mentioned that there was no fear of being fired, 21 percent said 
promotion to higher rank, 17 percent thought it was pension benefits, 8 percent 
considered long term career, 3 percent preferred transfer to other positions and 1 percent 
each were for more independence from management and less consequences of weak 
management. 
 
 

 

D. Public employment and departmental management   

Fixed term contract employment if designed properly could provide senior managers with 
an effective tool to match skills with requirements in the organizations. Compared with 
regular employment contract jobs can be offered to fill short term vacancies, changeable 
skill requirements and brought in for cost-saving on legal procedures related to regular 
employment. Fixed term contracts allow more flexibility to managers.  

There is not much evidence that CAP could be used by field level managers to bring in 
flexibility to their organizations. The public sector organizations by and large relied on 
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central recruitment decisions even when issues were local. The distrust for the local or 
decentralized entity is very high in the government bordering on the suspicion. Due to 
this reason the central level management took most of the decisions on when and how to 
fill up vacancies. It was implicit in the CAP that field level managers authorized to recruit 
individuals will do so as soon as a vacancy was created. Following the process laid down 
by the government at times it was not possible for them to take initiative. The 
government approached CAP implementation cautiously laying down uniform processes 
to reduce monitoring costs. At the same time recruitments were made at certain points 
during small windows created for this purpose in the blanket ban on recruitments. 
Schools did not get the teachers in time when there were vacancies but could only get 
them when the district level committees made recruitments under the provincial level 
decisions.  

The CAP did not envisage enabling of field level managers to the extent that they could 
fill up positions for short term requirements. This was not a clear objective of the policy. 
Contract employment was seen as a policy shift pursuing central objectives of reduction 
in pension liabilities but without enabling managers to pursue efficiency gains.  
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VIII. Conclusion: Overall Assessment of CAP  

CAP implementation has been a useful experience for the departments. On the whole, a 
number of positive experiences can be identified. At the same time, there are issues that 
require policy attention. Both types of experiences are listed below: 

 

Major Successes 

1. CAP implementation increased the number of fixed contract employees in the 
government significantly. The fact that CAP implementation led to 23.61 percent 
of primary teachers, 13.6 percent secondary teachers and 18.83 percent of higher 
level teachers on fixed term contracts by June 2009. In the health sector, by the 
same data 44.1 percent of MOs, 57 percent of WMOs and 59 percent of Dental 
Surgeons in RHCs and 76 of MOs and WMOs in BHUs were on fixed term 
contracts. The percentages for important paramedical staff were much higher. 
This shows that the main objective of CAP was met and as a policy instrument it 
was successful in achieving the shift from regular government employment to 
fixed term contracts in five years.  

2. It allowed a readily feasible option to departments to recruit individuals into 
government employment offering fixed term contracts and simple mode of 
recruitment. Recruitment was decentralized to recruitment committees at various 
levels, decreasing the time to recruitment from the lengthy process of PPSC to 
effectively a 12 weeks timeline.  

3. The new basis of contract operated outside the Civil Servants Acts and its related 
rules. It was also not regulated by other acts that provide a basis to government 
employment. Due to its legal nature, CAP created a simplified basis for 
contractual relationship between government and an employee. This contractual 
relationship was clear and based on clear performance and was output oriented. 
Unlike the regular civil servants, the contractual relationship did not run into 
implicit guarantees of employment with government rendering discipline and 
accountability ineffectual.  

4. Implementation mechanisms worked satisfactorily. No rules exist to 
institutionalize the mode of employment in the departments. On the other hand it 
has also not offered longer term career options to contract employees, 
contributing to the pressure for regularization.  
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5. Efficiency gains were made. Unlike the regular mode there is no compulsion for 
the government to retain individuals on the payrolls if the skills is no more 
required. The changeability of skill mix in the public sector is much higher 
compared to regular employment.  

6. Absenteeism and discipline improved. Compared with regular employees, 
contract employees are more amenable to discipline due to the simplified 
procedures  for dealing with absenteeism and other disciplinary matters.  

7. Simultaneous to CAP implementation, there was a strong trend of declining 
vacancies in different positions in education and health. The contract mode of 
employment was a contributory factor to this outcome even if not the only one. 
Other government programs helped achieve a higher number of filled positions in 
rural service delivery facilities.  

8. The effects on service delivery are weakly positive in elementary education. In 
some cases it can be concluded that at least there is no adverse effect on service 
delivery in education, health and other sectors. Access to and outreach of 
government programs in many sectors improved as a result of allowing contract 
employment to the departments. Sufficient data are not available to analyze the 
effects on quality of service. The beneficiary interviews and meetings with field 
managers, that were admittedly few and non representative, showed a high rate of 
satisfactory performance by contract employees.  

9. The nature of the contractual relationship in government employment changed 
where fixed term contracts were instituted. The contract employees were less 
certain of retention and placed a higher value on performance in the post due to 
the nature of the contract. This meant that there performance toward 
organizational objectives was higher.  

 

Important Failures  

1. CAP implementation centralized recruitment decisions curtailing field managers’ 
discretion. This sometime led to delays in filling up of vacancies. It also did not 
allow managers to use the newly available mode of recruitment as a readily 
available solution to human resource shortfalls in the facilities in their area of 
responsibility.  

2. Performance evaluation was simplified but it was tilted largely in favor of 
financial probity. The abundant caution to ensure that no financial irregularity 
could be tolerated remained the dominant concern. Performance evaluation did 
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not evolve tangible performance evaluation indicators creating a source of 
motivation for the contract employees. 

3. Long term career signals were unclear. In education, health and other departments 
where the departments were interested in retaining contract employees over 
longer term, no career path options were delineated. As a result the contract 
employees were not motivated in seeking longer term career through linked fixed 
term contracts but only saw regularization as an option for higher certainty of 
work in the public sector in the future.  

4. Contract employees did not get benefits similar to regular employees. Leave rules, 
pension, contributory pension and appeals discriminated contract employees from 
regular employees contributing to their dissatisfaction.  

 

Remaining Issues for Policy Consideration  

There are certain issues that do not fall in either category but remain important 
considerations for policy consideration: 

1. Whether fixed term contracts create insecurity to the extent that individuals are 
demotivated and do not perform. Based on the data compiled during the study it 
was not possible to conclude that the contract employees are per se demotivated 
to work. At the same time, contract employees have a higher uncertainty of longer 
term career prospective. Another aspect of this uncertainty is related to the 
contract employment not providing strong guarantee of continuance in 
government employment till superannuation. Even if such uncertainty is part of 
the employment it does not amount to automatic demotivation on this count. If a 
longer term career is laid out through linked fixed term contracts conditional on 
continued performance, individuals would be motivated to perform well. If other 
incentives including periodic opportunities of training, professional development 
and selection for senior positions is on the offer, motivation should be quite high. 
Therefore there is a need to demystify the demotivation issue. Contract employees 
should be motivated through incentives instead of regular employment. These 
incentives should be clearly laid out and implemented through an efficient 
management.  

2. Employee motivation should be given attention but not necessarily through the 
narrow compulsion of regularization. It is worthwhile to observe that regular 
employment is not only distinguished from contract employment through the 
duration of the contract alone. A number of discriminatory practices, as discussed 
in the report, make regular employment attractive to contract employees. From 
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the government’s perspective it will be essential to remove practices that are 
discriminatory but retain fixed term contracts linking renewals them with tangible 
performance evaluation. A system of linked contracts will provide longer term 
incentives also. These measures when combined will optimize the quality and 
performance of human resource in the public sector.  

3. The demand for regularization should be analyzed to inform government decision 
making. If the contract employees in certain sectors are discriminated in terms of 
leave rules and other benefits, these anamolies should be removed. At the same 
time, fixed term contracts should be brought into a framework of rule-based 
management. This will reduce the uncertainty of contract renewal and 
continuance of contract. Improvements in fixed term contract environment may 
address most of the issues facing contract employees having an adverse effect on 
their satisfaction with their jobs.  

 

VIII. Recommendations   

 

Fixed term contracts have proved to be a useful mechanism for the government. The 
following recommendations are being made from improvements in contract employment:  

1. Contract employment should be continued with modifications in the policy, 
addressing the weaknesses and building on strengths as manifested in the 
experience so far. For this purpose, a revised contract employment policy with 
binding implementation guidelines should be adopted. With time, the guidelines 
should be updated and ultimately legislated as contract employment rules 
enabling departments bring in skills on fixed term contracts as and when needed.  

2. Fixed term contracts should be adopted for all the positions for which the skill 
requirements are likely to change over short to medium term, for which tangible 
outputs are required that can be measured and assessed, for which the labor 
market is well developed and close substitutes are available or for which it is 
difficult or inefficient to fill through regular employment.  

3. In order to procure more gains from contract employment, manager discretion in 
writing TORs, designing tasks, laying out performance indicators and recruitment 
decisions should be enhanced. This should be supported by ex post reviews and 
accountability of decisions.  

4. Contract employees should be treated in light of the labor standards adopted by 
the government and wherever feasible their status should be similar to regular 
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employees. This should be especially so in case of provisions for leave, 
contributory pension, disciplinary processes and career prospects.  

5. Contract employment, in cases where it is so desirable, should lay out longer term 
career prospects through linked fixed term contracts. In cases where only short 
term requirements are to be fulfilled this will not apply. A merit based system of 
recruitment to higher positions should be laid out which places substantial weight 
on experience in the linked lower positions.  

6. Recruitment should be merit based and decentralized, allowing managers to take 
timely action especially when vacant positions affect service delivery. In such 
situations the practice of prior approvals for filling in vacancies should be 
discontinued. Manager level decisions should be allowed to allow maximum 
gains from contract employment.  

7. Disciplinary procedures should be kept simple. Contract employment is a 
workable mechanism for enshrining performance accountability in the public 
sector. Tangible measures and clearer norms should be adopted to ensure that 
both sides of the contract have clearer understanding of the accountability 
requirements. At the same time a system of one appeal should be brought in to 
strengthen fair play in disciplinary cases.  

8. Performance evaluation system should be developed. As much as possible 
tangible performance evaluation indicators should be used to assess employee 
performance. A system of record keeping should be developed that allows access 
to accumulated performance records for managerial decision making.  

9. Contract renewal should not be automatic and should be linked with performance 
evaluation. For this purpose, performance records should be kept in forms that are 
readily accessible for contract renewal decisions.  

10. The salaries should be reviewed and brought in line with market conditions.  
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Annex I    Revised Contract Employment Policy (Draft) 

The following policy shall be called the ‘Contract Employment Policy’ of the 
Government of Punjab and it shall be followed by all departments. 

It comprises a policy provisions section and binding guidelines. For the purposes of 
compliance, guidelines shall be treated as part of the policy.  

 

Objectives of CEP 

The CEP is being given: 

1. To facilitate flexible government employment according to the specific needs of 
the departments and individual positions; 

2. To enhance managerial discretion over employees; and 

3. To clarify contractual obligations of the government to fixed term employees. 

 

Scope and Application 

The CEP will be applicable to all government departments, autonomous bodies and 
entities and organizations created under the authority of the government.  

 

General Policy Provisions 

The following policy provisions will guide contract employment in the government:  

1. A department may hire individuals on fixed term contracts in accordance with the 
policy guidelines.  

2. The fixed term contracts can be decided by managers on their own, without 
reference to a higher authority if they are so authorized under the policy or such 
powers have been delegated to them by the head of the department.  

3. Contract employment will be used to achieve an optimal mix of skills in the 
public sector. The managers should aim to identify positions suited to fixed term 
contracts and hire individuals on fixed term contract for these positions. For this 
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purpose they may move a case for declaration of a post for fixed term contract to 
the head of department or another authority authorized to make such declaration.  

4. Contract employment will always be made on the basis of clearly laid down terms 
of reference. A statement of duties will be prepared and made part of the contract 
to ensure transparency.  

5. All contracts will be awarded on the basis of merit. For this purpose a process of 
recruitment will be adopted in light of the recruitment policy of the government. 
Recruitment should allow all eligible individuals to be part of the process.  

6. Contracts of up to 3 months may be awarded to individuals identified through a 
head hunting process not requiring advertisement.  

7. Contract employment will not be the basis of right to be a civil servant.  

8. No regularization of contract positions will be made.  

 

Types of posts to be filled through fixed term contracts  

1. The following types of positions will be filled through fixed term contracts: 

a. Posts for which the skill requirements are likely to change over short to 
medium term 

b. Posts for which tangible outputs are required that can be measured and 
assessed 

c. Posts for which the labor market is well developed and close substitutes are 
available  

d. Posts for which it is difficult or inefficient to fill through regular employment  

 

Status of Contract Employees  

1. The contract employees will enjoy benefits equivalent to regular employees in 
accordance with the provisions of the policy laid down through implementation 
guidelines.  

2. Departments may give them financial and managerial responsibilities where required.  
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3. Contract employees will not be regular civil servants and no legal provision 
applicable to civil servants will be applicable to contract employees unless 
specifically laid down.  

 

Performance Evaluation  

1. A performance evaluation system will be developed for assessment of contract 
employees. Wherever possible, tangible performance indicators will be used to assess 
performance. Performance assessment will always be recorded.  

