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Executive Summary
Workers of non-standard forms of
employment are often subject to
unstable employment, with insecure
employer contracts, limited social
security, low paid, poor working
conditions etc. As of 2013, more than
half of Sri Lanka's of wage
employees were attached in nonstandard forms of employment temporary/casual workers or workers
without a permanent employer. Given
the uncertainty nature of their
employment, such workers also find
it more difficult to plan their lives in
the long-term. The need to promote
more decent work in the country is
therefore an important policy
objective. This calls for exploring
ways of transforming non-standard
forms of employment to work of
greater quality.
In this backdrop, this study
investigates as to how these nonstandard forms of employment affect
the workers in terms of job security,
employment based social security
coverage, wages etc. Further, this
study investigates why such a large
proportion of the employees choose
to participate in the non-standard
forms of employment? This paper
attempts to answer these questions
using secondary data from Labour
Force Survey (LFS) 2013 data.
Data reveals, more than half of the
wage employees are temporary
workers. As of 2013, out of the total
wage employees of 4.7 million, 56
per cent (2.6 million) were in nonstandard forms of employment. Data
reveals that 90 per cent of temporary
and casual workers are attached to
the private sector. Further, the private
sector has expanded more for
temporary and casual jobs in the
recent past. During the 2006-2013
period, private sector temporary and
casual workers have increased by
over 350,000 while permanent

employees have increased only by
15,000 during the same period.
Majority of the temporary/casual
workers are not benefitted under
social security schemes. EPF Act
covers any employee irrespective of
whether they are permanent,
temporary, casual or shift workers.
However, data reveals that out of the
temporary workers 86 per cent of
them are not covered by either
pension scheme or provident fund.
Most of the temporary employees are
not given any written contract.
Although statute imposes an
obligation to issue a letter of
appointment to employees, around
83 per cent of temporary and casual
employees have not received a
written contract. Absence of
documentation to establish an
employee employer relationship may
dilute the worker rights that are
stipulated in labour legislation.
Huge unexplainable wage
differences exist between permanent
and temporary workers. The
difference in monthly wages between
standard vs non-standard forms of
employment were 89 per cent
favoring the standard employment. Of
the wage differences 43 per cent
were due to unexplained reasons
such as unequal treatment of nonstandard workers; probationary
nature of employment etc.
Manpower workers are treated
differently to their permanent
counterparts -- lack access to social
protection, receive low wages, etc.
Workers who are not directly hired by
the organization they work for, but
are hired by third party agents or
sub-contractors are referred to as
manpower workers. Manpower
workers are not given a contract
letter either by the company they

