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Message from the Chairman

 I am extremely happy that the National Human Resources 
Development Council of Sri Lanka (NHRDC) is bringing out the annual 
Human Capital Insights Magazine. The organization’s magazine 
always provides a platform for the stakeholders to gain a piece of new 
knowledge. Moreover, on this occasion, I convey my good wishes to 
the sta� of NHRDC in their endeavors.

Owing to the post-COVID 19 pandemic and the prevailing economic crisis, Sri Lankans are 
living through a challenging time, and the present ongoing situation has a�ected the 
socio-economic activities in the country. However, we are con�dent that our organization 
will make a positive contribution to the country in this critical situation. 

At this critical juncture, enhancing the labour market to meet the global demand is essen-
tial. Most contributed sectors to the Gross Domestic Product (GDP) need to be encour-
aged. With the aim of strengthening foreign remittance, investing in skilled labor is a 
timely requirement. As the present government encouraged and provided opportunities 
for public sector employees to work abroad and in the private sector would ease the 
burden on the government. Moreover, the exposure gained abroad will have a positive 
impact on the Sri Lankan economy.  Accordingly, NHRDC started to revise the National 
Human Resources Development and Employment Policy of 2012 (NHRD&E Policy) to 
provide ways and means for developing those people to match the global and private 
sector requirements. NHRDC, as the apex body of human resource development in the 
country, will engage with the government for the betterment of the country. 

Further, NHRDC has currently focused on catering to the di�erent generations in the work-
force in order to face the local and global challenges since their knowledge, skills, 
attitudes, and aspirations are di�erent. It is vital to identify the career aspirations and 
trends of the ambitions of the future generations as they may change the shape of the 
labour market. 

I believe that the Human Capital Insights magazine is a forum that could aptly be used for 
knowledge sharing. This magazine has made an earnest attempt in this direction and 
brought out certain aspects of the NHRDC. Further, NHRDC will continue to be a stronger 
institute amid the challenges you can rely on. 

May Triple Gem Bless you!

Chinthaka S. Lokuhetti
Chairman
NHRDC
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Results-Based Management Thinking for 
HRD Professionals

     The main objective of this short essay is to 
explore the basic concepts and approaches of 
the Results-Based Management (RBM) system. I 
also wish to discuss its historical background, its 
uses in development results, the challenges of re-
sults-based management systems, and its impact 
on output and outcome. It is essential to assess ef-
ficiency and effectiveness through organizational 
learning, accountability, and performance moni-
toring and evaluation in this context. Although re-
sults-based management is an aspect of new pub-
lic management, many different terms are often 
used while searching for RBM. The equivalents of 
the same model found in the literature is manage-
ment by results, performance management, ratio-
nal management, development cooperation, and 
effects of management practices. However, herein 
RBM will be used for simplicity.

Early Thinking and Practices of RBMEarly Thinking and Practices of RBM

        Results-based management is partly one of the 
principles of the rational model that came to be 
called New Public Management in the late 1980s 
but has also been developed into its management 
model. It is a model that combines practical steering 
tools and mechanisms. Peter Drucker, an Austrian 
management professor, and management consul-
tant, initially germinated the contemporary ideas 
of RBM. In “The practices of management,” he fo-
cused on a management approach called Manage-
ment by Objectives. The manager’s focus on their 
corporation’s past and current activities is a poten-
tial problem. He, therefore, argued that there is a 
significant risk of not achieving the corporation’s 
goals if the corporation’s purposes do not guide its 
work. Figuratively, Drucker compared the objec-
tives, or goals, with a compass showing a ship at 
sea, i.e., the corporation or organization (Drucker, 
1954). It is a participatory working tool designed 
to focus people’s minds on what matters, namely, 
performance in terms of results. Drucker insisted 
on successful results orientation as a mindset and 
a perspective on managementrather than a precise 
set of instructions. During the 1960s and 70s, this

approach thrived in both the private and public 
sectors.

      Since the 1990s, the RBM has played a vital 
role as a well-established management strategy 
or tool for development. Different organizations, 
multilateral agencies, donor agencies, etc., have 
been using the RBM approach for enhancing and 
improving the development results. Hatten and 
Schroeder (2007) highlighted RBM in managing 
and measuring results. Inputs, outputs, outcomes, 
and impacts have become familiar catchphrases. 
Some development practitioners consider it as part 
of the problem, a requirement that consumes time, 
energy, and resources and obstructs the actual de-
velopment work.

   Nevertheless, there isn’t any common understand-
ing that all organizations already have management 
systems in place. RBM aims to mainstream the 
philosophy, policies, principles, practices, goals, 
and objectives of managing results into existing 
management and institutional mechanisms. Vari-
ations in semantics and language applied to RBM 
and the numerous definitions among different or-
ganizations suggest a certain degree of confusion 
or dissonance over what RBM is.

        The state-of-the-art RBM is commonly and 
widely used in the development works by donor 
agencies or institutions. After the 1990s, the use 
of RBM became widespread in, of course, differ-
ent forms. Numerous development organizations, 
agencies, private companies, and NGOs adopt 
varying definitions for this term without a com-
monly accepted description. The purpose and chal-
lenge of RBM depend on multiple factors revolving 
around the circumstances. There are considerable 
differences from agency to agency regarding the 
progress and experience with result-based man-
agement systems. Therefore, RBM’s adoption and 
implementation need clarification on its specific 
meaning and concept, as confusion would prevail 
unless otherwise.
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The core of the Process in RBMThe core of the Process in RBM

 In particular, RBM emphasizes the im-
portance of defining expected results with the in-
volvement of key stakeholders, assessing the risks 
that may impede anticipated results, monitoring 
programmes designed to achieve these results 
through the use of appropriate indicators that re-
port on performance. A ‘result-chain’ is at the core 
of this process: human and financial resources 
(inputs) generate activities that produce results in 
the short term (outputs), as well as in the medi-
um, end-of-project, term (outcomes); and in the 
long term (impacts). Therefore, RBM guides all 
management activities towards achieving defined 
results at its core. It represents a fundamental re-
orientation away from previous management ap-
proaches emphasizing inputs and activities. It is 
presumed that results would follow if the inputs 
and activities were made appropriately dynamic.