2. A system of record keeping will be maintained at appropriate levels in each 
department. Cumulative performance scores will be developed for contract employees 
and they will be used for contract renewal decisions.  

3. No general contract renewals will be granted.  

 

Linked Contracts 

1. A system of linked contracts will be developed wherever required. According to 
this system junior to senior positions will be linked through eligibility 
requirements ensuring that the qualification and experience requirements of senior 
positions recognize work experience in the linked junior positions.  

2. The linked contracts will lay out longer term career prospects for contract 
employees without replacing performance oriented progression with time bound 
promotions.  

3. Where required, a system of higher level contracts may be instituted for contract 
employees who are expected to continue working at the same level. In this 
system, the higher level contracts will offer higher incentive contracts to 
employees completing minimum time and performance requirements.  

 

Implementation 

1. The policy will be implemented while complying with the mandatory guidelines. 

2. The cases requiring explanation may be referred to the S&GAD.  
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Mandatory Guidelines for Implementation of Contract Employment Policy  

1. Name and extent of application. (1) The following binding guidelines shall be called 
the Mandatory Guidelines for Implementation of Contract Employment Policy and they 
should be followed by all departments.  

(2) The Contract Employment Policy will be applicable to all departments and agencies 
of the government.  

2. Definitions: the following terms will have the meanings given to them hereunder for 
interpretation of this policy unless manifest otherwise in the context.  

(a) Contract   means a legal document signed between an authorized officer and an 
individual in accordance with the laid down format;  

(b) Contract employee means an employee who signs a contract with the government;  

(c) Contract employment means the duration of employment with the government under 
a fixed term contract and includes any extensions to an original contract;   

(d) Department means an organization so named under the Government of Punjab Rules 
of Business, 1973 and includes autonomous departments and agencies of the government;  

(e) Government means the Government of Punjab and includes local governments and 
agencies of the Government;  

(f) Guidelines mean the Mandatory Guidelines for Implementation of Contract 
Employment Policy;  

(g) Recruitment committee means a committee set up for the purpose of recruitment 
under this policy; 

(h) Policy means the Contract Employment Policy of the government;  

(i) Supervisory officer means an officer designated to supervise the work of a contract 
employee and carry out his performance evaluation and includes officers administratively 
in charge of his work in a departmental hierarchy;  

 

3. Recruitment. (1) Merit based recruitments will be made by ascertaining the best 
person suited to a particular post according to the job description 



34 
 

Provided that if the job description is not available, the head of the department will lay 
down the description of the assignment providing all the details.  

(2) Recruitment will be made through a committee constituted in accordance with the 
first schedule attached to the guidelines.  

(3) All positions will be advertised in accordance with the prescribed procedures  

Provided the head of department may dispense with advertisement in cases where 
particular terms of reference are available and only technically narrow skills are required 
or advertisement will entail a delay in recruitment or the contract duration will not be 
more than ninety days.  

(4) For ongoing recruitment in a sector, periodic announcements in the mode of 
advertisement will suffice.  

(5) In cases where competitive selection is being adopted a merit list of all candidates 
who applied will be made available to ensure transparency.  

(6) Criteria for merit will be laid down by the government as given in the second 
schedule to the guidelines.  

(7) A candidate will be eligible for appointment as a contract employee if he is so eligible 
for appointment as a civil servant.  

4. Contract. (1) Upon making a decision to employ an individual, the authorized officer 
may sign a contract with that individual and enter him into employment. 

(2) The authorities of the officers to sign contracts are given in the third schedule to the 
guidelines.  

(2) The contract will be prepared and signed according to a standard format laid down by 
the government given in the fourth schedule to the guidelines.  

(3) The contract will be signed in triplicate and one copy of the signed contract will be 
given to the contract employee, one copy will be sent to the administration section 
responsible for departmental record keeping and one copy may be retained by the signing 
office.  

(4) A database of all contract employees will be maintained by the department in 
accordance with the information requirements specified by the S&GAD from time to 
time.  

(5) Any notices pursuant to the contract will also be kept as office record and the event of 
termination of a contract will be duly entered in the database.  
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(6) Any contract not in accordance with the provisions of the guidelines will be ab initio 
invalid to the extent of such repugnance.  

(7) A contract may be terminated without assigning any reason on one month notice or 
payment of one-month pay in lieu thereof.  

5. Terms and conditions. (1) Where appointment is made in a prescribed pay scale of 
the post the pay package will be: 

(i) package of pay and allowances according to the pay scale;  

(ii) at least thirty percent of the minimum pay of the pay scale; and 

(iii) annual increment of the pay scale of the post.  

Provided that any ad hoc or special relief given to regular civil servants shall also be 
admissible to contract employees drawing pay according to this provision of the policy.  

(2) Where appointment is made on a special pay package, the pay package will be as 
approved by the Chief Minister, keeping in view the specific requirements of the position 
and qualifications necessary for the post.  

(3) any other type? 

(4) The selected candidate will appear before a competent medical board in accordance 
with the directions of the appointing authority for medical examination and on being 
declared medically fit will be able to join employment.  

(5) A contract shall generally be for a period of three to five years from the date of 
joining except that it may be curtailed for the following cases: 

(i) Where the post exists for a period less than the minimu duration; 

(ii)  Where the tenure of the post in fixed according to provisions of law; 

(iii) Where a person is re-employed under the provision of re-employment policy;  

(iv) Where a field manager decides to employ an individual for a specific duration in 
accordance with the local needs.  

(6) Provisions for contributory G.P. Fund, Group Insurance and Benevolent Fund may be 
allowed in accordance with the rules. 

(7) The following leave provisions shall be included in the contract: 

(i) Casual leave not exceeding 24 days in a year shall be admissible provided 
that more than 120 days leave at one time shall not be allowed; 
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(ii)  90 days maternity leave with pay for female contract employees shall be 
admissible; 

(iv) Leave on medical grounds without pay shall be admissible on production 
of medical certificate by the competent authority under Punjab Medical 
Attendance Rules, 1959 provided that if the medical leave continues 
beyond 3 months the contract shall be liable to termination. 

(8) Medical facilities as admissible to the regular employees of a pay scale will be 
admissible to the contract employee.  

(9) Traveling allowance and daily allowance as applicable to regular employees of the 
scale will be admissible provided that where an individual is appointed on a package 
other than a pay scale, the allowances will be as provided in the contract.  

(10) The contract employment shall be post specific and not transferrable and contract 
employees shall not claim any right to transfer from one post to the other except a 
onetime transfer upon marriage that may be allowed to relocate one spouse to the place of 
work of another.  

(11) Contract employees may be asked to join a training program to enhance their skills 
and to benefit the public sector during contract employment.  

(12) The interpretation of the terms and conditions and the decision of the competent 
authority in this regard shall be final.  

6. Right to regular appointment. (1) Contract employment shall not confer any right to 
regular appointment nor shall such appointment be regularized. 

(2) Any regularization of contract employment will deemed to be void.  

7. Duties of a contract employee. (1) Duties of a contract employee will be specified in 
the contract provided that they may be amended in accordance with the procedure laid 
down in the policy.  

(2) A contract employee shall be liable to perform his duties in the public interest and 
only a discharge of such duties as are assigned under the law to him shall constitute a 
fulfillment of his contract.  

(3) During a contract employment the head of the department may vary the duties 
assigned to a contract employee after giving him a notice in addition to specifying the 
details of the change.  
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(4) The acceptance in writing or continuance with the contract employment by the 
contract employee will amount to acceptance of the change in duties and they will be 
deemed to have become part of the contract.  

(5) Any change in duties will be made after due consideration has been given to the 
workload on a contract employee, his skills and comparable assignment of duties in the 
department.  

(6) A supervisory officer of a contract employee may assign him any appropriate duties 
provided that assignment of duties involving financial responsibility will only be 
assigned with the prior approval of the head of department and under intimation to the 
Finance Department.  

(7) There will be no bar on the supervisory roles of a contract employee including 
performance assessment of regular government employees.  

(8) A contract employee’s mode of employment will not be a ground for not assigning 
duties relating to any departmental affairs.  

8. Performance evaluation. (1) Supervisory officer will carry out performance 
evaluation of a contract employee in accordance with the laid down form given in the 
fifth schedule to the guidelines.  

(2) At the beginning of an evaluation period, which may commence with the contract 
employment, the supervisory officer shall explain the duties of a contract employee to 
him and assign any tangible targets that may be possible provided that if any tangible 
targets are assigned they shall be recorded in the performance evaluation form and signed 
by the supervisory officer and the contract employee. 

(3) At the end of an evaluation period the supervisory officer shall carry out the 
performance evaluation of the contract employee and record his observations in the from 
using department information, relevant data and other sources to make objective 
assessments of his performance including an assessment of the tangible tasks assigned to 
him.  

(4) After completion of the performance evaluation form, the supervisory officer shall 
submit the report to the next higher authority in the departmental hierarchy and also give 
a summary of his evaluation to the contract employee. 

(5) Where required, the supervisory officer shall give his advice in writing to the contract 
employee keeping in mind that the advice should be constructive, motivating and guiding 
in nature.  
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(6) If the contract employee has concerns with his performance evaluation he may raise 
them with the next higher authority in the department.  

9. Discipline. (1) The rules for the time being in force for the conduct of civil servants 
shall also be deemed to lay down the norms and standards of behavior for the contract 
employees, mutatis mutandis and any violation will be a sufficient ground for initiating 
disciplinary proceedings. 

(2) A supervisory officer may issue a notice to a contract employee if there are grounds 
for a disciplinary proceeding and clearly narrate the allegations against the contract 
employee.  

(3) The notice will give no less than fifteen days to the contract employee to reply to the 
allegations against him.  

(4) Upon the expiry of the period of notice, the supervisory officer may record his 
decision on the matter after considering any reply to the notice.  

Explanation. The supervisory officer may take ex parte decision if the contract employee 
does not reply to the notice within the specified duration.  

(5) The supervisory officer may impose a penalty on the contract employee if he deems 
that sufficient evidence exists for such a decision.  

(6) The decision of the supervisory officer shall be final except as provided in the policy.  

10. Penalties. (1) A supervisory officer may impose any of the following penalties on a 
contract employee:  

(i) Minor penalties: censure, withholding of increment, withholding of any 
performance allowance that is admissible; and 

(ii) Major penalties: termination of contract; 

Provided that where he imposes a major penalty he will notify the officer of records 
designated as such for this purpose of his decision.  

(2) Whenever a supervisory officer imposes a major penalty he shall records his reasons 
for awarding it.  

11. Appeal. (1) The contract employee may appeal against the imposition of a major 
penalty to an authority designated for this purpose under the policy. 

(2) The appeals against penalty will be heard by the next superior officer of the 
supervisory officer as the final appellate authority. 
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(3) No further appeals will be entertained after the decision of the appellate authority.   

12. Financial responsibility. (1) A contract employee may be given any responsibility 
including financial responsibility in a department provided he is qualified to carry out the 
duties.  

(2) Any negligence in the matter of financial responsibility shall be liable to legal 
proceedings under the law.  

(3) Recovery of any pecuniary loss caused by a contract employee to the government 
shall be effected from him.  

13. Contract employment of civil servants. (1) A civil servant is eligible for 
appointment as a contract employee provided he obtains prior approval of his appointing 
authority under the provisions of the Punjab Civil Service (Application for Posts) Rules, 
1987.  

(2) A civil servant appointed as a contract employee shall draw pay and allowances in 
accordance with the terms and conditions of the contract and he shall not be entitled to 
claim any protection of his pay last drawn by him in a regular position.  

(3) Contract employment of a civil servant shall be governed by the terms and conditions 
of the contract including matters relating to leave, travel allowance and medical facilities.  

(4) A civil servant working as a contract employee shall not be entitled to any benefits 
allowed to civil servants unless there is a specific provision in the contract allowing such 
benefits.  

(5) A civil servant working as a contract employee shall retain his lien against his original 
post.  

(6) The period spent on contract employment shall not be counted toward pension. 

(7) Upon return from contract employment to his original post, the pay of the civil 
servant shall be fixed by adding the annual increments for the period spent on such 
employment provided that no arrears on account of re-fixation of pay or increment shall 
be admissible. 

(8) Where contract employment is up to five years and the civil servant, during the period 
of contract employment, becomes due for promotion in his own cadre or service, his case 
of promotion shall be deferred and he shall only be eligible for consideration for 
promotion upon his return from contract employment.  

(9) Where contract employment continues beyond five years, the name of such civil 
servant shall be removed from the seniority list of his cadre and he shall be placed on a 
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separate static list maintained for such purpose and he shall have no claim to promotion 
or seniority over any junior who may have been promoted in during his contract 
employment 

Provided that his name shall be brought back on the seniority list after resumption of 
duties and upon return his seniority shall be determined after deducting the period of his 
contract employment beyond five years 

Provided further that he shall not regain his original seniority if it has been altered in 
accordance with the provisions of the policy. 

(10) Any disciplinary proceedings against a civil servant on contract employment will be 
in accordance with the provisions of the policy provided that he may be proceeded 
against under the rules regulating such matters of civil servants.  