work for, or the manpower agency. It
is a precarious work arrangement,
and raises serious concern as it is
often unclear who is responsible and
accountable for the rights and
benefits of these workers.
Both labour supply side issues as
well as limited permanent job
opportunities influence the higher
incidence of non-standard
employment in Sri Lanka. Study
findings revealed that labour supply
side issues such as less educated,
unskilled workers and new labour
market entrants were more likely to
be engaged in non-standard forms of
employment. These factors
negatively affect employer's selection
criteria for permanent job
opportunities. Also, data reveals that
private sector has expanded more for
temporary and casual jobs in the
recent past which creates demand
shortages for permanent job
opportunities in the labour market.
Therefore, measures need to be
taken aiming at restricting the
expansion of precarious work while
improving the working conditions of
precarious workers. It is difficult to
completely eliminate this type of
labour as it has been integrated into
the labour market. Thus, one option is
regulating precarious work while
safeguarding precarious worker
rights. Under this, limiting the number
of temporary workers, offering legal
protection for agency-hired workers,
regulating manpower agencies, and
providing social protection for such
workers are recommended. Also
government could facilitate more and
better job creation in the private
sector by introducing strategic
protective measures to safeguard the
rights and benefits of the workers,
such as unemployment insurance,
universal pension scheme etc.
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úOdhl idrdxYh
zwiaÓrZ iajNdjhla .kakd /lshdj,
fia j d ks h q l a ; s l hka g , fndfyda úg
lïlre kS;sj,ska wdjrKh fkdjk
yd whs;sjdislï W,a,x>khg f.dÿre
úh yels whym;a fiajd ;;ajhkag
uqyqK §ug isÿ fõ. 2013 § Y%S ,xldfõ
jegqma ,nk fiajlhkaf.ka wvlg
jvd
fiajfha
fh§
isáfha
;djld,sl$wkshï fiajlhka fyda iaÓr
fiajHfhla ke;s zwiaÓrZ wdldrfha
fiajhkaysh. ;u /lshdfõ wia:djr
iajNdjh ksid tjeks fiajlhkag È.=
ld,Skj ;u Ôú; ie,iqï lsÍu jvd;a
wiS r eh. ta k s i d rfÜ jvd;a hym;a
/lshd m%j¾Okh lsÍu i|yd zwiaÓrZ
ia j Ndjhla .ka k d /ls h d, úêu;a
fiajh njg mßj¾;kh lsÍfï ud¾.
fidhd ne,Sfï wjYH;djhla mj;S.
fuu wOHhkfhka, zwiaÓrZ iajNdjhla
.kakd /lshdj, fiajfha fhÈ isák
fiajlhkag n,mdk /lshd wkdrlaIs;
Ndjh, iSñ; iudc wdrlaIK wdjrKh,
wvq jegqma hkdÈh úu¾Ykh flf¾.
;jo fus;rï úYd, fiajl m%udKhla
zwiaÓrZ iajNdjhla .kakd /lshdj,
kshqla; jkaafkaa wehso hkak;a fuu
wOHhkfhka úu¾Ykh flf¾. fuu
wOHhkh 2013 Y%u n,ld iólaIKfha
^LFS& o;a;, oaù;Sh o;a; f,i fhdod
f.k we;.

jegq m a ,nk Y% ñ lhka f .ka wvlg
jvd ;djld,sl fiajlhka nj
o;a ; j,s k a fy<s fõ . 2013 § rdcH
wxYfha yd fm!oa.,sl wxYfha iuia;
fia j l ixLHdfjka ^ñ,s h k 4'7ka &
ñ,shk 2'6 la fyj;a ishhg 56 la
wiaÓr fiajlfhda jQy. ;jo ;djld,sl
iy wkshï fiajlhkaf.ka ishhg 90
lau isákafka mqoa.,sl wxYfha nj
o;a;j,ska fy<sfõ. ue;l § mqoa.,sl
wxYfha iaÓr fiajl ixLHdjg jvd
jeä fõ.hlska ;djld,sl yd wkshï
fiajlhka ixLHdj by< f.dia we;.
2006 - 2013 ld, iSudfõ § mqoa.,sl
wxYfha ;djld,sl iy wkshï fiajl
ixLHdj 350"000 g jvd jeä
m%udKhlska jeä jQ w;r tu ld,
mßÉfþoh we;=<; mqoa.,sl wxYfha
iaÓr fiajlhka jeä jQfha 15"000 lska
muKs.
wia Ó r fia j lhka f .ka nyq ; rhlg
iudc wdrlaIK fhdackdl%u j,ska
vi