 In RBM, management functions consist 
of planning, organizing, leading, and controlling, 
focusing on achieving performance targets. Arif, 
Jubair, and Ahsan (2015) discussed that RBM is 
one of the excellent management systems in which 
all efforts focus on optimum result achievement 
under the basis of norms of good governance. 
They have further pointed out that RBM’s frame-
work results in better findings than this moment’s 
monitoring practice executed in public sectors. 
RBM’s framework monitors project purpose di-
rectly, aligning with long-term purpose assess-
ment. Meanwhile, different scholars have identi-
fied that RBM effectively increases performance as 
demonstrated by customer care, meeting perfor-
mance targets, and producing qualified products. 
It shows that the RBM implementation may hold 
organizational performance.

 Several deliberations indicate that the 
RBM sets a platform for determining manage-
ment policy thinking from a policy-making line 
in an organization. Human resources would be 
crucial in adopting performance standards and 
implementing the performance-based budget in 
institutions. Also, to successfully implement per-
formance-based assessment, RBM would consider 
organizational competence and commitment at all 
organizational levels. It is crucial to have a new fi-
nancial accountancy system and management po-

licy, competent human resource management, and 
continuous drive and support from an organiza-
tion.

The Puzzle in Outputs and OutcomesThe Puzzle in Outputs and Outcomes

  The core discussion of this article on RBM 
is on extensive academic projects experienced at 
the final phase of Master of Administration pro-
grammes. It outlines the concepts of RBM and how 
we are capitalizing on outputs and outcomes. In 
study encounters, outputs and outcomes do have 
a simple connotation. Outputs, outcomes, and im-
pact are terms used to describe changes at different 
levels. As illustrated in the preceding discussion, 
outputs are the products, goods, and services that 
result from a development intervention. These 
projects produce outcomes – the short-to-medi-
um-term effects of an intervention – and eventu-
ally impacts. However, there is a significant incon-
sistency in the interpretation of these concepts. 
As per OECD’s (2011) definitions of the different 
terms when it comes to RBM in development co-
operation, the explanations are as follows;

Definitions of Terms as per OECD (2011)Definitions of Terms as per OECD (2011)

• • InputInput  : The financial, human, and material re-
sources used for the development intervention.

• • ActivityActivity : Actions taken or work performed 
through inputs, such as funds, technical assis-
tance, and other types of resources mobilized 
to produce specific outputs (Related term: de-
velopment intervention).

• • OutputOutput : The products, capital goods, and ser-
vices that result from a development inter-
vention; may also include changes from the 
intervention relevant to the achievement of 
outcomes.

• • OutcomeOutcome :   The likely or achieved short - term 
and medium - term effects of an intervention’s 
outputs.

• • ImpactImpact : Positive and negative, primary and 
secondary long-term effects produced by a de-
velopment intervention, directly or indirectly, 
intended or unintended.”
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 According to the problem, ‘output’ and 
‘outcome’ are abstract terms and vary in mean-
ing. It tends to see both outputs and outcomes as 
impacts of policies and decisions and take their 
importance for granted. However, researchers use 
the terms results, consequences, and outcomes in-
terchangeably. Three terms describe the effects of 
a programme or activity, particularly its achieve-
ment or progress toward established goals. In most 
cases, outputs and outcomes have been explicitly 
distinguished. Table 1 provides greater clarity of 
the two.

Table 1:Table 1: The Seven Dimensions of Outputs  versus 
          Outcomes

OutputsOutputs OutcomesOutcomes

System dynamics : 
Decisions and policies 
delivered by the system

System dynamics : 
Changes in demands to 
and support for (input) 
the system

Cause : All purpose-
ful action is seen as a 
means to achieve goals

Effect : All intended 
and unintended conse-
quences related to such 
output

System-oriented : All 
decisions and policies 
delivered by the system

Context-oriented : All 
developments in the 
context of the system 
are either related or un-
related to the output

Time frame : The imme-
diate effects

Time frame : Intermedi-
ate and long term effects

Descriptive : What is 
done

Normative : The evalua-
tion of what is done.

Nature : Intentions, 
words, the broad deci-
sion or policy definition

Nature : Actual changes 
in behavior, actual
implementation (mi-
cro-output)

Concrete : Easily mea-
surable

Abstract : Fuzzy and 
hard to measure

Source :Source : Johan A. M. de Kruijf & Michiel S. de Vries (2018)

Confusion over Impact of  Confusion over Impact of  Outputs and Outputs and 
OutcomesOutcomes

 The definition of goals has significant clari-
ty-issues, mainly on the premise that goals, in gen-
eral, cannot be achieved. It is necessary to define 
measurable goals, to be able to measure results, a 
habit that has been a subject of criticism. One of 
the possible implications of only setting measur-
able goals is the risk of avoiding defining goals that 
are difficult to measure. As Talbot (2007) puts it, 
we make essential what can be measured because 
we cannot calculate what is vital. Focusing on the 
process instead of concentrating on the perfor-
mance and results can lead to validity issues. If de-
fined indicators do not measure the change that is 
supposed to be measured, the implications of such 
a shift would be the risk of the gauges becoming 
the organization’s real goals instead of indicators 
that correlate with the higher-level goal. Hence, 
there is an inherent risk of missing unintended 
consequences since the evaluation will only shed 
light on the pre-set measures. The popular idea of 
what can’t be measured will lead to organizations 
adapting their activities to be measured. For in-
stance, authorities may change their priorities to-
wards less urgent operations in a hospital to keep 
the waiting time down.

In the public sector, measurable goals are political 
goals that are complex and difficult to operation-
alize, and they lack the quality of quantifiability. 
There is a significant risk that these measurable 
goals create a more short-term focus in such cir-
cumstances. The general public appoints political 
leaders for a specific term, and the natural trend 
is that it is for a political cycle (Specific period un-
less otherwise changed). The politicians wish to 
achieve the goals set up within that period. In the 
RBM debates, this political cycle issue is an attri-
bution problem. It connects to the availability of 
information from one cycle to the next cycle.