(11) Contract of a civil servant may be terminated as provided in the policy and upon 
such termination he shall report for duty to his department.  

(12) A civil servant on contract employment may contributed toward G.P. Fund.  

(13) A civil servant on contract employment shall contribute toward Benevolent Fund 
and Group Insurance in accordance with the relevant rules, the rate of contribution will 
be same as applicable to him on his regular post before contract employment and he shall 
be entitled to benefits admissible under the Benevolent Fund and Group Insurance rules 
as applicable to him.  

14. Competent authority. The Secretary Regulations, Services and General 
Administration shall be the competent authority for the provisions of these Guidelines.  

15. Contract employment on the basis of forged documents. (1) If at any stage it is 
discovered that an individual has been or is on contract employment obtained on the basis 
of forged or bogus documents or through employment of deceit by any other means, such 
contract shall be considered ab initio and the individual shall be liable to refund all 
amounts received from the government as a consequence of employment. 

(2) The provisions of the policy shall in no way prejudice any action taken against the 
individual under the law.  
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First Schedule Recruitment Committees 

The following committees may be constituted for recruitment on contract: 

Name of 
committee 

Powers of recruitment Membership 

A Above BPS-15 or where 
the salary package is 
higher than BPS-15.  

Head of department 

Up to three technical officers acquainted 
with the job description or assignment  

Representative of S&GAD 

Representative of Finance Department  

B Below BPS-15 or where 
the salary package is not 
higher than BPS-15 and the 
position is in the provincial 
secretariat  

An officer not below the rank of deputy 
secretary or a comparable office nominated 
by the head of department 

Up to three technical officers acquainted 
with the job description or assignment  

Representative of S&GAD 

Representative of Finance Department 

C Above BPS-15 or where 
the salary package is 
higher than BPS-15 and the 
position is at the district or 
lower level. 

District Coordination Officer or TMO as 
the case may be  

Up to three technical officers acquainted 
with the job description or assignment  

District HR Officer as representative of 
S&GAD 

Representative of District Finance Office 
or TMA Office as the case may be  

D Below BPS-15 or where 
the salary package is not 
higher than BPS-15 and the 
position is at the district or 
lower level except those 

Executive District Officer concerned or 
TMO as the case may be  

Up to three technical officers acquainted 
with the job description or assignment  
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covered under Committee 
F. 

District HR Officer as representative of 
S&GAD 

Representative of District Finance Office 
or TMA Office as the case may be 

E Where the salary package 
is higher than BPS-20 and 
the position is technical in 
nature. 

Additional Chief Secretary 

Secretary of the concerned department 

Up to three technical officers acquainted 
with the job description or assignment  

Representative of S&GAD 

Representative of Finance Department 

F School teachers and 
medical staff to be 
recruited for up to six 
months duration  

Head of the service delivery facility 

Representative of the district head of 
department 

Representative of the district Finance 
Office 
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Second Schedule Criteria for Determining Merit 

The following criteria shall be observed for determining merit for selection to positions 
advertised under the policy: 

1. Initial merit shall be established after assigning marks to tangible qualifications 
and experience of the applicants.  

2. The merit will be used to draw up a merit list and employment shall be offered to 
the candidates in the descending order of merit.  

3. The merit will be established for different types of contract positions as shown 
below:  

Marks to be assigned on the following bases 

# Type of position Educational 
qualification

Professional 
qualification 

if any* 

Experience 
if 

required** 
Interview

1.  Junior positions where 
fresh appointments are 
made 

80 15  5 

2.  Junior and middle 
positions where prior 
experience is required 

70 10 15 5 

3.  Middle level positions 
where prior experience 
is required  

60 15 20 5 

4.  Senior positions where 
prior experience is 
required 

50 10 30 10 

* If professional qualification is nor required, these marks shall be added to 
educational qualification.  

** If experience is required, marks may be assigned for public sector experience 
to encourage long term career prospects to contract employees in junior grades. 
The experience will be marked as follows: 
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 Marks for experience = [Years of experience of the candidate up to the maximum 
required / Number of years of max experience required] x (Total marks allocated 
to experience)   
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Third Schedule Authorities for Signing Contracts 

The following officers shall be authorized to sign contracts under the provision of the 
policy as indicated here: 

Type of contract  Officer authorized to sign the contract  

Above BPS-15 or where the salary package 
is higher than BPS-15.  

Head of department  

Below BPS-15 or where the salary package 
is not higher than BPS-15 and the position 
is in the provincial secretariat  

Section officer in charge of administration 
after prior approval of a superior officer.  

Above BPS-15 or where the salary package 
is higher than BPS-15 and the position is at 
the district or lower level. 

District head of department or TMO in case 
of a TMA 

Below BPS-15 or where the salary package 
is not higher than BPS-15 and the position 
is at the district or lower level except those 
covered under Committee F. 

Officer in charge of administration or to 
whom such powers have been delegated by 
the district head of department in case of 
departments and TO concerned in case of 
TMA 

Where the salary package is higher than 
BPS-20 and the position is technical in 
nature. 

Secretary of the concerned department or 
head of the autonomous body as the case 
may be  

School teachers and medical staff to be 
recruited for up to six months duration  

Head of the facility  
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Fourth Schedule Contract Format  

(to be developed by S&GAD, Regulation Wing)  
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Fifth Schedule  Performance Evaluation Form  

(To be developed by S&GAD, Regulation Wing).  
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Annex II    Selection Criteria for Appointment 

(As under the Recruitment Policy 2004)   

The following criteria was observed for selection against posts in BS-1 to 4, BS-5 to 10 
and BS-11 and above: 
 
 (A) CRITERIA FOR POSTS IN BS-1 TO 4 Total Mar. 100 
 
  (i) EDUCATIONAL QUALIFICATION Max. Marks 50 
 
   (a) Where prescribed minimum qualification is literate 
 

Literate 30 
Primary 35 
Middle 40 
Matric 50 

 
   (b) Where prescribed minimum qualification is Primary 

Primary 35 
Middle 40 
Matric 50 

 
   (c) Where prescribed minimum qualification is Middle 

Middle 35 
Matric 40 
Intermediate 50 

 
   (d) Where prescribed minimum qualification is Matric 

Matric 40 
Intermediate 45 
Bachelor 50 

 
 (ii) EXPERIENCE IN THE RELEVANT FIELD 
          Max. Marks 10 
 
  (Over and above the experience prescribed in the service Rules) 
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(a) One year 05 
(b) Two years 07 
(c) Three years 10 

 
 (iii) INTERVIEW  Max. Mar. 40 
 
 (B) CRITERIA FOR POSTS IN BS-5 TO 10 Total Marks 100 
 
  (i) EDUCATIONAL QUALIFICATION Max. Marks 50 
 
   (a) Where prescribed minimum qualification is Matric/equivalent 
 

  A+ 
Grad
e 

A 
Grad
e 

B 
Grad
e 

C 
Grad
e 

D 
Grad
e 

E 
Grad
e 

1. Matric 50 45 40 35 30 25 
 
   (b) Where prescribed minimum qualification is 

Intermediate/equivalent 
 

  A+ 
Grade

A 
Grad

e 

B 
Grad

e 

C 
Grad

e 

D 
Grad

e 

E 
Grad

e 
1 Intermediate 

67% 
33 30 27 24 20 18 

2 Matric 33% 17 15 13 11 10 07 
 
 
   (c) Where prescribed minimum qualification is bachelors 

degree/equivalent 
 

  1st Div. 2nd Div 3rd Div 
1 Bachelor 50% 25 23 15 
2 Intermediate 33% 17 15 10 
3 Matric 17% 08 07 05 

 
  (ii) HIGHER QUALIFICATION 

IN THE RELEVANT FIELD Maximum Marks 10 
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   Next above the qualification prescribed under the Rules: 
 

1. One stage higher 05 
2. Two stages higher 07 
3. Three stages higher 10 

 
  (iii) INTERVIEW Maximum Marks 40 
 
 (C) CRITERIA FOR POSTS IN BS-11 & ABOVE 
  Total Marks 100 
 
  (i) EDUCATIONAL QUALIFICATION         Max. Marks  60 
 
   (a) Where prescribed minimum qualification is Matric/equivalent 
 

  A+ 
Grade

A 
Grade

B 
Grade

C 
Grade

D 
Grade

E 
Grade

1. Matric 60 55 50 40 35 30 
 
   (b) Where prescribed minimum qualification is 

intermediate/equivalent 
 

  A-
Grad

e 

A 
Grad

e 

B 
Grad

e 

C 
Grad

e 

D 
Grad

e 

E 
Grade 

1. Intermediate 67% 40 37 33 27 23 20 
2. Matric 33% 20 18 17 13 12 10 

 
   (c) Where prescribed minimum qualification is bachelor’s 

degree/equivalent 
 

  1st Div. 2nd Div 3rd Div 
1. Bachelor  50% 30 28 20 
2. Intermediate 33% 20 18 13 
3. Matric  17% 10 9 7 

 
   (d) Where prescribed minimum qualification is master 

degree/equivalent 
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  1st Div 2nd Div 3rd Div 
1. Masters  50% 30 28 20 
2. Bachelors  25% 15 14 10 
3. Intermediate 17% 10 9 7 
4. Matric  8% 5 4 3 

 
  (ii) HIGHER QUALIFICATION 
   IN THE RELEVANT FIELD Maximum Marks 15 
 
   Next above the qualification prescribed under the Rules: 
 

1. One stage higher 08 
2. Two stages higher 12 
3. Three stages higher l5 

 
  (iii) POSITION IN THE BOARD/UNIVERSITY 
   IN THE PRESCRIBED QUALIFICATION 
 
    Maximum Marks 20 
 

1. 1st position 05
2. 2nd position 03
3. 3rd position 02

 
  (iv) INTERVIEW Maximum Marks 20 
 
 Note 1: In all the three above mentioned categories, 5 additional marks shall be 

awarded to Hafiz-e-Quran/Ex-servicemen. 
 
 Note 2: Departments may change the selection criteria for specific specialized 

posts, if required, but the criteria must be clearly elaborated in order to 
ensure transparency in the selection process and should be got approved 
from the Chief Minister. 
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Annex III    International experience    

 

The following is a summary of international experience of fixed term contracts in 
education and health sectors.  

Objectives of the practice of fixed term contracts in education sector 

Owing to growing realization at the international level for universal literacy, governments 
have changed their approaches to improve access to and quality of education. Among 
others approaches, there has been an increasing use of fixed term employment contracts 
in a lot of countries across the globe. The list of countries not only includes the developed 
countries like the OECD countries but also developing countries like Africa, Asia and 
Latin America. Because of flexibility and cost effectiveness, governments prefer the 
practice of fixed term to achieve this objective of universal literacy. Fixed term contracts 
are primarily being  used to serve the following objectives: “(a) Increase access to remote 
rural areas where regular teachers are disinclined to serve (b) Provide schooling in post-
conflict areas where no teachers are available (c) Serve ethnic minority populations in 
which local volunteers can communicate with pupils and parents through local languages 
(d) Improve pupil-teacher ratios (e) Provide assistance to regular teachers (f) A source of 
employment for educated youth, and last but not the least, (g) Offer a cost-saving means 
to rapidly expand enrolments in primary and secondary schools2”. 

Assessment of impact of contract teachers on education 
 
Access to education: According to case studies from such experiences, contract teachers 
improved access to education, particularly for hard to reach areas. For example “in Niger, 
enrolments increased from 38 to 51 percent from 2002 to 2005. By the end of 2005, 
Niger was one of the world’s best performers in terms of completion rates, having 
remained amongst the worst just five years earlier. According to the World Bank, a key 
factor attributing to this transformation was the Government’s courageous reform 
initiative of freezing the recruitment of civil service teachers and using contract teachers 
in their place”3. In addition, similar initiatives of hiring teachers on fixed term contracts 
in China, Bangladesh, India, Cambodia and Nicaragua have played a pivotal role in 
increasing access to education4. 
 

                                                            
2 Y. Duthilleul: Lessons learnt in the use of “contract” teachers: Synthesis report (Paris, International 
Institute for Educational Planning, UNESCO, 2005), p. 41. 
3 World Bank: Niger: on the right track (Washington DC, 2004) 
4 1/ibid 
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Quality of Education: The impact of contract teachers on improving quality of 
education has remained inconclusive. Studies conducted in West Africa could not 
distinguish between the achievement of pupil taught by contract teachers and regular 
teachers.5 “In Nicaragua, third graders in autonomous schools (hiring contract teachers) 
had higher attainment in language and mathematics than those in central schools, but the 
results were less conclusive for sixth graders6”. 
Another factor attributing to the lackluster performance in improving quality is the lack 
of motivation and incentive. Contract employees tend to be generally lower paid than the 
permanent or civil servant employees and secondly, they tend to acquire less training, 
experience and career development and thereby fail to build up their human capital to aid 
future employability. Feldman et al 7 have shown that the type of employment contract 
has a significant influence on workers’ attitudes in their jobs. The fixed term employees 
are relatively less secure and optimistic about their future and this has a direct bearing on 
their performance.  Other researchers have pointed out that the increased turnover of 
qualified contract teachers would most likely lead to a decline in the quality of these 
para-professionals, with consequent negative effects on pupil performance in the long 
run8. 
 