wdjrK m%;s,dN w;a jkaafkaa ke; .
fiajl w¾: idOl wruqo,a mk;ska
ish¨ fiajlhka tkï iaÓr ,
;djld,sl , wkshï, fiajlhka
wdjrKh lrhs. flfia jqj;a rdcH
wxYfha yd fm!oa.,sl wxYfha
;djld,sl /lshdj, fiajfha fhoS
isák fiajlhkaf.ka ishhg 86 lau
úY% d u jegq m ls k a fyda w¾: idOl
wruq o f,ka wdjrKh fkdjk nj
o;a;j,ska fy<s fõ.
;djld,sl fiajlhka fndfyda
fokl=g fiajd kshqla;s ,smshla ,nd
§ ke;. kS;sfhka fiajlhkag m;aùï
,s m s h la ,nd §ug ne£ we;s kuq ; a
;djld,sl iy wkshï fiajlhkaf.ka
ishhg 83 lgu fiajd kshqla;s ,smshla
,eî
ke;.
fiajH
fiajl
iïnka O ;djh ;yjq r e ls Í ug ,s m s
f,aLk fkdue;sùfuka lïlre
ks;sj,ska olajd we;s fiajl
whs;sjdislï ÿ¾j,fõ.
iudk fia j fha fhfok ia Ó r iy
;djld,s l fia j lhka w;r úYd,
j e g q m a m r ; r h l a m j ; S . iudk
fiajfha fhfok iaÓr iy ;djld,sl
fiajlhka w;r udisl jegqma mr;rh
iaÓr fiajlhkag ys;lrj ishhg 89
ls. jegqma mr;rfhka ishhg 43 lau
wiaÓr fiajlhkag wiudkj ie,lSu,
fiajfha mßjdi iajNdjh jeks meyeÈ,s
l< fkdyels fya;= ksid we;sfõ.
zzuEka mj¾ZZ fia j lhka jYfhka
y÷kajkafka ;uka jev lrk
ixúOdkhg iDcq j u n|jd fkd.;a
;=kajeks md¾Yajhl ksfhdað;hka fyda
Wm fldka ; % d ;a l rejka ^ñks i a n,
ksfhdað; wdh;k& úiska n|jd .;a
fiajlhkah. fndfyda úg uEkamj¾
fiajlhkag Tjqka jev lrk
iud.fuka
fyda
uEkamj¾
wdh;kfhka fiajd .súiqï ,smshla ,nd
fokafka ke;. th b;du;a wia:djr
fiajd ;;ajhls. fuu fiajlhkaf.a
whs ; s j dis l ï iy m% ; s , dN ms < s n |j
j.lSu iy j.ùu mejfrkafka ldgo
hkak meyeÈ,s ke;s nrm;< .eg¿
iy.; ;;ajhls. ;jo iudk fiajfha
fhfok iaÓr fiajlhkag jvd zzuEka
mj¾ZZ fiajlhkag iudc wdrlaIKhg
wjia : djla fkdue;s ù u, wvq jegq m a
,eìu wdoS whym;a fiajd ;;ajhkag