 On the one hand, there is a risk that the 
pressure on presenting results and statistics about a 
specific period will increase the need for such data 
and functional data systems in a particular con-
text.On the other hand, all the information creat-
ed must showcase what outputs and outcomes are 
produced from a specific project.  It could get tra-
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nsmitted to the next phase where the other party 
or new leadership can interpret nature differently, 
as it’s a general phenomenon on the political front.

RBM - Way ForwardRBM - Way Forward

 Results-based management is a manage-
ment strategy, or a set of management principles, 
aimed at achieving essential changes in the way 
organizations operate, with improved results as 
the central orientation. The primary purpose of 
this thinking and practicing model is to improve 
efficiency and effectiveness through organization-
al learning and, secondly, to fulfill accountability 
obligations through performance reporting. It also 
underscores control over outputs, which creates a 
need for measuring performance through regular 
follow-up, evaluations, and audits. Ideally, one of 
the basic assumptions is that politics and admin-
istration should separate, as they have different 
agendas. However, one can’t execute without the 
blessings of leadership. Once the goals formulate, 
it is up to the executing power to shape the op-
erations towards reaching the goals by achieving 
objectives.

 In future decision-making, the results and 
evaluations are also expected to be analyzed and 
used to enhance accountability and effect chang-
es in financial means if the goals are not achieved. 
Reporting results and performance increases the 
demand for well-defined goals and indicators. It 
also demands the drawing and execution of com-
prehensive and detailed plans. It connotes that 
the purposes need to be specific, measurable, 
achievable/accepted, realistic, and time-bound 
(SMART). The goals are for achieving broader di-
rections and objectives within a specified period.

 The RBM model characterizes a shift in fo-
cus, from inputs and activities to the outputs and 
effects, i.e., outcomes. It further implies a change 
from previous governance focus on detailed in-
structions on how the resources are used, which is 
generally without the desired tangible link to the 
realization of expected results and objectives of the 
organization. Thus the increased focus on RBM is 
viewed as more critical than producing reports 
connected to quality, desired results, efficiency, 
and cost-effectiveness. It is apparent execution of

 
results first thinking and engaging deeper under-
standing of the problem/s, root causes, and clarity 
in project components.

 Management by Objectives uses the term 
“objective,” but the question remains whether that 
term adequately defines the concept? With RBM, 
the terms inputs, activities, outputs, short-term 
outcomes, medium-term outcomes, and long-term 
impacts are well-defined, and they carry specific 
and different meanings. Thus RBM creates a more 
significant focus shift for the future, inviting us to 
be more practical in our endeavours. We prefer to 
discuss problems and analyses of the situation in 
detail. We hardly look at the results systematically 
and work out backward for genuinely effective re-
sults. It is what the RBM model aims at producing.

 To put it in a nutshell, therefore, RBM is 
a tool for monitoring and managing strategy im-
plementation. It, in many respects, is similar to a 
logical framework and a strategy-implementation 
tool. In other words, it provides a framework.

Dr. Samantha RathnayakeDr. Samantha Rathnayake  
Senior Management Consultant, 

Postgraduate Institute of Management, 
University of Sri Jayewardenapura 

(samantha@pim.sjp.ac.lk)
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A Glimpse on the Whistle-blowing Practices 

in the Banking Institutions of  Sri Lanka

 
 Whistle-blowing refers to the disclosure 
by organisation members of illegal, immoral, or 
illegitimate practices under the control of their 
employers, to persons or organisations that may 
be able to effect action’ (Near & Miceli, 1985:4). 
It is the act of informing people in authority or 
the public that the company they work for is do-
ing something wrong or illegal’ (Oxford advanced 
learner’s dictionary, 2000). In simple terms, whis-
tle-blowing functions as a channel for reporting 
misconduct, fraudulent activities and all sorts of 
illicit or unethical practices within an organisa-
tion to internal and external parties. It is a crucial 
mechanism in the pursuit of better corporate gov-
ernance specially in banking institutions which 
have a wider public obligation with a diverse set 
of stakeholders compared to non-bank organiza-
tions. Corporate misconduct was identified as one 
of the primary reasons for the financial and eco-
nomic crisis that happened throughout the world. 
Sri Lanka also has experienced instability in the 
financial system due to various acts of corporate 
misconduct that had taken place in commercial 
banks. Basel Committee on Bank Supervision 
(BCBS), which is an international standard setting 
organization for banks, has recognized the crit-
ical importance of timely escalation of problems 
to higher levels within banks. According to BCBS, 
employees should be encouraged and made able 
to communicate, confidentially and without the 
risk of reprisal, legitimate concerns about illegal, 
unethical or questionable practices. In this regards 
a well communicated whistle-blowing policy and 
adequate procedures and processes, consistent 
with national law need to be in practice. In line 
with this, the Legal and Compliance Department 
of the Central Bank of Sri Lanka has introduced 
a whistle-blowing policy in 2015. Whilst there are 
number of international and national approach-
es, policies and procedures for effective employee 
whistle-blowing in banks, an important questions 
remains on its actual practice towards instilling 
good governance in these institutions.