Equity: Fixed term contracts have also been used to ensure equity in societies where 
people had different ethnic backgrounds with varying socio-economic conditions. 
Particularly, studies originated from countries with such socio-economic strata have 
highlighted this aspect of education, like in India and Cambodia. Studies conducted in 
India have shown that fixed term contracts have played a critical role in helping ethnic 
minorities of different languages have access to schooling. This practice has been 
instrumental in facilitating communication with parents and communities and in making 
schooling relevant for them. In other studies focusing on Western Africa, fixed term 
contracts enabled governments to hire locals which was been a key to providing 
schooling to thousands of children who would have otherwise remained out of the 
system9. Thus this practice of employing teachers on fixed term contracts not only 
improves communication among teachers and parents but also helps in achieving the 
principle of equity.  
 

                                                            
5 Tiyab and Vianou (2004); see also study of Niger by Bourdon et al.: Broadening access to primary 
education: Contract teacher programs and their impact on education outcomes – An econometric 
evaluation for the republic of Niger (2005). 
6 King and Ozler (1998); also repeated in Honduras (Di Gropello and Marshall, 2004) and El Salvador 
(Jiminez and Sawada, 2003). 
7 Feldman, D. C., H. I. Doerpinghaus and W . H. Turnley(1995)‘Employee Reactions to Temporary Jobs.’ 
Journal of Managerial Issues, 7, pp. 127-141. 
8 E. Vegas and j. De Laat: Do differences in teacher contracts affect student performance? Evidence from 
Togo(unpublished, 2002) 
9 1/ibid,p. 45 
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Impact on the Teaching Profession: The World Bank in 2003 conducted a national 
absence survey (WBNAS) in seven developing countries, and arrived at the following 
rates for teachers: Bangladesh (14.9 per cent); India (24.6 per cent); Indonesia (19 per 
cent); Ethiopia (45 per cent); Uganda (27 per cent); and Peru (10.6 per cent). “The 
WBNAS found that absenteeism rates among contract teachers are much higher than for 
teachers with permanent status. In Ecuador, Peru and Indonesia, the difference was more 
than ten percentage points10”. However, the above claim has been refuted in recent 
evidence from India which suggests that the absence for both the categories is the same, 
that is, around 24 percent, in spite of regular teachers having much higher salaries. 
 
Some of the factors attributable to absenteeism of contract teacher, but not limited to 
these, are: (i) salary levels are so low which compels them for moon-lighting; (ii) poor 
working and living conditions and lack of professional support often lead to poor 
motivation among teachers, especially in demanding transfers while working in remote 
areas; and, (iii) many teachers, especially in small single teacher schools, are required to 
undertake non-teaching duties that take them out of school11. 

Quality of teaching profession:  Impact analysis of teachers being on contract on quality 
of teaching profession has been a lot more contentious.   In countries as diverse as Kenya, 
India and Nicaragua, policies to decentralize resources and decision making to local 
communities have fostered the trend towards the use of contract teachers. Resultantly, the 
use of contract teachers has increased enrolments, particularly for minority populations, 
in many countries. However, there has been a trade-off in terms of quality and in 
increasingly demoralized teaching force evidenced by teacher absenteeism and turn-
over12. It is also feared that continuous absorption of better performing contract teachers 
into permanent cadre would negatively affect the quality of the remaining contract 
teachers; leading to poor performance of the remaining contract teachers.  

Turn over: Research on teacher turnover by Murnane and Olsen has explicitly 
modeled the effects of salaries and opportunity costs on the length of stay13. As per their 
findings, more attractive wages outside the teaching class would negatively affect the 
duration of stay of contract teachers in the education sector. 

The US experience:  In the US, teachers are essentially hired at the district level. Most 
districts use a shared process for recruitment. In small districts 
                                                            
10 P. Bennell: Teacher motivation and incentives in sub-Saharan Africa and Asia(Brighton,  July 2004), p. 
53 
11 P.Glewwe and M. Kremer: Schools, teacher and education outcomes in developing countries( Harvard 
Centre for  International Development, Working Paper No. 122, Sep. 2005), p.11 
12 The use of contract teachers in developing countries: trends and impact by Alec Fyfe “Int’l Labor Office, 
Geneva May 2007”. 
13 Murnane, Richard J., and Randall J. Olsen, ‘‘The Effects of Salaries and Opportunity Costs on Duration 
in Teaching: Evidence from Michigan,’’this REVIEW 71 (May, 1989), 347–352. 
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superintendents/principles-in charge of recruitment process- are involved, but as the 
district grows larger, human resource directors, and school department heads take over a 
part of the recruitment responsibility. Districts conduct very involved screening and 
selection process.  

“Contracts vary considerably in the way they treat transfers. Many contracts do not 
clearly indicate that the district superintendents have the authority to make involuntary 
transfers when deemed advisable for educational purposes. Contracts also limit teachers 
work load by restricting class sizes, number of subjects, and the length of financial year. 
The contractual restrictions are often very detailed and inflexible. Compensation is 
determined by credentials and length of service rather than performance and skills. 
Essentially contracts limit managerial prerogatives in ways that promote employees’ 
interests. In almost all American public schools, teacher compensation is set according to 
a salary schedule. A schedule is essentially a grid specifying salary as a function of 
education and experience14”. 

Given the difficulty of removing teachers once they receive tenure, teacher hiring choices 
are among the most important decisions made by school districts. Nationally, 11% of the 
teachers leave the profession after the first year and 39% leave after five years15. By state 
law, after a teacher has served three consecutive years in one district, he or she acquires 
Professional Teacher Status (PTS) or tenure. Except when districts make an early award 
of PTS, the first three years of service are a probationary period during which the school 
committee may reappoint untenured teachers as it sees fit16. After that it becomes 
considerably more difficult to remove ineffective instructors. The 1993 Education 
Reforms Act also stipulates that teachers with PTS may not be suspended or dismissed 
without just ‘cause’, a standard procedure which imposes fairly stringent requirements on 
the district17. 

 

Contract Appointments in the Health Sector: 

Health sector reform has attracted a broad constituency worldwide. Despite different 
levels of income, institutional structures, and historical experience, many countries are 
struggling to develop promising health sector reform strategies. Due to these multifarious 
reasons, the factors bringing countries to consider reform vary. They include rapidly 
changing demographic and epidemiologic conditions, economic challenges, and political 
transformations. There have been varied experiences on how to identify and choose 
                                                            
14 ‘Teacher contracts in Massachusetts’ Dale Ballou; Pioneer Institute of public policy research June 2000 
15 Ingersol, R. (2002) “The Teacher Shortage: A Case of Wrong Diagnosis and Wrong Prescription.” 
National Association of Secondary School Principals Bulletin 86(June): 16-31. 
16 Reinventing the schools: A radical plan for Boston by Steven F. Wilson, 1992. 
17 13/ibid 
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strategies, and how to implement and evaluate the results. A number of studies across the 
globe have concluded that “The health sector faces difficult financial problems, 
particularly in poor areas18”. Access to healthcare has been limited in under developed 
countries. “Many low and middle-income countries have decentralized their public health 
services in an effort to improve their equity, efficiency and effectiveness19”. Because of 
international efforts especially by the WHO and the international donor agencies, “there 
has been a wave of health sector reforms around the world which commonly include the 
decentralization of public health services20”. Experiments with decentralization have been 
underway since the late 1970s21. Important achievements of health care in developing 
nations during the preceding years included the movement towards universal childhood 
immunization, and eradication of contagious diseases like polio and tuberculosis. 
Moreover, there was also increased recognition of new challenges in reproductive health, 
and HIV/AIDS. Many of these efforts have been spearheaded by employing contractual 
employees to reach the far flung areas and provide necessary medication. 
 
More than 25 countries in Africa were implementing some sort of decentralization in the 
health sector since early 1990s22; Papua New Guinea has implemented a particularly 
radical decentralization of public health services by hiring fixed term contract employees 
in place on permanent positions23; and a number of transitional economies in Asia and the 
former Soviet Union are decentralizing their health services24. Bossert25 reported that 
“decentralization in Colombia and Chile resulted in the appointment of fixed term 
contract doctors to far flung areas on higher pay packages and incentives for permanent 
placement in bigger hospitals in major cities”. This improved equity and utilization of 
health services in the far flung and remote areas.  
 
In 1992, Indonesia enacted a zero-growth policy to stem the expansion of the civil 
service. For the health sector, this policy implied a major change in the incentives for 
deploying staff. Newly graduated physicians were no longer guaranteed a civil-service 
post. Facing demands to staff a large network of primary-level facilities, the Ministry of 
                                                            
18 World Bank. 1997. China 2020: Financing Health Care. World Bank: Washington. 
19 Decentralizing rural health services: A case study in China Shenglan Tang & Gerald Bloom. 
International Journal Of Health planning and management15, 189-200 (2000) 
20 Andreano R. 1996. Discussion on decentralization and health sector reform. IHPPnet. 
21 Conn C, Green C, Walley J. 1996. Effective district health services in developing countries: a busy 
manager's guide to the literature. Development Bibliography 23. Institute of Development Studies: 
England. 
22 Adamolekun L. 1991. Promoting African decentralization. Public Admin Devel 11: 285-291. 
23 Kolehmainen-Aitken R. 1992. The impact of decentralization on health workforce development in Papua 
New Guinea. Public Admin Devel 12: 175-191. 
24 Ensor T. 1996. Health Sector Reform in Asian Transition Countries. A Consultant Report to the Asian 
Development Bank (unpublished). 
25 Bossert, TJ, Decentralization and equity of resource allocation: evidence from Colombia and Chile, 
Bulletin of WHO 2003: 81: 95-100. 
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Health (MoH) developed contracting programs that circumvented the hiring restrictions 
and directly allocated physicians to health centers. Under the contracting program, new 
graduates were obligated to serve three years at a primary-level public facility before 
being eligible to obtain a practice license—similar to the previous hiring system. 
However, the MoH offered financial incentives to work in remote regions rather than 
shorter periods of compulsory service26. Fixed staff-per-facility ratios were applied by 
facility type and geographic region. The main geographic regions are Java-Bali and 
(more remote) outer Java-Bali27. 
 
 
 
 
 
 
 
 

 

                                                            
26 “The contribution of Human Resources for health to the quality of care in Indonesia” by Sarah L. Barber, 
Paul J. Gertler, and Pandu Harimurti 
27 MoH, Health CenterManual (Jakarta:MoH, 1997/1998, 1991/1992, and 1989/1990). 
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Annex IV   Perception Survey Results     
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Introduction and Background 

Contract Employment Policy was circulated by S&GAD in December 2004. The objectives of 
these civil service reforms were to achieve a more efficient, effective, and responsive 
government. This further involved following desired outcomes:  

 

Increased capacity of government institutions and quality of civil service,  

Government becoming a better employer to the extent that it attracts and  retains competent 
staff, and  

Ultimate benefit of Government of Punjab initiatives being received in a timely and efficient 
manner by people of Punjab through improved public services.  

 

Government of Punjab with assistance of Asian Development Bank has initiated ‘Punjab 
Resource Management Program (PRMP)’ for improving efficiency in governance. PRMP under its 
key component of Institutional Development & Civil Service Reform, proposed to conduct a 
perception survey for assessing the contract employment policy 2004.  

 

Perception Survey 

 

The perception survey aimed to extract and analyze perceptions and views of contract 
employees of both Health and Education departments regarding Contract Employment Policy 
2004. An international consultant had already been engaged by PRMP to conduct a review of 
Contract Employment Policy 2004 while Contech International considering its vast network of 
experienced and qualified data collectors and field related experience was assigned to carry out 
Perception Survey by PRMP. 

 

The scope of perception survey was to assess impact of Contract Employment Policy 2004 and 
to identify its strengths and gaps. The survey was conducted in Health and Education 
Departments in four sample districts inclusive of the following: 
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Lahore 

Attock 

Lodhran 

Faisalabad 

 

 

Aims and Objectives 

 

Aims 

 

Main aim of this assessment and review of Contract Employment Policy is to improve 
sustainability of the policy and to enhance its effectiveness in facilitating improvement in public 
services and public service delivery. 

 

Objectives 

 

Specific objectives of Perception Survey were: 

 

To develop and pre‐test data collection forms for the survey 

To conduct training of data collectors on approved data collection forms 

To collect data from four sample districts in accordance with agreed methodology  

To provide supervision and backstopping to data collection teams 

To enter and clean data collected in the field   

To analyze entered and clean data and develop preliminary data tables  

To submit collected data and share findings in form of an analytical report  
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Methodology 

 

Sample  

 

This survey was conducted in four selected districts of Punjab. A sample of teachers, doctors and 
paramedics were interviewed under this survey. Following was the sample size completed: 

Table 1: Sample completed 

   

* Inclusive of Nurses, Dispensers, Vaccinators, Lady Health Visitors 

 

Process  

 

Respondent selection 

The respondent was chosen to be contract employees from Health and Education sectors. The 
respondents were arranged in all four districts by Public Policy and Change Management Wing 
of S&GAD.   