uqyqK §ug isÿ fõ.
Y%u iemhqï md¾Yjfha fukau iaÓr
/lshd wjia:d iSñ; ùu Y%S ,xldfõ
zwiaÓrZ fiajd kshla;sh by< uÜgul
mej;S u flf¾ n,mdhs . uE;l §
mqoa.,sl wxYh zwiaÓrZ /lshd
j¾OkhjQ nj;a Y%u fj<| fmd< iaÓr
/lshd wjia:d i|yd b,a¨fï wvqúula
ks¾udKh jQ nj;a o;a;j,ska fy<s fõ.
;jo kqmqyqKq Y%uh, wvq wOHdmkh,
yd kj Y%u fj<| fmd<g
we;= ¿ jka k ka jeks Y% u iemhq ï
md¾Yajfha lreKqo zwiaÓrZ iajNdjhla
.ka k d /ls h dj, j¾Okh flf¾
n,mdk nj wOHhkfha fidhd
.ekS ï j,s k a fy<s f õ. fuu idOl
fiajlhd iaÓr /lshdjla i|yd f;dard
.ekSfï
ks¾Kdhl
flf¾
ksfIaOd;aulj n,mdhs.
zwiaÓrZ iajNdjhla .kakd /lshdj,
jHdma;ùu iSud lsÍu i|yd mshjr
.;hq;= w;r zwiaÓrZ /lshdj, fiajfha
fhÈ isák fiajlhkaf.a fiajd ;;ajh
jeä ÈhqKq lsÍu i|yd jyd mshjr .;
hq;= fõ. wiaÓr fiajh úêu;a fiajh
njg mßj¾;kh l< yels l%uhla
jkafka lïlrejkaf.a whs;sjdislï
wdrlaId lsÍu i|yd wiaÓr fiajh jvd
hym;a f,i kshdukh lsÍu hs. fï
hgf;a ;djld,sl fiajl ixLHdj iSud
ls Í u, wdh;kj,s k a n|jd .ka k d
fiajlhka i|yd ks;suh wdrlaIdj
,nd §u, uEkamj¾ wdh;k kshdukh
lsÍu iy tjeks fiajlhkag iudc
wdrlaIKh ,nd §u ks¾foaY flf¾.
Y%u fj<| fmd<g wka;¾.%yKh ù
we;s ksid fï wdldrfha Y%uh
iïmQ¾Kfhkau ;=rka lsÍu ÿIalrh.
Y% S ,dxls l iud.ïj, jdßl Y% u
wjYH;d y÷kd .kakd .uka fuu
.eg¨jg úi÷ï imhd fiajlhkag
Wmßu hym; ie,iSug kï
ks h dukh jvd hym;a ls Í u yd
m% ; s m ;a ; s u h rduq j kej; ieliS u
i|yd jyd mshjr .; hq;= fõ. tfukau
ú/lshd rlaIKh, ish¨ fokdg úY%du
fhdackd l%u jeks m%;s,dN fiajlhkag
,nd §u jeks Wmdh ud¾.sl wdrlaIK
mshjr y÷kajd §fuka mqoa.,sl wxYfha
jvd;a fyd| /lshd ks¾udKh lsÍu
wdKavqjg myiq lrúh yelsh.
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epiwNtw;Wr; RUf;fk;
Kiwrhuh mbg;gilapyhd njhopy;
tha;g;Gf;fspy; <LgLfpd;w Copau;fs;
epr;rpakw;w njhopy;tha;g;G> ghJfhg;gw;w
njhopy;tha;gG
; xg;ge;jq;fs;>
tiuaiwahd r%fg; ghJfhg;G>
Fiwe;j rk;gsk;> Nkhrkhd Ntiyj;js
#oy;fs; Nghd;wtw;Wld;
njhlu;Gilatu;fshf cs;sdu;. 2013