 
 To examine the realities of the employee 
whistle-blowing practices of banking institutions 
in Sri Lanka, the writer has interviewed several 
key bankers, a bank consultant, an independent 
economist and a financial journalist. Findings 
through the participants’ accounts revealed that 
in practice, employee whistle-blowing is not ef-
fectively implemented in banks due to social, cul-
tural and legal factors in terms of protection to 
employee-whistle-blowers. An experienced bank 
consultant opined on the effective implementation 
of whistle-blowing in banks: “To know how effec-
tive the compliances are, banks should have a solid 
system for whistle-blowers. Nobody should know 
who blew the whistle. If it is revealed, it means 
that the policy is not strong. If there is no encour-
agement, then they will just have the policy, and 
that’s all. It will not work in practice”. Interviewees 
have expressed that in practice, whistle-blowing is 
discouraged in banks. The anonymity of the whis-
tleblower is not protected. One participant, a bank 
manager commented: “Whistle-blowing some-
times goes against the whistleblower. The anonym-
ity of the subject is not protected sufficiently. If the 
protection is thereby law, then I think there will 
be more people coming forward. And also, more 
manipulations and misuse of resources will go into 
the public domain as well”. Adding to the same 
view, another participant who is the chief compli-
ance officer of a leading bank commented: “There 
is a whistle-blowing policy in my bank. However, 
recently one of our chief officers was removed for 
blowing the whistle. He was interdicted”. While 
appraising whistle-blowing as a mechanism that 
could be used to stimulate good corporate gov-
ernance practices, a prominent economist in the 
country noted that the practice is discouraged due 
to high personal cost and weak legal protection 
available for whistle-blowers: “Whistle-blowing 
is a good thing to improve fair practices in banks. 
But in Sri Lanka, there is no official or legal pro-
tection for whistle-blowers. Because of that, those 
people who blew the whistle have done that at a 
great personal cost to themselves”.
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 ‘Complaining’ is regarded as a whis-
tle-blowing practice that arises from external 
parties such as depositors and the general pub-
lic. An interviewee who is a senior bank manag-
er has noticed a lack of public complaints, which 
has a direct impact on bank service development. 
Opportunistic behaviours of bank managers and 
board members could further be triggered due to 
the weak public pressure on bankers’ misconduct: 
“Complaining is kind of a whistle-blowing and so 
it is important for improving the service also. But 
it is not happening. Consumers are not much pow-
erful enough in the country.” Insufficient, inaccu-
rate, and biased information on bank performance 
also contribute to weakening the whistle-blowing. 
Information disseminated through corporate re-
ports and media conceal the real picture of bank 
affairs. As mentioned by the participant who is a fi-
nancial journalist, media freedom of the country is 
crippled through their dependence on government 
advertising: “Newspapers are watchdogs. But are 
these watchdogs barking? They are not. Media is 
dependent on advertising they get from banks and 
the government. They report in favour of them. 
There is no pressure for banks in continuing their 
wrong practices”. Corruptions are not uncommon 
in banks involving officers from a lower level to 
higher levels. As to interviewees’ claims, employ-
ees do not stand up against these un-ethical prac-
tices due to the high personal costs involved such 
as losing their jobs. This is manifested when a bank 
deputy general manager cited: “whistle-blowing is 
there as a process. But it is not effective because of 
the fear of the people”. As was evident, a weak and 
discouraged whistle-blowing process increases the 
presence of opportunistic managerial behaviours 
in banks.

 It is also worthwhile to look at the impact 
of embedded cultural values and attitudes in the 
Sri Lankan context and its impact on the whis-
tle-blowing practices of banks. Specific identities 
in the country’s cultural spheres had contributed 
to the clientelistic political behavior in banks. In-
fluence of cultural characteristics in terms of: re-
spect and recognition, uncertainty avoidance, and 
power distance have been instrumental in creating 
a clientelistic bond between a superior and an infe-
rior or between a patron and a client. These clien-
telistic bonds developed to cope with uncertainty

and are preferred in the high uncertainty avoid-
ance culture as in Sri Lanka, which then acts as a 
barrier to the effective implementation of whis-
tle-blowing. Besides, lifetime employment which 
is dearly valued is a concern to whistle -blowers. 
As mentioned by a deputy general manager of a 
bank; “people do fear to blow the whistle against 
unfair practices, as they dearly love the job at the 
bank”. It is evident that in a high power distance 
cultures with more tolerance for inequality, being 
quite is preferred over the voice. As mentioned by 
a manager in a bank “here the culture is that peo-
ple very rarely challenge their bosses even if the 
boss is wrong”. Thus, these clientelistic practices in 
banking and related institutions reflect the impact 
of cultural attitudes and cohesiveness in the con-
text on whistle-blowing practices.

 However, it was also evident that employ-
ees tend to rely with certain groups such as em-
ployee unions to indirectly blow the whistle. As 
mentioned by a Union secretary: “Bank employees 
come to us (employee union) to blow the whistle. 
They are scared of losing their jobs for complain-
ing. So we talk on behalf of them and assure that 
he is protected”. Being a member of the employee 
union is viewed as a safety net, even for top man-
agers. Speaking from his experience, a manager 
recalls the union support in re-appointing his col-
league who was interdicted as a result of political 
victimization: “The pressure from the government 
for the top management is massive. Employee 
union plays a role in between to stop these influ-
ences. In one such case, the union was involved 
and resolved the issue”. It was the view of the par-
ticipants that the affiliation with employee union 
gives protection for employee in whistle-blowing’ 
employees.  Social groups are influential in banks 
and are beneficial for members in the given politi-
cised environment. Views expressed by another 
participant indicated the union’s role as a voice in 
the employee-whistle-blowing process:  “we have 
had enough cases of whistle-blowing through em-
ployee union”. Such group relationships have a 
deep concern over members’ welfare and getting 
equal treatments.
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 As the concluding remarks, whistle-blow-
ing has proved to be a useful tool in exposing 
wrongdoing in banks, yet the cultural factors, weak 
institutions, clientelism and weak legal protection 
constitute a huge hindrance for the potential whis-
tle-blowers in banking institutions. Whilst there 
is enormous room for the development of effec-
tive whistle-blowing practices in banks, it is first 
expected that the country need a unified law on 
whistle-blowing in order to ensure uniformity and 
certainly the protection of whistle-blowing-em-
ployees. Finally this review concludes that: (i) the 
employees play a critical role in preventing and ex-
posing unethical practices in banks, (ii) personal 
relationships and trust building matters in whis-
tle-blowing in banks given the cultural and politi-
cal attributes of the context and (iii) policy makers 
have a critical role in strengthening the judiciary 
towards promoting whistle-blowing and protect-
ing whistle-blowers from victimization in banking 
institutions with a view to instill a better gover-
nance; a timely need.

Dr. Nishani EkanayakeDr. Nishani Ekanayake

[Ph.D. (UK), MBA (Col), 
B.Com (Col), FHEA (UK)]

Senior Lecturer in Banking and Finance
Faculty of Management and Finance

University of Colombo
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Investment in Education Pays Off  Tomorrow

BackgroundBackground

 Production of a human capital reserve of 
high standards that is essential for the econom-
ic and human development of the country is ex-
pected from the higher education system. The 
availability of a human capital reserve with such a 
higher education level is a significant factor for a 
country’s future development.