 

 

Questionnaire development and translation  

For 
the 
surve
y, a 
compr
ehens
ive 
questi
onnair
e was 
devel
oped 

Sr.no.  District  Teachers  Doctors  Paramedics*  Others  Total 

1  Lahore  206  40  70  2  318 

2  Faisalabad  294  81  74  0  449 

3  Attock  142  66  54  0  262 

4  Lodhran  80  25  59  0  164 

   Total  722  212  257  2  1193 
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in coordination with PRMP.  The questionnaire was developed in English and then translated in 
Urdu to ensure uniformity in understanding of questions to the respondent and minimizing 
information and interviewee bias during data collection.  

 

Questionnaire comprised of following topics: 

Contract duration 

Reasons for joining sector on contract employment 

Recruitment & Induction 

Performance Evaluation 

Training and Development 

Workplace Discrimination 

Pension & Benefits 

 

Training of data collection teams and pre‐testing 

A two‐days training session was conducted by Team Leader to train the data collectors on 
questionnaires. Questionnaire was discussed in detail and step by step during training. The 
translated questionnaires were pre‐tested in real time by the team. Five (5) questionnaires of 
each of three categories (Teachers, Doctors and Paramedics) were completed during pre‐
testing. The questionnaires were finalized with minor changes after pre‐testing. 

 

On last day of training, Team Leader in coordination with the data collection teams prepared 
Micro‐plans indication time and dates for each interview session. Micro‐plans, once finalized 
were shared with both PRMP and S&GAD wing for arrangement purposes. 

 

A manual of instructions for data collectors was also prepared to help them in the field. Contech 
undertook the responsibility of administering the fieldwork inclusive of different phases 
involving activities like recruitment of data collectors, training of data collectors, preparation 
and field‐testing of questionnaires, team allocations, data collection and logistics. Contech 
carried out the survey utilizing four teams consisting of three persons each. In each team, one 
person acted as Supervisor for ensuring data quality.  
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Data collection 

Data was then collected from 15th June to 5th July 2009. During this period continuous liaison 
was kept with both PRMP and S&GAD wing to ensure smooth operation and completion of 
survey. 

 

Questionnaires were self administered by respondents. Interview sessions of 35‐40 respondents 
belonging to each category were conducted. The details of interview sessions completed are as 
follows: 

 

 

Table 2: Interview Sessions completed 

Interview sessions consisting of 35‐40 persons/session 

Sr.no  District  Teachers  Doctors  Paramedics  Total 

1  Lahore  7  2  2  11 

2  Faisalabad  7  2  2  11 

3  Attock  4  3  2  9 

4  Lodhran  2  2  1  5 

   Total  20  9  7  36 

 

Data Management: entry and cleaning 

Once the data was collected and questionnaires were checked, the field supervisors dispatched 
them to Contech’s Head Office through courier service. At Head Office, the data management 
team organized filled questionnaires and experienced data entry operators entered the data 
into computers as soon as it was provided to them. It was due to simultaneous exercise of data 
collection, compilation and entry that data was entered within the stipulated time period.  

 

Data entry using MS Access was done simultaneously along with data collection. A team of data 
entry operators headed by a Senior Data Analyst was assigned for the purpose. Data entry was 
completed by 15th of July 2009 while accuracy of data entry was ensured when the data was 
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cleaned and thoroughly checked. Cleaning of data required some days and was completed by 
the end of month of July.  

 

Analysis and report writing 

While data was being entered and cleaned, the members of technical team held a number of 
meetings to finalize dummy report format with dummy tables and graphs. As soon as data was 
ready, the technical team along with Team Leader started on analysis and report writing.  

 

Frequent references were made to data tables for reaching conclusions. Analysis of data was 
done using SPSS in order to satisfy the following three facets of the survey: 

Frequencies and percentages  

Appropriate tables and cross‐tabulations according to defined variables 

Summary of results in graphic form, where needed and appropriate. 

 

Contech team aims to produce a thorough report for the survey with proficient quality of 
presentation and in accordance with technical standards. However, before the final report, a 
draft report is being presented to PRMP in order to receive the feedback so that due changes 
and improvements could be made before finalization of final report.  

 

It was mutually agreed by both, PRMP and Contech International that the data will be the sole 
property of PRMP. 
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Findings of the Survey 

 

Basic Information 

 

A total of 1193 respondents were interviewed. Among them 61% were school teachers, 22% 
paramedics and 18% were doctors (figure 1). 

 

Figure 2: Categories of respondents 

 

 

Sixty eight percent of the contract employees interviewed had been working in the present 
capacity for more than 3 years, 24% had worked for 2 to 3 years and only 7% for less than a 
year. 

 

Among the school teachers, 95% had been working on contract for more than 3 years, among 
doctors 33% belonged to this category and among the paramedics the percentage was 24%. 
Those who had been working for 2 to 3 years included 61% among paramedics, 46% among 
doctors and only 5% school teachers. Twenty two percent doctors and 16% paramedics had 
been on contract jobs for less than one year.   

Figure 3: Duration of contract (category wise) 
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Reasons for joining sector on contract employment 

 

Given the choice of who they would like to work for in the future, 93% of the respondents said 
that they would like to work for the public sector, while only 7% preferred the private sector.  

 

The category wise breakdown of preference can be seen in figure 3. However when asked if they 
would like to continue in the present status, only 3% doctors and 1% paramedics said that they 
would, while the rest wanted to work as regular government employees.  

 

Figure 4: Preference of public or private sectors 
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The respondents were asked why they had opted for the present contract job, multiple 
responses were recorded. Seventy four percent (74%) school teachers said that they had a 
personal inclination towards government jobs, this reason was given by 67% doctors and 78% 
paramedics. According to 34% responses from school teachers, 28% doctors and 42% 
paramedics, it was the only option they had. Twenty six percent school teachers, 22% doctors 
and 30% paramedics also said that the job was close to their home. Preference due to salary and 
perks was mentioned by 18% school teachers, 23% doctors and 20% paramedics.   

 

The respondents were asked to rank the reasons for which they opted for public sector jobs. The 
reasons to be ranked were, job security, professional learning and opportunities, better rights 
and treatment, social prestige, salary and perks and opportunity to serve people. Each 
respondent was asked to rank these reasons from 1 to 6, 1 being highest preference and 6 
lowest.  

 

 

 

 

Job security was ranked number 1 by majority (41%), professional learning and opportunity was 
ranked number 1 by 10%, better rights and treatment was ranked by only 2%, social prestige 
was ranked 1 by only 5%, only 4% considered salary and perks, and opportunity to serve people 
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was ranked 1 by 39%. The main reasons for majority of respondents to opt for the current 
position were job security and an opportunity to serve the people. Category wise reasons are 
given in figure 4 below.  

 

Figure 5: Reasons for opting public sector contract jobs (Category wise) 
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The respondents were further asked to rank the expectations they had from the government at 
the time of induction. The ranking was to be done from 1 to 6, 1 being the highest and 6 lowest. 
The expectations to be ranked were, contract would be regularized, there would be opportunity 
for career growth, they will be assessed for performance and made permanent employees, they 
will be assessed for performance and given contract extensions, they will acquire professional 
experience leading to career development and that they will get professional training.  

 

More than half the respondents (53%) said that they expected their jobs to be regularized, only 
6% expected that their jobs would be an opportunity for career development, 31% expected to 
be assessed on performance and regularized, only 3% thought that they would be given contract 
extensions based on their performance, 6% expected to acquire professional experience leading 
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to career development and only 2% expected some sort of professional training. Category wise 
expectations are given in figure 5 below. 

 

 

 

Figure 6: Expectations from the government at the time of induction (category wise) 

 

 

 

 

Recruitment and Induction 

 

The process of recruitment and induction is a major issue and has to be transparent to ensure 
credibility. Ninety two percent (92%) respondents said that the process had been fair and 
transparent. On further probing about the process, 98% said that the post had been advertised, 
99% had appeared for an interview. On the whole 85% believed that the overall process had 
been competitive. However, only 9% said that a written test had been conducted.  
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About the details of the contract, 88% respondents said that the contract details had been 
explained to them and 65% had been given an induction briefing. Out of those who had received 
an induction briefing, 80% were satisfied with it. On further discussion about induction process, 
71% said that they had been given a job description, 79% had been informed about 
performance evaluation and 81% said that performance evaluation was part of the contract. 
Majority of the respondents (77%) said that they were given an indication that the extension of 
the contract was based on their performance. However, only a quarter (26%) said that they had 
been given the required training at time of induction.  

 

Paramedics were quick to come up to the requirements of the job and 78% said that they had 
done so in less than a month. Among the school teachers, 75% and among doctors 55% said that 
it took them less than a month after induction to perform according to the requirements of their 
jobs.  

 

 

Figure 7: Period it took to perform according to the requirements of the job (category wise) 
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Performance Evaluation 

 

 

The respondents were asked if they had any written job description. Forty eight percent said 
that they did, while 52% said that they had received verbal instructions. A large majority (84%) 
said that they had been assessed for performance. Out of those who said they had been 
assessed for performance 78% said that performance assessment had been done regularly and 
took place once a year while 21% were of the opinion that it was not regular.  

 

 

Among those who said they were being assessed, 82% said that they were aware of the process 
and among them 69% said that they were satisfied with the process while 65% believed that the 
evaluation was being done according to the contract. Only 31% said that their last performance 
had been discussed with them, and close to half (54%) said that it was fair. About three forth 
(72%) agreed that would be willing to link their contract renewal to their performance. However 
93% were willing to link their performance with regular employment. 

 

The contract employees were asked if they thought the result of performance evaluation will be 
basis of their contract renewal or should it be linked with any performance reward.  

 

 

 

Fifty percent (50%) said that it will be the basis of their contract renewal and 71% said that it 
should be linked with performance reward. A very small proportion (7%) thinks that 
performance evaluation won’t matter much if they are regularized.     

 

Figure 8: Importance of performance evaluation (category wise) 
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A quarter of the respondents (24%) thought that their performance was more emphasized by 
management in decision making, while 65% did not think so and 10% did not know.  

 

Three quarters (74%) of the respondents said that for regular employees performance 
evaluation did not have much importance.    

 

 

Training and Development 

 

Training and development forms a very important component of any organization. Respondents 
were asked how many trainings they had attended since they joined the contract appointment.  

 

 

More than half (54%) said that they had received up to 5 trainings, however 36% were those 
who had not received any training at all. A large majority (80%) of the respondents think they 
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have sufficient training to do the job. Category wise number of trainings attended is given in 
figure 8.  

 

 

 

 

Figure 9: Number of trainings attended (category wise) 
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The contract employees were asked if they thought that regular employees had better skills 
than them. Seventy percent said that this was not so. However among those who agreed (24%) 
said that regular employees had better skills than the contract employees, 72% said that it was 
due to additional trainings.  

 

A high percentage (67%) did not think that their current job offers professional growth. If we 
disaggregated category wise, a higher percentage of school teachers (71%) than the others, did 
not think that the current job offered any professional growth (figure 9).    
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Figure 10: Professional growth in current job (category wise) 

 

 

 

 

Eighty seven percent of the respondents said that they had not been given a career progression 
path and 84% said that the current contract employment does not fit in with their long term 
career plans. Among these respondents, teachers were the most affected. Contract employees 
were asked if their status as a contract employee gave them flexibility to join any other job in 
the private sector or public sector compared with a regular employee in their position. Seventy 
eight percent (78%) did not think so. Among those who said that the flexibility is there (22%), 
48% said that they valued this flexibility above being regular.  

 

More than half (52%) said that they thought their present job prepares them for a better career, 
while 37% did not agree with this and 11% were not sure. Category wise, a higher percentage 
(58%) of paramedics thought that the job was preparing them for a better career (figure 10).  

 

Figure 11: Current job prepares for a better career (category wise) 
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Workplace Discrimination 

 

Comparing their situation with the regular employees, contract employees were asked how 
satisfied or dissatisfied they were about specific areas. A vast majority (77%) were dissatisfied 
when they compared themselves with regular employees with regards to salary. Similarly 87% 
were dissatisfied with leave policy, 83% were dissatisfied with medical policy and benefits 
offered, 76% with housing and housing related benefits, 85% with benevolent fund, 87% with 
other allowances like GP fund, 88% with appeal and grievance redress, 90% with pension policy 
and 82% with job rotation and growth opportunities.  

 

In 3 areas, the level of dissatisfaction was lower than mentioned above or we can say that the 
level of satisfaction was higher. Thirty two percent (32%) were satisfied with the level of 
performance evaluation, 25% with training opportunities and 32% with trust and responsibility. 

 

Compared to regular employees, 69% respondents said that they were made to work more, 
while 27% were of the opinion that the work load was equal. Majority (72%) of the respondents 
also said that they were less likely to be allowed to be absent or given leave.    

 

Figure 12: Comparison with regular employees regarding work load (category wise) 
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Figure 13: Comparison with regular employees regarding leave and absence 
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The feeling of discrimination in comparison with regular employees was seen in nearly every 
area which was asked. Majority respondents said that they were being discriminated in 
delegation of work (62%), leave policy (68%) and responsibility of key tasks (64%).  