Mk; Mz;lstpy; Kiwrhuhj
njhopy;tha;g;Gf;fspy; <LgLfpd;w ehl;f;
$ypj; njhopyhsu;fs;> jw;fhypf /
rkahrkaj; njhopyhsu;fs; my;yJ
epue;jukhd njhopy; tha;g;igf;
nfhz;buhj njhopyhsu;fs; vd;w
tifapy; ,yq;ifapd; rk;gsk; ngWk;
njhopyhsu;fspy; miuthrpia
gpujpepjpj;Jtg;gLj;Jfpd;wdu;.
mtu;fSila njhopy; tha;g;gpd;
epr;rpakw;w jd;ikapd; fhuzkhf> ePzl
;
fhyj;jpy; jq;fSila tho;ifia
jpl;lkpl;Lf; nfhs;tjpy; kpFe;j
gpur;rpidfis vjpu;Nehf;Ffpd;wdu;.
ehl;by; jukhdnjhU Ntiy tha;g;ghf
Nkk;gLj;Jtjw;fhd Njit
Kf;fpakhdnjhU nfhs;if Nehf;fhf
cs;sJ. Kiwrhuh njhopy;
tha;gG
; f;fis jukhd njhopy;
tha;gG
; f;fshf khw;Wtjw;fhd
toptiffis Muha;tjw;F ,e;j Ma;T
miog;G tpLf;fpd;wJ.,jd; gpd;dzpapy;>
njhopy; ghJfhg;G> njhopy; thag;gpid
mbg;gilahff; nfhz;l r%f ghJfhg;G
fhg;gL
P fs;> rk;gsq;fs; Kjypad
njhlu;gpy; Kiwrhuh njhopyhsu;fs;
ghjpg;gilfpd;w tpjk; gw;wp ,e;jf;
fw;if Ma;T nra;fpd;wJ. NkYk;>
Kiwrhuhj njhopy; tha;g;Gf;fis Vd;
ghupa rjtPjj;ijf; nfhz;l Kiwrhuh
njhopyhsu;fs; njupT nra;fpd;whu;fs;
vd;Wk; ,e;jf; fw;if Ma;T
nra;fpd;wJ? 2013 Mz;L njhopyhsu;
gil Ma;tpypUe;jhd ,uz;lhk; juj;
juTfisg; gad;gLj;jp ,e;j
tpdhf;fSf;F tpilaspg;gjw;F ,e;jg;
gj;jpuj;jpd; Clhf
Kaw;rr
; pf;fpd;wJ.rk;gsk; ngWfpd;w
Copau;fspy; miuthrp Copau;fs;
jw;fhypf Copau;fshf ,Ug;gjhf
juTfs; ntspg;gLj;Jfpd;wd. 2013 Mk;
Mz;lstpy;> rk;gsk; ngWfpd;w 4.7
kpy;ypad; msthd nkhj;jj;
njhopyhsu;fspy; 56 rjtPjj;jpdu; (2.6
kpy;ypad;fs;) Kiwrhuh
njhopyhsu;fshf ,Ue;jdu;. jw;fhypf
kw;Wk; rkahrka njhopyhsu;fisr;
nfhz;l ,e;j Kiwrhu
njhopyhsu;fspy; 90 rjtPjj;jpdu;
jdpahu; Jiwfspy; njhopy; Gupgtu;fshf
,Ue;jdu; vd;W juTfs;
ntspg;gLj;Jfpd;wd. NkYk;> mz;ikf;
fhykhf jdpahu; Jiw mjpfkhd
jw;fhypf kw;Wk; rkahrka njhopy;
tha;g;Gf;fis tpupT gLj;jpAs;sJ. 2006
- 2013 Mk; Mz;L fhyg; gFjpapd;
NghJ> jdpahu; Jiwapy; jw;fhypf
kw;Wk; rkahrka njhopyhsu;fspd;
vz;zpf;if 350>000 ,dhy; mjpfupj;j
mNj Ntis jdpahu; Jiwapy; epue;ju
njhopyhsu;fspd; vz;zpf;if ntWkNd