 The Government of Sri Lanka expects to ex-
pand Higher Education opportunities in the coun-
try, but due to several other public investments 
including social welfare that needs to be looked 
after by the State, investments for Higher Educa-
tion have been limited. Therefore, with the partic-
ipation of the private sector, the Government has 
decided to expand opportunities in Higher Educa-
tion to enable students with GCE Advanced Level 
examination qualifications to continue their High-
er Education if they are unable to get placement in 
State Universities due to the limited capacity.

 In this endeavor, the Government provides 
opportunities to those students, with GCE Ad-
vanced Level qualifications who cannot coup with 
higher education course charges of foreign univer-
sities, foreign university-affiliated local institutes, 
or local non-state degree awarding institutes rec-
ognized under the Universities Act.

Role of the Government of Sri Lanka for Role of the Government of Sri Lanka for 
Higher EducationHigher Education

 The State is responsible for providing equal 
opportunities for all qualified students to have ac-
cess to Higher Education. The limitations of the re-
sources in State Universities curtail the said equal 
opportunities. The Government, therefore, needs 
to take alternative measures to make it possible. If 
the private sector as an equal development partner 
of the country’s economy has a willingness to par-
ticipate in a Public-Private Partnership to provide

Higher Education to the younger generation of the 
country in a high-quality manner, the State would 
need to only spend or invest on a part of the re-
quired amount as the interest of the course fee but 
not for any other physical resources or infrastruc-
ture as provided in similarity to the State Univer-
sities. Hence, by providing an interest-free loan 
to students who are deprived of Higher Educa-
tion and facilitating them to obtain a qualification 
which is demanded by the job market, through 
the Non-State Higher Education Institutes will be 
the possible means of action that is required in the 
present stage.

Objective for Expansion of  Objective for Expansion of  Higher            Higher            
EducationEducation

 The Higher Education system is expected 
to produce a pool of high-level human resource 
capital, which is essential for the economic and 
human development of the country. The avail-
ability of such a pool of highly educated human 
resources is of central importance for the future 
development of the country.

 The majority of Advanced Level qualified 
students are unable to bear the cost of the course 
fee of Higher Education in affiliated Universities, 
go abroad for Higher Education, or are unable to 
afford courses in local Non-State Higher Educa-
tion Institutes recognized by the Ministry of Edu-
cation. Hence, interest-free concessionary student 
loan schemes for Degree programs with high mar-
ket demand, which is designed with employabil-
ity should be in place. Therefore, the State sector 
should make necessary arrangements to provide 
collateral-free loans from the State bank to facil-
itate students who are not selected to State Uni-
versities and who cannot afford to follow the fees 
of Non-State Higher Education with opportunities 
to continue their Higher Education without any fi-
nancial restrictions.
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What is Interest Free Student Loan Scheme?What is Interest Free Student Loan Scheme?

 Interest Free Student Loan Scheme (IFSLS) 
was launched in 2017 as per the directives of Bud-
get Proposal in 2017 with the objective of increas-
ing the accessibility for higher education. This pro-
gramme facilitates to produce a pool of high level 
human capital which is essential for the economic 
and human development of the country while pro-
viding more opportunities for youth to engage in 
higher education.

 Under this, action is taken by the govern-
ment to grant an interest free loan subject to a 
maximum of Rs. 800,000.00 for pursuing degree 
programs with higher market demand and pro-
fessional value, which are approved by the Min-
istry of Education. Further, an interest-free loan 
amount subject to a maximum of Rs. 300,000.00 
is also granted for additional expenses of the stu-
dents, on their will. 

 It is a compulsory requirement to use the 
online application to apply for the Student Loan 
Scheme and for registration. An opportunity has 
been provided to the students to select a course at 
their most preferred institute, through the latest 
software system. Hundred and eight (108) degree 
programmes in seventeen (17) non-state higher 
education institutions which have been recognized 
by the Ministry of Education, can be followed by 
the students under the facilitation of this loan 
scheme.

 These unique programs are designed for 
students. That is, the loan is given to the students 
and the repayment process is based on them. 
This interest-free loan is available to students for 
four or three years after graduation, with a one-
year grace period of seven or eight years, with 
monthly repayments. Here the free period of one 
year is given to the student to develop the method 
of repaying this loan. Two guarantors are required 
to provide the loan, but the financial or income 
level of the guarantor is never taken into account 
and one guarantor is one of the parents and the 
other guarantor must be a close relative of the stu-
dent.

 
 The Higher Education Division regularly 
observe the educational activities of the students 
and the educational institutions are also closely 
monitored. Through all these programmes, the 
government is taking the initiative to create a 
productive workforce for the country tomorrow. 
Students are the responsibility of the government. 
Through this programme we are handing over this 
responsibility to the tomorrow while us being held 
accountable.

 References References

Interest free student loan scheme for selected de-
gree programs. (n.d.). Retrieved April 19, 2022, from 
https://studentloans.mohe.gov.lk/loan_application/
index.php/login/guide_book

Ms. H.D. Chandima Janaki Ms. H.D. Chandima Janaki 

Director (Student Loan)
Higher Education Division

Ministry of Education
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A National Postal Connectivity to the 
Plantation Sector

1. 1. Introduction Global ContextIntroduction Global Context

 For a long time, the only Communication 
people had to exchange ideas was the post. Post-
al services play a central role in the productivity 
of any country. The services transport mail and 
small packages to destinations around the world, 
and they are mostly public corporations. Howev-
er, there has been increased privatization of post-
al operators in the past 20 years, and government 
restrictions on private postal services have eased. 
Postal authorities are often also involved in tele-
communications, logistics, financial services and 
other business areas. Postal operations involve pro-
viding domestic and international postal services – 
receipt, transport and delivery of mail, specialized 
mailing services, operation of postal facilities and 
sale of postal, philatelic and mailing supplies. The 
world postal network in 2009 was based on around 
650,000 post offices and 5.5 million postal employ-
ees (one-third women and 20 per cent part-time) 
providing postal services throughout the world. 
There are around 8 million postal workers overall 
(including private and informal services, and parts 
of courier services). In recent days postal services 
adopting technological advances in the sector.