 

 

A lower percentage said that they felt discriminated in disciplinary matters (56%) and 
performance evaluation (59%). Twenty six percent felt that they were discriminated in 
consultation of matters regarding future or strategic issues while 22% said that it was in 
planning for service improvement. Less than half (39%) said that they were discriminated in 
financial matters.    

 

Figure 14: Discrimination as compared to regular employees (category wise) 
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The respondents were asked if their status of being a contract employee had a negative effect 
on their management abilities like maintaining discipline in the office etc. Nearly half (49%) said 
that it had a negative effect while 41% did not think so, 9% were not sure. As a contract 
employee, only 11% said that they had made a complaint against their regular subordinates. 
Among those who had made such a complaint, proportion of doctors was the highest 25%, 
followed by school teachers (8%) and paramedics (5%). 

 

To see the difference between the categories of respondents regarding effect on management 
abilities, figure 14 shows how individual categories responded. 

 

 

 

Figure 15: Negative effect contract employee status on management abilities (category wise) 
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The respondents who had said that they had complained about their regular subordinates were 
asked what the outcome was. More than half (59%) said that the matter or complaint was not 
investigated. Only in 27% cases, a formal inquiry had been initiated and in 17% cases some 
action had been taken against the accused. A large proportion of respondents (80%) said that 
they were not satisfied with the outcome.  
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Comparing the 2 types of employees, regular and contractual, a very high percentage (92%) of 
respondents said that the regular employees are held in higher esteem by the society than the 
contract employees. All the 3 categories of respondents said the same thing. 

 

 

Pension & Benefits 

 

Pension and benefits give a sense of security to any type of employment. The contractual 
employees were asked which type of scheme or benefits they would prefer. Ninety two percent 
(92%) said that they would prefer government pension scheme as offered to regular employees. 
Similarly about GP fund, 89% wanted the same GP fund as offered to regular employees.  

 

While discussing other choices, only 18% agreed with equivalent amount of money offered to 
them per month. The other choice given to respondents regarding GP fund was, equivalent to 
GP fund invested for them in private sector. Very few (15%) were in favor of this option. A very 
high percentage (81%) of respondents was not satisfied that they were being paid 30% extra 
compared to a regular employee in lieu of pension and other benefits.  

 

 

 

 

Category wise responses of preference of pension schemes are given in figure 15. 

 

Figure 16: Preference of pension schemes (category wise) 
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Discussing the advantages of regularization, a few advantages were mentioned to the 
respondents and they were asked to rank them. The highest percentage (26%) of respondents 
said that social status of the government employee was the main advantage.  

 

Twenty five percent mentioned that there was no fear of being fired, 21% said promotion to 
higher rank, 17% thought it was pension benefits, 8% considered long term career, 3% preferred 
transfer to other positions and 1% each were for more independence from management and 
less consequences of weak management. 
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Government of Punjab 

Survey for Assessment of  

Contract Employment Policy 

 

 

QUESTIONNAIRE 
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Form S 1 – PERCEPTION SURVEY  

We thank you for participating in a survey conducted jointly by ADB and Government of the 
Punjab to assess the impact of Contract Appointment Policy 2004 of the Government of Punjab 
on contract employees. We would like to highlight that the survey is meant to help and assist 
the contract employees as well the government of the Punjab and does not intend to use your 
personal information or comments against you or anyone. The information gathered from the 
survey will remained strictly anonymous and will only be used for policy appraisal purposes. 

 

 

Sr.#  Questions  Options 

Basic Data 

A 1.  Please indicate your vocation.  

 

(Please encircle one option) 

Primary School Teacher 

Secondary School Teacher 

Doctor 

Paramedic 

Others (Please Specify) 
________________________ 

A1 
(a) 

Highest qualification and year of completion:   Highest qualification: _____________ 

Year: ________________ 

A 2.  Please indicate the duration of your current 
contract ; (It is not necessary that you have 
completed this duration)  

 

(Please encircle one option) 

Less than 1 year 

2 to 3 years 

More than 3 years 

A 3.  Please indicate the duration that you have been 
working on contract with the government  

 

Less than 1 year 

2 to 3 years 

More than 3 years 
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(Please encircle one option) 

A 4.  Number of contracts you have worked on so far: 
Please give details of each contract. 

 

(Please encircle one or more as applicable) 

First contract  

Duration Years: ___________ 

Second contract  

Duration Years: ___________ 

Third contract  

Duration Years: ___________ 

Reasons for joining sector on contract employment 

B 1.  Given the choice,  would you prefer to work in 
future with   

 

(Please encircle one option) 

Private Sector 

Public Sector 

B 2.  Given the choice of working on similar position, 
would you prefer to work in future as  

 

(Please encircle one option) 

Regular permanent employee 

Contract employee 

Private Sector employee 

B 3.  What was/ were the main reason/s for joining 
contract employment in the public sector?  

 

(Please encircle one or more as applicable) 

It was the only option available at the time 

Personal inclination towards the public 
sector 

Dissatisfied with previous job 

Location of the job – close proximity to 
home town 

Salary and perks 

Others (List): ___________________ 

_______________________________ 

____________________________ 
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B 4.  Please rank (on the scale 1‐6) the following reasons 
for  joining the public sector  

 

(rank 1 as most important and 6 as least important) 

 

  Rank 

Job security   

Personal / professional 
learning opportunity 

 

Better rights and treatment   

Social prestige   

Salary and perks   

Opportunity to serve the 
people 

 

 
B 5.  Please rank the following expectations you had 

from the employer i.e. government at the time of 
induction? 

 

(rank 1 as most important and as 6 as at least 
important) 

 

  Rank 

That the contract would be 
regularized 

 

There would be opportunity 
for career growth 

 

That you will be assessed for 
your performance and made 
permanent 

 

That you will be assessed for 
your performance and given 
contract extensions 
periodically 

 

That you will acquire 
professional experience 
leading to your career 
development 

 

That you will get professional 
training 
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B 6.  Has the Government/employer fulfilled any of the 
expectation mentioned above? 

 

(Please specify the option from B5) 

 

 

 

 

 

 

 

 

 

 

Recruitment & Induction 

C 1.  At the time of your induction do you believe your 
recruitment process was fair and transparent? 

Yes 

No 

C 2.  Recall the time of your induction and answer appropriately? (Please encircle the selected options) 

  Was your post advertised?  Yes 

No 

  Was a written test was conducted?  Yes 

No 

  Was a verbal interview conducted?  Yes 

No 

  Was the overall process competitive?  Yes 

No 

C 3.  Do you have any suggestions to make the selection 
process more objective? 

 

_________________________ 

_________________________ 

_________________________ 
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C 4.   Please recall the time of your induction and answer appropriately, which of the following apply? 

 

(Please encircle the appropriate answer) 

  Contract details were explained to you?  Yes 

No 

  Induction briefing given?  Yes 

No 

(If ‘No’, skip to C4 (d) ) 

  If yes above, were you satisfied with the induction 
brief? 

Yes 

No 

  Were you given some job description?  Yes 

No 

  Were you informed about your performance 
evaluation? 

Yes 

No 

  Was performance evaluation part of your contract?  Yes 

No 

  Were you given any indication that you could get 
contract extension based on your performance? 

Yes 

No 

C 5.  After your induction and start of your employment, 
how long did it take for you to come up to speed 
with the requirements of your work? 

 

Less than a month 

1 to 3 months 

3 to 6 months 

More than 6 months 

C 6.  Were you given required training at the time of 
your induction? 

Yes 

No 

Performance Evaluation 



91 
 

D 1.  Do you have a written job description?  Yes 

No 

  Do you have a verbal job description?  Yes 

No 

D 2.  Have you ever been assessed for your 
performance? 

Yes 

No 

(If ‘No’, skip to D4) 

  Is your performance was measured regularly?  Regularly (once every year) 

Not Regularly 

D 3.  Are you aware of your performance evaluation 
process? 

Yes 

No 

(If ‘No’, skip to D3(d)) 

  Are you satisfied with the process?  Yes 

No 

  Was this according to your contract?  Yes 

No 

  Was your last PER discussed with you?  Yes 

No 

  In your opinion was your PER properly and fairly 
carried out 

Yes 

No 

  Would you be willing to link your performance to 
your contract renewal 

Yes 

No 

  Would you be willing to link your performance to 
permanent / regular employment 

Yes 

No 

D 4.  Do you think your performance evaluation will be  Yes 
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the basis of your contract renewal decision?  No 

Don’t know 

D 5.  Do you think your performance should be linked 
with any performance reward? 

Yes 

No 

Don’t know 

D 6.  Do you think your performance evaluation will 
matter less if you are regularized? 

Yes 

No 

Don’t know 

D 7.  Compared with a regular employee is your 
performance more emphasized by the 
management in decisions or meetings? 

Yes 

No 

Don’t know 

D 8.  Do you think your performance matters for your 
contract renewal but that of a regular employee 
does not have much consequence? 

Yes 

No 

Don’t know 

Training and Development 

E 1.  Since joining how many trainings/ courses have you 
been provided? 

 

(please provide numbers) 

Numbers: ________________________ 

E 2.  Do you think you have sufficient training to do your 
job in the best possible way? 

Yes 

No 

E 3.  Do you think the regular employees have better 
skills than you? 

Yes 

No 

Don’t know 

( If ‘No’, skip to E4) 
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  If yes, is it because of their additional trainings?  Yes 

No 

E 4.  In your opinion, do you think that the current 
contract offers opportunities of professional or 
career growth for you? 

Yes 

No 

E 5.  Do you have a career progression path given to 
you? 

Yes 

No 

E 6.  Does the current contract employment fit in with 
your own longer term plans for a career? 

Yes 

No 

E 7.  In your opinion does your status of a contract 
employee offer you more flexibility to join any 
other job in the private or public sector compared 
with a regular employee in your position? 

Yes 

No 

 

(If ‘No’, skip to E8) 

  If the answer to above is ‘yes’, do you value this 
flexibility above being regular? 

Yes 

No 

E 8.  Do you think your present job prepares for you a 
better career? 

Yes 

No 

Don’t know 

Workplace Discrimination 

F 1.  Given your contract employee status, compared to a regular government employee, how satisfied 
or dissatisfied are you with the following issues? 

  Salary with respect to regular employee  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Leave Policy  Satisfied 
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Indifferent 

Dissatisfied 

Don’t know 

  Medical policy and benefits offered  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Housing & housing related benefits  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Benevolent fund  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Other allowances (GP fund etc.)  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Performance evaluation  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Appeal and grievance redress    Satisfied 

Indifferent 
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Dissatisfied 

Don’t know 

  Pension Policy  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Training opportunities  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Job rotation and growth opportunities  Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  How much trust and responsibility is offered to you 
compared to regular employee 

Satisfied 

Indifferent 

Dissatisfied 

Don’t know 

  Do you think that enough trust is reposed upon you 
in delegating work? 

Yes 

No 

F 2.  Compared to regular employee do you feel you are 
made to work  

 

(please encircle one which is applicable) 

More 

Less 

Equal 

Don’t know 

F 3.  Compared to regular employee do you feel you are  More 
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allowed to be absent or given leave? 

 

(please encircle one which is applicable) 

Less 

Equal 

Don’t know 

F 4.  In your view, do you feel discriminated compared to a regular employee in the following areas: 

  Delegation of work  Yes 

No 

Don’t know 

  Leave  Yes 

No 

Don’t know 

  Responsibility of key tasks  Yes 

No 

Don’t know 

  Consultation regarding your department’s 
(organization) future or strategic issues 

Yes 

No 

Don’t know 

  Planning for service improvement  Yes 

No 

Don’t know 

  Disciplinary matters  Yes 

No 

Don’t know 

  Performance evaluation  Yes 

No 

Don’t know 
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  Financial matters  Yes 

No 

Don’t know 

  Other’s Specify   

 

F 5.  Does being a contract employee affect adversely 
your management control/ ability (to manage 
discipline etc in the office) 

Yes 

No 

Don’t know 

F 6.  As a contract employee have you ever made a 
complaint against any of your regular/ permanent 
subordinate? 

 

Yes 

No 

Don’t know 

 

(If ‘No’, skip to F7) 

  If yes above, please answer the following 

  Outcomes of Complaints   

  Was the matter or complaint investigated?  Yes 

No 

Don’t know 

  Was a formal inquiry initiated?  Yes 

No 

Don’t know 

  Was any action taken against the subordinate?  Yes 

No 

Don’t know 

  Were you satisfied with the outcome?  Yes 
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No 

Don’t know 

F 7.  Do you think that regular employees are held in 
higher esteem by the society than contract 
employee? 

Yes 

No 

Don’t know 

Pension & Benefits 

G 1.  Which of the following pension schemes would you prefer? 

  Instead of pension, equivalent money offered to 
you per month which is invested/ saved by you 

Yes 

No 

Don’t know 

  GP fund as offered to regular employees  Yes 

No 

Don’t know 

  Instead of GP fund contribution, equivalent to GP 
fund invested for you in the private sector 

Yes 

No 

Don’t know 

  Government pension scheme as offered to regular 
employees 

Yes 

No 

Don’t know 

G 2.  Are you satisfied with the fact that you are being 
paid 30% extra compared to a regular employee in 
lieu of your pension and other benefits? 