15>000 My; khj;jpuNk mNj fhyg;
gFjpapy; mjpfupj;Js;sJ.
r%f ghJfhg;G jpl;lq;fspd; fPo;
ngUk;ghd;ikahd jw;fhypf / rkahrka
Copau;fs; ed;ikfisg; ngWtjpy;iy.
Copau; Nrkyhg epjpar; rl;lkhdJ rfy
Copau;fisAk; mjhtJ mtu;fs;;
epue;ju> jw;fhypf> rkahrka my;yJ
Fwpg;gpl;l gzp Ntisj; njhopyhsu;fs;
(shift workers ) vd;w tiffs;
gw;wp ftdk; nrYj;jhJ rfy Copau;fs;
njhlu;ghfTk; ftdk; nrYj;Jfpd;wJ.
vdpDk;> jw;fhypfj; njhopyhsu;fs; 86
rjtPjj;jpdu; Xa;T+jpaj; jpl;lk; my;yJ
Nrkyhg epjpak; Mfpa ,uz;by;
xd;wpNyDk; cs;slf;fg;gltpy;iynad
juTfs; ntspg;gLj;Jfpd;wd.
mNdfkhd jw;fhypf Copau;fSf;F
ve;jtpj vOj;JUthd xg;ge;jq;fSk;
toq;fg;gltpy;iy. mNj Ntis>
vOj;JUthd xg;ge;jq;fisg; ngw;wpuhj
jw;fhypf kw;Wk; rkahra Copau;fshd
83 rjtPjj; njhopyhsu;fSf;F epakdf;
fbjnkhd;iw toq;Ftjw;fhd
nghWg;nghd;iw rl;lkhdJ tpjpf;fpd;wJ.
Copau; njhopy; jUdu;fSf;fpilNaahd
cwtpid cUthf;Ffpd;w
Mtzq;fspdi
; kahdJ Copau;
rl;lj;jpy; Fwpg;gplg;gl;Ls;s Copau;
cupikfis kOq;filar; nra;ayhk;.
epue;ju kw;Wk; jw;fhypf
njhopyhsu;fSf;fpilNa epyTk; ghupa
tpsf;fg;gLj;j Kbahj rk;gs
Kwz;ghLfs; fhzg;gLfpd;wd. Kiwrhu;
njhopyhsu;fs; kw;Wk; Kiwrhuh
njhopyhsu;fSf;fpilNaahd khjhe;j
rk;gsq;fspd; Kwz;ghl;by; 89 rjtjk;;
Kiwrhu; njhopyhsu;fSf;F rhjkhf
fhzg;gl;ld. 43 rjtPj rk;gs
Kwz;ghLfshJ Kiwrhu
njhopyhsu;fspd; rkepiyaw;w ftdpg;G>
njhopy;tha;gG
; f;fspd; jFjpfhz; jd;ik
Nghd;wtw;wpd; fhuzkhf tpsf;fg;gLj;j
Kbahj fhuzq;fspdhy; Vw;gl;ld.
MsdptY njhopyhsu;fs; jq;fSila
epue;ju njhopyhsu;fspYk; ghu;ff
;
mjhtJ> r%fg; ghJfhg;Gf;fhd Fiwe;j
gpuNtrk;> Fiwe;j rk;gsj;ijg; ngwy;
Nghd;wd njhlu;ghf tpj;jpahrkhd
tpjj;jpy; ftdpf;fg;gLfpd;wdu;.
njhopyhsu;fis Neubahf Ml;rN
; ru;gG
; r;
nra;ahj epWtdq;fspy; gzpahw;Wfpd;w
njhopyshu;fs; mtu;fs; %d;whk; egu;
Kftufk; my;yJ cg Kftufj;jpdhy;;
Ml;r;Nru;f;fg;gl;L ,d;ndhU epWtdj;jpy;
gzpGupAk; njhopyhsu;fs; MsdptYj;
njhopyhsu;fs; vd;W Fwpg;gplg;gLk;.
MsdptYj; njhopyhsu;fSf;F mtu;fs;
gzpGupAk; epWtdj;jpdhNyh my;yJ
mtu;fis Ml;r;Nru;g;Gr; nra;j
Kftuj;jpdhNyh ve;jtpj xg;ge;jf;
fbjKk; toq;fg;gLtjpy;iy. ,J
epahakw;wnjhU gzp Vw;ghlhf
,Ug;gJld; ,e;j njhopyhsu;fspd;
cupikfs; kw;Wk; mtu;fSila
gad;fs; njhlu;ghf tif $wy; kw;Wk;