1.1  Local Context1.1  Local Context

 The vision of Postal department is to be-
come the most distinctive institution in Asia to 
provide fully productive and quality Postal service 
based on modern technology as to customer de-
light. The mission is to provide an attractive postal 
service locally and internationally using resources 
efficiently in partnership with the private sector. 
Moreover, the sector has been introduced mod-
ern technology, motivating the staff in a pleasing 
working environment while adhering to produc-
tivity concepts and winning the trust of customers 
by creating new products, services and improv-
ing existing services. Example: Elders Allowance, 
Public assistance Monthly allowance, allowance 
for medical assistance, Famers, Fisheries and Civil

Pension payments are being implemented through 
Post office Network channel, without charging any 
fees either from the beneficiaries. Because it is the 
public services.

1.2  Major Functions of Department of Posts1.2  Major Functions of Department of Posts

• Becoming the best postal hub of South Asia 
by providing a more efficient services through 
proper study of work, income-based grading 
and employee motivation.

• Converting the postal service which has earned 
the confidence of the consumer by providing a 
door to door service into a -high quality and 
more efficient services by employing modern 
marketing strategies.

• Expanding the postal service to satisfy the 
needs of the Sri Lankans living abroad.

• With the dawn of peace, promoting postal ser-
vices by effectively deploying the skilled work-
force in communication and social welfare ac-
tivities.

 The postal service in Sri Lanka has a long 
history date back (xxx year). It was the British who 
started and modernized the postal service. The ob-
jective of the Government of Sri Lanka is to make 
public services available to all ethnic groups in all 
parts of Sri Lanka without any discrimination. But 
as far as the postal service is concerned, there is 
still a plight among the plantation people that can-
not be handed over or received by the government 
postal officer. This may indicate a continuing lack 
of concern for the postal service, especially for the 
plantation population, which has a population of 
about one million who are backbone of Sri Lankan 
economy.



11

NHRDC Human Capital Insights 2022

2.  Plantation Context2.  Plantation Context

2.1 Background 2.1 Background 

 The plantation sector in Sri Lanka has been 
playing an extremely important role in the coun-
try’s economy. Tea is also a major export product 
for Sri Lanka, contributing over 13% of export 
revenues in 2017. It earned 20% of total govern-
ment revenue in 1975, and plantation crop exports 
accounted for over 90% of total export revenue in 
1965, and over 70% in the late 1970s. As the sec-
tor’s international competitiveness has declined 
since 1977, its economic importance has de-
creased. Still, at the time of appraisal in 1996, the 
plantation sector contributed to approximately 4% 
of nominal GDP and approx. 18% of total exports, 
and employed approx. 16% of the working popula-
tion, making it an important industry that earned 
foreign currency and created jobs.

 The postal service is found to have many 
shortcomings at the plantations sector in Sri Lan-
ka. Various measures were taken to remove them. 
Deficiencies were pointed out in the early days 
when letters to the gardeners were handed over to 
the plantation management and due to the lack of 
proper addresses to the plantation houses, letters 
were often received late and not received. There-
fore, the main demand was that postal services 
should be provided directly to the people through 
the plantation administration. One problem is that 
government services do not reach the plantations.

2.2  Inefficiency of Agent Post Office system2.2  Inefficiency of Agent Post Office system

 In this context, the Agent Postal System 
was introduced in 2002. Accordingly, post offices 
were established in more than 125 estates. In addi-
tion, only one person from the estate was appoint-
ed as the Deputy Chief of Staff. How transparent 
was his appointment? Or was merit and skill taken 
into consideration? Or was it political? The Influ-
ence of Garden Management? Is debatable. In the 
first year, Rs. 3000, in the second year Rs. 2000 and 
in the third year Rs. 1000 was determined to be 
provided. He was also expected to be treated as a 
sub-postmaster. He was also expected to be treat-
ed as a sub-postmaster. He  was  responsible for 
selling stamps, collecting mail, and collecting en-
velopes from the available post office. The respon-

sibilities that had hitherto been with the estate 
management were in a sense replaced.

 In 2005, the officers claimed that Rs.1000 
was not enough and that they had no income at 
these post offices and demanded an increase in 
their allowances. However, it is unfortunate that 
they are discriminated against, especially in Sri 
Lanka, for not being paid the same monthly sal-
ary as other government postal officers. But, after 
discussions at the Ministry of Plantation Infra-
structure, it was decided that this method was in-
appropriate and could not be continued and that 
alternative arrangements should be made.

2.3  Appointment of Estate Postman2.3  Appointment of Estate Postman

  A cabinet paper was submitted to the Cab-
inet in 2005 to restructure the postal service and a 
committee was appointed by the Secretary, Minis-
try of Communications and Posts to look into the 
matter and submit a report. The Treasury repre-
sentative of the leadership and the Secretary to the 
Ministry of Plantation Infrastructure Housing and 
Community Development were also appointed. 
One of the recommendations of this committee is 
to appoint a section of the Estate Post Officer as per 
the requirements. According to this, the require-
ments were to be met at the district level and the 
educated youth were to be selected and appoint-
ed through interview. Although a resolution was 
passed in 2005, its implementation was delayed 
due to a lack of follow-up. Following the Cabinet 
decision in 2007 to appoint 500 postmasters to the 
plantation postal service for the plantation postal 
service, only 400 were approved by the Treasury, 
and 344 plantation youths were appointed.

 A committee comprising Additional Sec-
retary of the Ministry of Plantation Infrastructure 
was appointed to oversee the appointment process. 
Despite the cabinet resolution to appoint 500 peo-
ple. The appointment of only 344 people caused a 
gap in the latter period. The available opportunity 
also shows the level at which it can be used cor-
rectly. Despite many attempts at the time, it has not 
been implemented to date. However, the approval 
of the Treasury to appoint 100 people as plantation 
post officers in mid-2019 may not be implement-
ed. Prior to 2002, it was estimated that 1500 post-
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men were needed for plantations. However, the 
cabinet approved 500 of them, of which 400 were 
approved by the Treasury and only 344 were ap-
pointed. The issue is why there is a gap, Cabinet 
approval was reduced, and the Cabinet did not take 
action to increase the general number of Treasury 
approvals. In addition, appointments for 16 per-
sons have not been made and those who received 
are considered as missed opportunities.