Yes 

No 

G 3.  If you are not satisfied with the 30% extra, then 
how much extra would you perceive to be fair for 
you to stay on contract? 

Please specify: 
___________________________ 

G 4.  If regularization could bring in the following 
advantages to you. Please rank (on the scale 1‐6, 
rank 1 as most important and 8 as least important): 

  Rank  
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No fear of being fired   

Social status of government 
employment 

 

Pension benefits   

More independence form 
management 

 

Less consequences of weak 
performance 

 

Long term career   

Transfer to other positions   

Promotion to a higher rank in 
due course of time 

 

 
G 5.  Would you like to give any suggestions for inclusion 

in contract employment policy?  

 

Please specify: 

 

 



100 
 

  

 



101 
 

 

Annex V   Summaries of Focus Group Discussions in Four Districts     

Introduction  

In order to assess the impact of contract employment policy on employees, employers 
and beneficiaries field visits were undertaken to record the findings and generate 
qualitative data for the contract employment policy evaluation study.  

As part of the evaluation work on CAP Evaluation, Focus Group Discussions (FGDs) 
were conducted with the beneficiaries of education and health facilities in four districts 
i.e. Lahore, Attock, Faisalabad and Lodhran. In order to assess the impact of contract 
employment policy on employees, employers and beneficiaries field visits were 
undertaken by the survey team to record the findings and generate qualitative data for the 
contract employment policy evaluation study. Following table provides a detail of the 
facilities visited:  

2-4th June 2009 (Lahore) 

Facilities visited 

Rural Health Centre,  Burki, TMA Wagah, Lahore  

Rural Health Centre, Kahana, TMA Aziz Bhatti, Lahore 

Government Model School for Girls, Lahore 

Government Middle School for Boys 

 

16-17th June 2009 (Attock)  

Facilities visited 

Government Islamia High School for Boys Attock City, 

Government Girls High School, Tehsil Hazro, Attock 

Rural Health Centre, Rangoo, Tehsil Hazro, Attock 

 

 

Offices visited/ Individuals met 
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District Coordination Officer 

Executive District Officer (Health) Executive District Officer (Education) 

District officer  (Health) District officer  (Education) 

Patients Assistant Education Officer (Litigation) 

Regular staff at Rural Health Centre Assistant Director  

Contract staff at Rural health Centre School Management Committees  

 Parents and Teachers at various schools 

 

24th – 25th & 27th June 2009 (Faisalabad)  

Facilities visited Date of 
Visit 

Rural Health Centre,  Khurrianwala, Faisalabad  24-6-2009 
Government High School 200/RB (Lathianwala), Faisalabad 27-6-2009 
 

1st – 2nd July, 2009 (Lodhran)  

Facilities visited Date of 
Visit 

Rural Health Centre, Makhdoom Aali, Lodhran 1-7-2009 
Government High School, Lodhran 2-7-2009 

 

Offices visited/ Individuals met 
Executive District Officer (F&P), 
Faisalabad 

District Coordination Officer, Lodhran 

Executive District Officer (Health), 
Faisalabad, Lodhran 

Executive District Officer (Education), 
Lodhran, Faisalabad 

Statistical Officer, EDO(H) office, 
Faisalabad 

District Monitoring Officer, Lodhran 

Patients Assistant Director, Education, Faisalabad 
Regular staff at Rural Health Centres Member School Council 
Contract staff at Rural Health Centres Parents and Teachers at schools 
 

 

Method and Methodology 
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The study adopted a participatory method to record citizen’s perception by conducting 
focus group discussions. The responses were triangulated with the secondary information 
available in the form of policy/regulations/notifications to arrive at the key findings. In 
education sector, the participants sample was selected using  a criterion encompassing 
gender balanced representation, direct beneficiaries (students and parents) and indirect 
beneficiaries (concerned neighbors, members of association/ committee/ civil society), 
members of school management committees and separate FGD were carried out with the 
staff of the schools. This approach allowed inclusion of more than one types of 
beneficiaries. For assessment of the situation in the health sector separate discussions 
were organized with patients and staff of the rural health facilities. It was planned to meet 
the members of the Monitoring Committees (elected local government representatives). 
These meetings however, were dropped because the committees although established 
remained dysfunctional. Each FGD comprised of 12 individuals (maximum) in order to 
have a detailed and focused discussions. This was in line with the standard FGD 
methodology.  

The facilities, particularly in education sector were chosen to have a right mix of gender 
representation in order to have a feedback from both boys’ and girls’ schools. Similarly 
for the health facilities patients for interviews were selected keeping in view  a gender 
balance while also covering patients for pre and post natal care and male patients of OPD 
or those admitted at the health centre.  In short, the selection of patients covered a variety 
of them.  

Table V-1: Composition of participants of Focus Group Discussions 

Health Education 
 

RHC Rangoo, Attock  

12 patients interviewed. 

 Patients admitted 2. Patients visiting for 
Pre Natal and post natal care 4. Patients 
visiting homeopath 2.  OPD patients 4 

Government Girls High School Rangoo, 
Attock  

11 beneficiaries interviewed.  

5 students  

5 parents 

1 Union Councillor      

 

RHC Burki, Lahore  

8 patients interviewed. 

Patients visiting for Pre Natal and post 

Government boys model high school, 
Model Town, Lahore. (18 June 2009) 
SESE 1.  

12 beneficiaries interviewed 
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natal care 4. OPD patients 4 7 students  

4 parents 

1 Member school management committee 

RHC Raiwind, Lahore  

10 patients interviewed. 

Patients visiting for Pre Natal and post 
natal care 4. OPD patients 4. Patients 
admitted 2 

Government Boys Islamia High School, 
Attock (18 June 2009) SESE 1 

10 beneficiaries interviewed 

5 students  

5 parents 

 Government boys model high school, 
Model Town, Lahore. (18 June 2009) 
SESE 1. 

10 beneficiaries interviewed 

7 students 

3 parents 

RHC Khurrianwala, Faisalabad  
13 patients interviewed 
Patients visiting for Pre Natal and post 
natal care 6. Patients visiting homeopath 2. 
Dental Care 1. 
OPD patients 4 

Government High School Lathianwala, 
Faisalabad  
22 beneficiaries interviewed.  
18 students  
3 parents 
1 Member School Council      

RHC Makhdoom Aali, Lodhran  
14 patients interviewed. 
Patients visiting for Pre Natal and post 
natal care 5. Patients visiting homeopath 3. 
Dental Care 2. 
OPD patients 4 

Government High School, Lodhran 
22 beneficiaries interviewed 
17 students  
5 parents 

 

The methodology allowed a separation of the performance of contract employees from 
regular employees. The facilities (education and health) identified were on the basis of 
composition of staff i.e. the facility had regular employees as well as staff on contract 
particularly staff hired on contract after year 2004. Another aspect considered was to 
choose facilities where it was easy for the beneficiaries to distinguish in the services 
produced by each set of employees. For example in health sector, in all districts services 
for pre and post natal care were provided by staff appointed on contract whereas the 
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Senior medical officer (regular employee) besides being in charge of the facility was 
providing health services as well tending to patients.  Therefore rather than asking direct 
question distinguishing in the nature of employment (contract or regular), special 
attention was given during FGDs to raise questions that pertained to individuals 
specializing in pre and post natal care and other specialized areas (in this case SMOs) to 
allow the beneficiaries to comprehend the question asked and respond with clarity on 
performance to allow the researcher to conclude. However a limitation to the research 
was that in case of health most of the beneficiaries had not visited the contract as well as 
regular doctors to allow them to differentiate in the services they received. The responses 
on improvement or otherwise was more of an analysis over a period of time rather than 
between two individuals of varying nature of employment and responses regarding 
improvement in service delivery were attributed to other factors (referred to hereunder 
Beneficiaries’ views).   

Special attention was given to the fact that the FGDs happen in the absence of facility 
staff in order to create an environment where the beneficiaries could respond freely and 
air their opinions without any check by the facility management. The FGDs started off 
with ice breakers in order to get the individuals involved and increase their comfort level 
to correspond with the researcher and get them proactive in the discussions. The 
participants at the outset for informed of the purpose of discussion in order to avoid 
digressing in discussions that were beyond the scope of the study.   

The participants particularly in schools were grouped in two – students and 
parents/members of School Management Committees/Union councillors in order to elicit 
responses where the participants were more at ease to respond. Wherever it was found 
difficult to elicit clear responses on performance reference was made specifically by 
naming teachers hired on contract and regular without mentioning the nature of their 
appointment but by their names. 

a. Following is a summary of the findings made during the FGDs. 

(Immediate Supervisor’s and Contract employees views) 

Separate FGDs were conducted with the immediate supervisors 
(Headmaster/headmistress in school and Senior Medical Officer/In charge Rural Health 
Centre to determine the impact of contract employment policy on the performance of the 
facility. The responses from immediate supervisors had reasonable clarity as they were 
aware of the nature of appointment and could relate to instances where positive or 
negative impact was made (Table 3). In order to complement the findings of the study 
with the views of the staff appointed under contract, opinions of the contract employees 
were obtained. Table 2 provides details of the contract employees that participated in the 
focus group discussions.  
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Table V-2: Number and type of contract staff in focus group discussions   

Education Health 

Government Girls High School Rangoo, 
Attock (17 June 2009). SSE 1. SESE 1.   

RHC Burki, Lahore (04 June 2009).  
Women Medical Officers 2. Dental 
Surgeon 1 

Government boys model high school, 
Model Town, Lahore. (18 June 2009) 
SESE 1.  

RHC Raiwind, Lahore (04 June 2009). 
Medical Officer 1. Women Meducal 
Officer 2. Dental Surgeon 1 

Government Boys Islamia High School, 
Attock (18 June 2009) SESE 1 

RHC Rangoo, Attock (17 June 2009) 
Medical Officer 1. Women Medical Officer 
2. Dental Surgeon 1 

Government Girls High School, Rangoo, 
Attock (17 June 2009) ESE 1. SESE 1.   

 

Government High School 200/RB 
(Lathianwala), Faisalabad (27 June 2009). 
Head Master, SESE 2. ESE 2.   

RHC Khurrianwala, Faisalabad (24 June 
2009). 
WMO 2. Nurses 6. LHVs 2. 

Government High School, Lodhran (2 July 
2009) SSE 2. SESE 1. 

RHC Makhdoom Aali, Lodhran (1 July 
2009). 
MO 1. WMO 1. Dental Surgeon 1. LHV 1. 
Dispenser 1. Dresser 1. Mid Wife 1. 

 

The findings were primarily grouped as impact of CEP on the productivity of staff where 
productivity was defined in terms of availability of staff at the facility, their behaviour 
and attitude towards the beneficiaries and the quality of service delivery at the facility. 
The impact of CEP on contract staff was evaluated in terms of their commitment towards 
work focussing on the employees perception and  their expectations.  

Table V-3: Summary of Findings of contract employment policy 

 Attock Lahore Faisalabad Lodhran 

Impact of Contract employment policy  on 
productivity –Supervisor’s perception  

    

Reduction in absenteeism *Positive Positive *Positive Positive 

Behaviour towards beneficiaries Positive Positive Positive Positive 
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Attitude towards work Positive Positive Positive Positive 

Quality of service delivery Positive Positive Positive Positive 

Employee commitment hired under CEP:     

Confidence of contract employees in terms of 
job security 

Negative Negative Negative Negative

Expectations over time Negative Negative Negative Negative

Employees perception of performance 
evaluation system 

Negative Negative Negative Negative

Source: Focus group discussions  

b. The employees were of the opinion that with revision of pay of the regular staff 
and award of special allowances has brought the salaries of regular staff at par 
with that of contract employees therefore in monetary terms no attraction 
remained for the contract staff. With regard to capacity building, teachers in 
particular were handicapped as no training was imparted for the teachers besides 
changes having been incorporated in the examination system with establishment 
of Punjab Examination Commission (PEC). The expectations of contract staff 
have declined due to the mentioned reasons and en masse regularization of 
contract employees has undermined the competition with the understanding that 
they will get regularized on their turn. Beneficiaries’ views 

Table V-4: Beneficiaries’  perception of impact of  contract employment policy on 
service delivery 

 Attock Lahore Faisalabad Lodhran 

Reduction in absenteeism *Positive Positive *Positive Positive 

Behaviour towards beneficiaries Positive Positive Positive Positive 

Attitude towards work Positive Positive Positive Positive 

Quality of service delivery Positive Positive Positive Positive 

*The conclusion of improvement in service delivery cannot be attributed to CEP alone. 
Other reasons cited by beneficiaries is given below 

The perception of the public (beneficiaries) of primary health and education over service 
delivery was largely positive, however the reasons cited by respondents varied. In 
education sector reasons cited were:  
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• enhanced network of infrastructure and up gradation of schools allowing more 
access to facilities,  

•  incentives available for student attending school  

•  improved quality of teaching by virtue of more qualified teachers being 
appointed recently. 