nghWg;G njhlu;ghf njsptw;w jd;ik
fhzg;gLtjdhy; kpf ghuJ}ukhd rpf;fy;
epiyikiaAk; Njhw;Wtpf;fpd;wd.
Copau;fis tpepNahfk; nra;fpd;w
gFjpapd; rpf;fy;fs; kw;Wky;yhJ
tiuaWf;fg;gl;l epue;juj;
njhopy;tha;gG
; f;fs; Mfpa ,uz;Lk;
,yq;ifapy; Kiwrhuh
njhopy;tha;g;Gf;fspd; mjp $ba
epyikf;Fr; nry;thf;Fr; nrYj;Jfpd;wd.
Kiwrhuh njhopy;tha;gG
; f;fspy;
<LgLtjw;F nghJthf Fiwe;jsthd
fy;tpj; jfikfs;> jpwdw;w
njhopyhsu;fs; kw;Wk; Gjpa njhopy;
re;ij EioTfs; fhuzkhf ,Ug;gJld;
,it njhopy; tpepNahf tFjpapd;
gpur;rpidfis fw;if Ma;Tf;
fz;lwpjy;fs; ntspg;gLj;Jfpd;wd.
epue;ju njhopy; tha;g;Gf;fSf;fhd
njhopyhsu;fspd; njupT njhlu;ghd
gpukhzq;fspy; ,e;jf; fhuzpfs;
ghjfkhd jhf;fj;ij nrYj;Jfpd;wd.
mj;NjhL> njhopyhsu; re;ijapy; epue;ju
njhopy; tha;g;Gf;fhd Nfs;tpapy;
gw;whf;Fiwnahd;iw mz;ika fle;j
fhyj;jpy; cUthf;Ffpd;wikapdhy;
jw;fhypf kw;Wk; rkahrka njhopy;
tha;g;Gf;fis jdpahu;Jiw NkYk;
tpupTgLj;jpAs;sJ vd juTfs;
ntspg;gLj;Jfpd;wd.
vdNt> epahakw;w tpjj;jpy;
gzpf;fku;jj
; g;gl;Ls;s njhopyhsu;fspd;
gzp epyikfis Nkk;gLj;Jk; mNj
Ntis epahakw;w tpj;jpyhd
njhopy;tha;gG
; f;fis Nkk;gLj;Jtij
kl;Lg;gLj;Jtjw;F ,yf;F itg;gjw;fhd
eltbf;iffs; vLf;fg;gLjy; Ntz;Lk;.
Kiwrhuh njhopy;tha;gG
; f;fis
KOikahf ,y;yhnjhopg;gJ fbdkhd
fhupakhFk; Vnddpy;> ,t; tifahd
njhopy; tha;g;Gf;fs; njhopy; re;ijapy;
gpd;dpg; gpize;Js;sJ. ,Ue;j NghJk;>
epahakw;w tpjj;jpyhd njhopyhsu;fspd;
cupikfis ghJfhf;Fk; mNj Ntis
mt;thwhd njhopy; tha;g;Gf;fis
xOq;F Kiwg;gLj;jy; xU njupthFk;.
,jd; fPo;> jw;fhypf njhopyhsu;fspid
tiuaWj;jy;> Kftuq;fspdhy;
Ml;rN
; ru;gG
; r; nra;ag;gLfpd;w
njhopyhsu;fSf;fhd rl;lg; ghJfhg;ig
toq;Fjy;> kdpjtY Kftufq;fis
xOq;FKiwg;gLj;jy; kw;Wk; mt;thwhd
njhopyhsu;fSf;F r%fg; ghJfhg;ig
toq;Fjy; vd;gd rpghupR
nra;ag;gl;Ls;sd. njhopy;tha;gg
; pd;ikg;
fhg;GWjp> KOnkhj;j Xa;T+jpa jpl;lk;
Nghd;w Copau;fspd; cupikfs; kw;Wk;
ed;ikfis ghJfhg;gjw;fhd cghatop
Kd;ndr;rupf;if nraw;ghLfis
mwpKfk; nra;tjd; Clhf jdpahu;
Jiwapy; mjpfkhd kw;Wk; rpwe;j
njhopy; cUthf;fj;jpw;F murhq;fkhdJ
trjpaspg;Gr; nra;jy; Ntz;Lk;.
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1. Introduction
Precarious workers are employed
on temporary contracts for
various durations. Temporary
contracts usually undermine the
employee benefits such as, lack
of access to social protection and
benefits which are usually
associated with other permanent
employment; substantial legal
and practical obstacles to joining
a trade union and bargaining
collectively and also hazardous
working conditions etc. In
general, precarious work, is part
of a global business strategy,
practiced by employers to shift
risks and responsibilities on to
workers (ILO, 2012). Precarious
workers are those who perform
duties and tasks of permanent
employees but are not protected
with the rights of permanent
employees (International Labour
Rights Forum, 2015). Generally,
precarious workers are in fear and
insecurity as they know they are
easily replaceable. The broad
trend of the growing casualization
and externalization deeply
damage the society. It leaves
workers and communities
unstable and creates insecure
situations. Further, precarious
workers are found to suffer a
higher rate of occupational safety
and health issues (ILO, 2012).
In recent decades there has been
a dramatic increase in precarious
work due to factors such as -consequences of the
globalization of markets, shift
from the manufacturing sector to
the service sector, and
technological changes - spread of