 Department of Posts has been a strong net-
work channel throughout the country. The mod-
ern technology has still not reached the remote ru-
ral areas. However, Department of posts has a plan 
to bring basic communication modern technology 
to the remote areas and provide online service to 
rural folk, through postal network channels. Al-
ready 653 post offices have been connected with 
online facility successfully and provided services 
to the general public.

Figure: 1

Source: : Performance report of department of Postal, 2018

Postal services measuring indicatorsPostal services measuring indicators

• Number of people supplying the service from 
each post office - 4791 

• Land extent supplying the service from each 
post office (Square km.) - 15.4 

• Land extent supplying the service by one post-
man (Square km) - 8.4 

• Number of people supplying the service by one 
postman - 2842

3.  Services of the Postal Department3.  Services of the Postal Department

 Business mail services was introduced in 
the year 2013 with a view to retaining the public 
and private business community who make more 
effect to the national income further with the post 
and contributes for 70% of total postal articles ca-
pacity and the revenue progress achieved by the 
business letters postal service by now has been 
clearly affected to the whole revenue growth of the 
postal department. 

Comparison of total revenue and number of Comparison of total revenue and number of 
letters of business mail service in 2017/2018letters of business mail service in 2017/2018

Figure: 2

Source: : Performance report of department of Postal, 2018

Figure: 3

Source: : Performance report of department of Postal, 2018
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3.1 Postal services3.1 Postal services

  The Post offices delivering services. are , 
Letters post service (Local/foreign), delivery of 
parcels (Local/foreign), speed post/ Internation-
al Expedited Mail Service (EMS), special service 
on other postal articles- Registered- Value pay-
able post, business letters postal service, domestic 
speed post, bulk Mail Service, be post – e-busi-
ness service. According to the figure: 3 delivering 
letters rapidly increasing in the last five years. At 
the same time, the importance of the letters and 
communication between people has increased. Es-
pecially, students who are living in the plantation 
sector can easily receive their exam admission and 
identity cards.  On the other hand, because people 
are interacting with the public and private sector 
through the letters, will increase the revenue the 
government.

Table: 1

Source: Economic and Social Statistics of Sri Lanka 2020

3.2 Agency services3.2 Agency services

 Agency Post- Offices are providing more 
services to the public, such as money order ser-
vices, electric money order service national sav-
ings banking, western union money transfer, pay-
ing Utility bills (Sri Lanka Telecom/Mobitel phone 
bills /Electricity bills /Water bills), collecting mo-
tor Traffic fines, acceptance of insurance premium 
(Ceylinco general/Ceylinco life/ Sri Lanka Insur-
ance/ Cooperative insurance/Fair first insurance 
and etc.), examination fees and Social security 
funds.

Payments of electricity bills (CEB)Payments of electricity bills (CEB)

The number of payment and revenue in 
2017 and 2018 has comparatively

Figure: 4

Source: Performance report of department of Postal 2018

 
 Normally, people are living a long distance 
away from the town or urban areas. Electricity 
boards, water boards, banks, food cities, and post 
offices are in town. Because of that, customers face 
many difficulties paying their utility bills. If the 
Post office service comes close to the estate govern-
ment revenue could be increased. Figure 4 shows 
the number of payment and revenue in 2017 and 
2018 has comparatively. 

3.3  Social welfare services 3.3  Social welfare services 

 There are many services provided  by the 
department of Posts such as Payments of pensions, 
Payments of elders’ allowances, Public assistance 
monthly allowances, Diseases allowances (tuber-
culosis/ cancer/ leprosy), Pensions of farmers and 
fishers and laborers. The Plantation communities 
are gradually improving their working culture into 
government jobs. Therefore, if the government im-
proves or reboots the sub-post office system in the 
Plantation sector it would mobilize the youth to 
find government and private sector careers. There 
are so many, government circulars displayed and 
distributed on public awareness through the post 
office. The government’s vacancies publishing Ga-
zette would help the society to change their liveli-
hood.
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3.4  HR in Postal Service3.4  HR in Postal Service

  According to the Performance report of 
department of Postal 2018, the approved cadre is 
22,012 and existing cadre is 20,830 and vacancies 
gap was 1182.  Government could take the nec-
essary action to fill the vacancies.  The vision and 
mission statement said that, the aim is to provide 
quality service for every citizen’s door step in Sri 
Lanka. 

4. Way forwards4. Way forwards

• A requirement for efficient operation in planta-
tions should be assessed. (Need Assessments).

• Study on the current utilization of 120 Sub-
Post Officers constructed by the Ministry of 
Plantation Housing and Infrastructure and 
look at how it can be effectively implemented. 

• Plantation Houses should be addressed and it 
should be published in the Gazette.  

• Addressing the houses in the estates can be 
done in consultation with the companies in 
collaboration with the existing Ministry of Es-
tate Housing and New Villages Development.

• The government should take steps to appoint 
postal officers in the plantations as well.

• The Estate Post Officers should be paid the 
same as other Post Officers in Sri Lanka.

 
• Steps can be taken to develop the post office 

on a PPP model with the participation of plan-
tation management and plantation companies.

 
• Civil society, intellectuals, and trade unions 

should continue to monitor this process.

• Ministers and Members of Parliament should 
take necessary steps to bring the postal service 
to the plantations by appointing the necessary 
postal officers who have taken this to the Gov-
ernment. 

• Fulfill the vacancies in Postal Department.  

5. Benefits of Postal Service5. Benefits of Postal Service
• Making services available to people who are 

living in the estate to receiving their letter from 
direct government personnel.

• Reduce the dispute between the labour and Es-
tate management on letters. 

• Government newspapers will be made avail-
able to the people.

• Create the reading culture in the Plantation 
sector. Up - country youth can learn about gov-
ernment industries and employment through 
government newspapers.

• Elderly stamp fees can be easily obtained with-
out difficulty.

• Voter cards can be obtained.

• Features like Registered Mail, High-Speed 
Package, and Telegraph

• Bank emergency letters will be made available 
to the public without delay.

• The Exam admission slips and interview letters 
will be made available directly to the public.

• Savings habits can be encouraged among the 
plantation people through banks. (National 
Savings Bank)

• Assist those who serve as government em-
ployees to send their sick leave letters and tele-
grams.