For health sector, the beneficiaries’ perception was positive in terms of 
availability of staff and their behaviour however showed concern about issues 
that are beyond the scope of this study like lack of monitoring mechanism to 
check over charging of fee or availability of medicines and more importantly the 
quality of medicines. Other issues that were observed were lack of awareness of 
general public on service delivery standards which reportedly were not shared 
with the RHC, non disclosure of fee/charges and an almost non existent 
complaint handling process. 

 

Employers’ (District Managers) view The employers showed indifference towards the 
policy, primarily due to lack of awareness. A large number of district managers posted 
after 2004, it was observed had not even gone through the policy thus putting it into 
practice was not even considered. It is apparent from the fact that besides district 
government being authorised to undertake recruitments, no appointments were made in 
cases where vacancies were created for any reason the position fell vacant due to 
termination of services, resignation or death. The district government wait for provincial 
government to initiate recruitments which were then made en masse rather than needs 
based, particularly in the education sector. This practice diminished the value of the 
policy to local managers.  

Moreover the district management had not utilized the performance element in the policy 
as the performance evaluation of staff was not carried out annually. The performance 
evaluation record was neither available at the facility nor at the district offices. It was 
reported that at the time of extension/regularization of staff, besides some  very serious 
cases of poor performance that were terminated, the rest were asked to complete the 
performance evaluation form for the number of years they served and was forwarded for 
extension/ regularization of staff, consequently en block regularization/extension. Table 2 
records the views of district management with the caveat that the views do not 
correspond with the policy which was partly due to lack of understanding of the contract 
employment policy and due to partial implementation of the policy. Some of the gaps 
however identified pertained to the incentive regime which is not reflected in the policy. 
For instance the managers are not authorised to award hardship allowance for the staff to 
be posted in remote areas in case if ‘natives’ are not available for recruitment.   
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Table V-5: Manager’s Views on contract employment policy (CEP) 

Because of CEP:  Attock Faisalabad Lodhran 

Flexibility in short term hiring No  No  No  

Option for hiring of skilled individuals Yes Yes Yes 

Flexibility to match salary No No No 

Amenability to organizational objectives -?? No No 

Flexibility to design criteria for 
performance evaluation and incentives  

No Yes Yes 

Flexibility to design job descriptions Yes No No 

Comparison with other measures of 
short term hiring (Farogh-e-Taleem 
Fund) 

No   

    

Source: Focus group discussions 

The CEP comparison with other measures like Farogh-e-Taleem fund were responded in 
negative for the reason that these funds are collected at the facility level and spent be the 
facility head after approval from the School Management Committees. The facility of 
hiring human resource from this fund was allowed only in April 2009 but that has not 
been utilized as yet because of other pressing demands of the school. However, the fund 
allows a great deal of autonomy to the educational facility and needs to be better utilized 
rather than being accumulated or spent on moveable/immovable items. Farogh-e-Taleem 
fund is collected from the students on the following rates:  

• Re 1 per student per month for Class 1-4 

• Rs 5 per student per month for Class 5-8 

• Rs 7 per student per month for Calls 9-12 
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Annex VII   Quantitative analysis of impact on service delivery      

To empirically assess the impact of contract employment on service delivery a dataset of 
schools was prepared. There are 51,419 primary schools, 12,256 middle and 5,158 high 
and higher secondary schools in Punjab that were recorded as functioning on October 31, 
2008. Out of these 61235 had students enrolled for class 5. Data for the schools are 
collected through an annual school census conducted through administration of a form on 
the same date every year. The census data are then entered into a central database 
maintained by the Punjab Education Sector Reforms Program. The database had yearly 
observations on the state of physical infrastructure, school management, SMC 
functionality, number of students, type of teacher classifiable by more of employment 
and other school specific information. On the other hand, Punjab Education Commission 
is responsible for conducting an annual exam for class 5 in addition to exams for class 8. 
The exam data are in the form of score obtained by each student in each subject.  

The two datasets were combined to create a panel from 2003 to 2008. During these years, 
class 5 exams were conducted in 2006, 2008 and 2009. PEC did not conduct the exam in 
2007. Its exams were held in spring every year when they were conducted providing an 
assessment for the previous year’s class 5. The exam results were combined with the 
previous year’s school data.  

The schools in the PESRP database are ordered according to a code, the EMIS code. 
These codes were assigned to the schools in 2002. The schools were at that time given a 
form to fill out basic information about their facilities. Those that responded were 
assigned codes on first come first serve basis within each union council jurisdiction. The 
EMIS code is an 8-digit numeric where the individual digits identify district (first three 
digits; the first digit signifies the province and is therefore the same for all districts), 
tehsil (fourth digit), markaz (fifth and sixth digit), union (seventh digit) and school’s 
number within a union (eighth digit). The numbers of schools across unions are 
independently determined. The districts have been arranged stating from south east going 
to south west, then moving east and then going to north-west and finally counting 
districts in the center. Within a district the tehsils are arranged in alphabetic order except 
when a new tehsil is created after 2002. In such a case, the new tehsil is ordered at the 
end of other tehsils in the district and is given the next available number as the fourth 
digit. The names of the tehsil in almost all cases are selected from the towns in its 
jurisdiction and ordinarily a tehsil’s name is the same as of the biggest town. So no 
predetermined order could be assumed for the tehsil names and in turn codes within the 
district. The markaz are arranged randomly in the tehsil and there are listed with codes 
from 1 onward. Within each markaz there unions are ordered randomly also.  
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 The EMIS code order is not determined by any factors chosen by a school. Even when 
they were allotted within a union on first come first serve basis, the order given to unions 
within a markaz, and that given to a markaz within a tehsil and tehsil within a district 
could not be influenced by the choice of a school head to send in the form early. The 
number of schools in a tehsil vary from 62 (Kallar Saidan) to 1350 (Jhang). The numbers 
of schools in a district vary from 897 (Lodhran) to 3615 (Rahimyar Khan). The numbers 
vary by tehsil depending upon the population of each jurisdiction. New schools have been 
added in subsequent years. The additions have been varied across the years. When a new 
school is added it is assigned the next available code in the tehsil. In other words it is 
added at some point in the order determined by tehsil and district of its location.  

Tehsil is the boundary which has been covered in the EMIS code which is the left 4 digits 
of EMIS code. The right 4 digits are reserved for serial number of the school that is from 
0001 to 9999. Markaz and union council are not the part of EMIS code but are given 
separate codes. A separate code other than EMISCODE has been assigned to Markaz ID 
and it consists of 6 digits. Left 4 digits of Markaz ID represent the Tehsil and 5th and 6th 
digits are reserved for Markaz Serial Number within Tehsil. Union council numbers are 
also recorded and they are in the form of serial numbers (1 to 999) of the union councils 
which have been assigned by the district government. 

Upon dropping schools without class 5 from the 2008 data there were 5149 remaining in 
the dataset. Out of these every tenth school was selected. Since the population was 
organized randomly, it yielded a random sample of 5210 schools in the year 2008. Once 
selected these schools were mapped on to the previous years to ensure consistency of 
observations. The option ensured that all the school present in 2008 were part of the 
population. An alternative way of drawing a sample could have been to draw a sample 
from 2003 and then map them to later years. Since all the schools added to the database 
in later years upon construction and commissioning were not part of the data in 2003 this 
would have caused a truncation of the data. To avoid truncation, the schools added in 
later years could be added with their EMIS codes in the correct order to the 2003 data and 
then the sample could be drawn from the complete population. But in this case the two 
approaches would be equivalent.  

The PEC data for exams are reported as individual scores for a student. The individual 
exam scores in the PEC data have been converted to school averages. The average 
combined individual achievements have been thus recorded as the school result. For each 
school the dataset has the number of PTC and ESE. From these numbers a school 
employment index has been created. The index is defined as the percentage of contract 
employees in total school teachers that are employed at the time of census.  
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The exam results for all the schools for 2006 were not available. The observation for 
2006 was dropped from the dataset. The resulting panel had 5210 individual observations 
for 2 years. The school averages were regressed on school employment index. School 
facilities, school age, status of SMC have been added as control variables. The results 
show that contract employment has a positive effect on school average scores. When the 
individual subject scores were regressed on the contract employment index the results 
showed that in most cases, contract employment had a positive effect on individual 
subject scores. The following table shows the results.  

 

Table VI-1 Effect of Contract Employment on Primary Exam Results  

(Average School Marks) 

VARIABLES  Coefficient 
   
lcep  0.0276*** 
  [0.00376] 
Constant  ‐1.011*** 
  [0] 
Observations  3362 
Number of sr_no  2437 
Robust p values in brackets 
*** p<0.01, ** p<0.05, * p<0.1 
 

The total school marks and the contract employment were both in logs. It indicates that a 
one percent increase in the fraction of contract employment of the total school 
employment of teachers has a 0.2 percent increase in the average school marks. The 
result is significant at 1 percent. When average individual subject scores were regressed 
on contract employment index the effect was negative for mathematics and positive for 
English and Islamyat. For mathematics and English it was significant at 10 percent and 
for Islamyat it was significant at 1 percent. The head’s grade, indicating the seniority and 
experience of management was used a control variable. It showed mixed results, both 
positive and negative but all were significant except in case of English. The senior grade 
heads were present in middle or high schools. It could be indicating that primary received 
less attention when higher sections were part of the school. The following table 
summarizes the results of the regressions.  
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Table VI-2 Effect of Contract Employment on Primary Exam Results (Subjects) 

VARIABLES Math Eng Urdu Isl Soc Sci 
       
lcep -0.0249* 0.0267* 0.00571 0.0312*** -0.00255 0.0154 
 [0.0500] [0.0698] [0.599] [0.00202] [0.829] [0.232] 

head_grade -0.00577** 0.000227 -0.00560*** 
-

0.00830*** -0.00127 
-

0.00579*** 
 [0.0131] [0.931] [0.00319] [7.01e-06] [0.537] [0.01000] 
Constant 3.622*** 3.663*** 3.899*** 4.069*** 3.594*** 3.740*** 
 [0] [0] [0] [0] [0] [0] 
Observations 2126 2126 2126 2126 2126 2126 
R-squared . . . . . . 
ind 2064 2064 2064 2064 2064 2064 
Robust p values in brackets     
*** p<0.01, ** p<0.05, * p<0.1         
The regressions for middle school results and high school exams were also carried out. A 
sample of 2451 middle and high schools where there was enrolment in class 8 in 2008 
was selected. Due to the organization of the database, as described above, the sample was 
random. The PEC results for 2009 and 2008 were added to the school data to create a 
panel for two years. The contract employment index was similarly created by dividing the 
number of contract teachers by the total teachers recorded on the census day in the 
school. The average total marks obtained by the school was created as a variable from the 
PEC exam data. Regression of contract employment index on average total marks 
showed that the effect of contract employment on school average scores was not 
significant except for mathematics where the effect was negative and significant at 1 
percent level.  

Table VI-3 Effect of Contract Employment on Middle Exam Results 

VARIABLES Total Math Eng Urdu Isl Soc Sci 

        
lcep -0.00456 -0.0317*** -0.0135 0.00363 0.00237 -0.00592 -0.0108 
 [0.439] [0.00117] [0.155] [0.494] [0.598] [0.372] [0.195] 
sc_meetings -0.00165 -0.000974 -0.00417** -0.000523 -0.000513 -0.00164 -0.00384** 
 [0.121] [0.545] [0.0357] [0.559] [0.533] [0.203] [0.0170] 
Constant -0.570*** 3.766*** 3.981*** 4.111*** 4.225*** 4.048*** 3.889*** 

  [0] [0] [0] [0] [0] [0] [0] 

Observations 1993 1988 1992 1984 1987 1990 1992 
R-squared . . . . . . . 

ind 1104 1102 1104 1102 1102 1104 1104 

*** p<0.01, ** p<0.05, * p<0.1    
Robust p values in brackets    
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For the high school level the data had some limitations. The exam data were only 
available for one year for the exam conducted in 2009. Further, the data were not 
disaggregated by subject scores or school average scores. Only number of students who 
passed the exam and the pass percentage were available. Combining these data with the 
school data, 1289 observations for a cross section were generated. The results on this 
dataset showed the effect of contract employment index on pass percentage of the school 
was positive but not significant. At the same time, the short term hiring under faroghe 
taleem fund, where hiring could be done by the school head was indicated by expenditure 
from the fund. A variable was created to normalize the size of the fund by dividing 
expenditure from the fund by the size of the fund. The results showed that the effect of 
this variable on pass percentage in the matriculation exam was positive and significant at 
1 percent. The functioning of the school councils indicated by the number of meetings 
was not significant.  

Table VI-4 Effect of Contract Employment and Faroghe Taleem Fund on School 
Results 

VARIABLES Total 
  
cep 2.376 
 [0.377] 
head_grade 2.823*** 
 [1.53e-05] 
ft 0.00808** 
 [0.0218] 
sc_meetings 0.208 
 [0.171] 
Constant 7.187 
  [0.520] 
Observations 924 
R-squared 0.027 
Robust p values in brackets 
*** p<0.01, ** p<0.05, * p<0.1 
 

 

 