• Newspapers and magazines can be mailed 
monthly by the youth.

• The horticultural economy will be enhanced 
by the transfer of money through the post of-
fice from home and abroad and thereby the 
economic development of the country.

• Credit cards and insurance can also be devel-
oped through the post office.

• Letters sent through government agencies 
(District Secretariat, Divisional Secretariat, 
Pradeshiya Sabha, Ministries), basic docu-
ments (birth certificate, marriage certificate, 
passport, national identity card, vehicle deeds) 
will reach the people.
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6. 6. ConclusionConclusion

 The government could take the neces-
sary action to fill the vacancies.  Department of 
posts’ the vision and mission statement said that, 
they will provide quality service for every citizen’s 
doorstep in Sri Lanka. Therefore, every citizen of 
Sri Lanka should be getting government service 
and be treated equally. As per the advocacy of this 
article, the government should look after their citi-
zens in their territory. It would win citizens mind-
set and build statehood among the ethnic groups 
in Sri Lanka.
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Study on Identifying Issues to Minimize the 
Shortage of  Technical Officers in the Public 

Sector-2020, With Recommendations

 
 The Technical Grade Officers are the Pub-
lic Sector service staff responsible for performing 
the activities in the nature of multi-tasks that are 
supportive of the role of the executives of the in-
stitutions. According to the Secretary, Ministry 
of Public Service, Provincial Councils, and Local 
Government, there is a significant number of va-
cancies in the Technical Grade positions (espe-
cially of Technical Officers) in the Public Sector 
in Sri Lanka which has become a major issue for 
the effective service delivery of the Public Sector 
institutes. The NHRDC of Sri Lanka conducted a 
study in collaboration with an expert committee to 
identify the existing shortage, the main influenc-
ing factors which have caused the increased short-
age of TO positions, and the recommendations to 
minimize the shortage of TOs in the Public Sector 
in Sri Lanka.

 Initially, Sri Lanka Technological Service 
was established as an Intermediate Level Integrat-
ed Technical Service in 1977 and was restructured 
as the Sri Lanka Technical Service on 01.07.1994. 
Then, in 2006 the Technical Services Board was es-
tablished to resolve issues in the Sri Lanka Techno-
logical Service.  Later on, the Technical Services

Board was abolished and the Sri Lanka Technical 
Services Division was created. At the same time, 
an Advisory Committee was appointed and the 
Public Services Commission has given its approval 
to the Appointing Authority of each institution to 
take the necessary decisions on TOs (such as re-
cruitment) after consulting the Advisory Commit-
tee.

 There are about 159 job categories identi-
fied under Sri Lanka Technological Service but the 
current study has only focused on “Technical Offi-
cer” with salary code MN-03, MN-07 and the spe-
cialization area of Civil, Mechanical and Electrical 
cadres for this assessment.

 In order to achieve the study objectives, 
both primary and secondary data were collected 
for analytical purposes. Due to the unavailability 
of existing cadre details of TOs in State Own En-
terprises (SOEs), the weighted average method was 
used to calculate this. Under the primary data col-
lection, the NHRDC research team has conducted 
a structured telephone survey from a randomly se-
lected sample of passed out students from the year 
2014 batch of National Diploma in Engineering 
Science of Institute of Engineering Technology – 
Katunayake and collected 89 responses.

 In the analysis, the study found that Pro-
vincial Councils System, Central Government 
System, and SOEs were having 941, 646, and 1,024 
TO vacancies respectively during the study period, 
and altogether there were 2,611 TO vacancies in 
the Public Sector up to the end of the year 2019. 
But when considering the supply of TOs, around 
2,500 students passed out in 2019 as qualified per-
sons in the Technical Grade positions, and accord-
ing to the sample survey out of the passed out stu-
dents only around 13 percent were engaged in the 
Public Sector.
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 According to the telephone survey, the 
study has identified that the supply of TOs is dom-
inated by males where 71 percent of respondents 
were males and the highest number of respondents 
were in the Civil Engineering field. Out of the to-
tal respondents the majority (89%) were employed 
during the study period.

 The most powerful factor influencing join-
ing the Technical Grade Positions in the Private 
Sector was “more opportunities and ease to engage 
in Private Sector than Public Sector”. The majori-
ty of the TOs who are currently employed in the 
Private Sector are NOT willing to join the Public 
Sector in the future, but at the same time, there is 
a considerable percentage (39%) of TOs willing to 
join. Here, the most interesting fact is “job securi-
ty” which is the most influencing factor in people 
joining the Public Sector in the future which was 
the same for the currently employed TOs in the 
Public Sector. By analyzing all the information, the 
study has identified several issues and possible rec-
ommendations.

Key issues and recommendations are as follows:Key issues and recommendations are as follows:

IssuesIssues RecommendationsRecommendations

An insufficient number 
of qualified persons to 
be absorbed into tech-
nical positions in the 
Public Sector and the 
difficulty of retention of 
trainees in the service.

Expand the training 
capacity by using exist-
ing facilities as per the 
demand and establish 
Professional Diploma 
awarding (Electrical, 
Mechanical and Civil 
Engineering) Public and 
Private technical train-
ing institutes covering 
all nine Provinces

There is no centralized 
information system/or 
database developed to 
identify existing cadre 
details of Technical Offi-
cers in the Public Sector

Establish a centralized 
database to connect all 
related details of TOs 
in the Central, Provin-
cial Governments, and 
SOEs’ and update it at 
least annually.

Lack of women’s partic-
ipation in technical field 
jobs in the Public Sector

Emphasize gender 
equality and women’s 
inclusiveness in Techni-
cal Officers’ positions.

Difficulty in finding 
Public Sector TO posi-
tions for newly passed 
out students

Relevant heads of the 
institutes in the Public 
Sector should maintain 
a connection with rele-
vant technical training 
institutes and plan the 
period of recruitment 
to absorb the passed out 
students of each techni-
cal training institute as 
OJTs immediately.

Mr. R. D. C. S. Rajapaksha Mr. R. D. C. S. Rajapaksha 
Research Officer

National Human Resources 
Development Council of Sri Lanka
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