information technology. These
changes have resulted labour
market changes -- flexibility at the
workplace and, as a result decline
of the standard employment
relationship and a dramatic
increase in precarious work
(Fudge and Owens, 2006).
Employers look for ways to face
in product demand uncertainty,
which in turn impacts on their
employment choices -- flexible
labour force, downsizing, less
paid and less obligations etc
(Tucker, 2002).
This situation has resulted
uncertainty and insecurity in
employment -- insecurity of
tenure, job irregularity, lack of or
limited social protection are
increasingly common features of
economic activities. Moreover,
Labour relations have become
fragmented, whilst the overall
quality of employment has
deteriorated. Further, as a
reaction to countries' tax and
regulation systems, new forms of
informal employment arise (ILO
and WTO, 2009). Also, in the
midst of the global economic
crisis, job losses and spread of
temporary forms of employment
have become more prevalent in
both developed and developing
countries. Given all these, it has
become a world-wide
phenomenon where permanent
jobs across sectors have been
replaced with non-standard forms
of employment through
outsourcing, employment
agencies and temporary labour
contracts. Over 60 per cent of

workers worldwide are reportedly
in temporary, part-time or shortterm jobs which offer low
compensation and fuel global
income inequality and poverty
(ILO, 2015).
Similar to other global economies,
Sri Lanka also has experienced
an increase in the incidence of
precarious work in recent years.
For example, more than half of
employees were temporary or
casual workers. Workers
employed under temporary
contracts frequently have
inadequate employment-based
benefits, either because they are
explicitly excluded from receiving
coverage by law or because their
short tenure may limit access to
such entitlements. This raises
serious concern on decent
working conditions in Sri Lanka.
A better understanding the
characteristics of non-standard
forms of employment and
determinants of non-standard
work participation is a first step
towards a more comprehensive
policy towards identifying the
areas that needs attention in
terms of preventing risks faced
by non-standard workers. No
empirical research has been
carried out in Sri Lanka on nonstandard work participation.
Therefore, this study is to explore
how non-standard forms of work
arrangements evade the
fundamental worker rights and
shed light as to why individuals
participate in precarious work.
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Under this main theme there are 3
sub-objectives, as follows:
1. Examine the prevalence and
growth of different forms of
non-standard employment in
Sri Lanka
2.Examine the effects of nonstandard work arrangements on
workers -- in terms of job
security, employment based
social security coverage,
wages etc.

2

3.Examine the factors that
determines the participation in
non-standard forms of
employment
The report is organized as
follows.
The Chapter 1 gives an
introduction to the study through
discussing rationale and
objectives of the study. Chapter 2
reviews the literature related to the
study. Chapter 3 describes the
data, definitions, and

methodologies employed in this
study. To set the stage, Chapter 4
presents the background on
trends and evolution of nonstandard forms of employment
with discussing legal protection for
employees under the existing
labour legislation. Chapter 5
presents the main empirical
results on factors that determine
the participation in non-standard
forms of employment in Sri Lanka.
Chapter 6 concludes with policy
recommendations.

Why People Choose to Participate in the Non-Standard Forms of Employment in Sri Lanka

2. Literature Review
2.1 What is
Precarious Work?
Although the term precarious work
is being increasingly used
globally, its definition remains
vague and multifaceted. There is
no official definition of nonstandard forms of employment.
This is mainly due to that multidimensional nature of precarious
work depending on the country,
region, the economic and social
structure of the political systems
and labour markets.
Precarious work is employment
that is not full-time and
permanent; usually associated
with-- part-time employment, selfemployment, fixed-term work,
temporary work, on-call work,
home-based workers, and
telecommuting (Fudge and
Owens, 2006). Further, precarious
work is often associated with
uncertainty as to the duration of
employment, multiple possible
employers or a disguised or
ambiguous employment
relationship, a lack of access to
social protection and benefits
usually associated with
employment, low pay, and
substantial legal and practical
obstacles to joining a trade union
and bargaining collectively (ILO,
2012).
The ILO Bureau for Workers'
Activities (ACTRAV)1 use
workable definition for nonstandard forms of employment
with focusing on two categories of
contractual arrangements which
cover the majority of precarious

1

nature work (ILO, 2012).
Those contractual arrangements
are:
• Limited duration of the

contract (fixed-term,
short-term, temporary,
seasonal, day-labour and
casual labour)
• Nature of the employment

relationship (triangular and
disguised employment
relationships, bogus selfemployment, subcontracting
and agency contracts)
Further, under above two
contractual arrangements
precarious work is characterized
by four precarious working
conditions.
Precarious conditions:
• Low wage
• Poor protection from termination

of employment
• Lack of access to social

protection and benefits usually
associated with full-time
standard employment
• Lack of or limited access of

workers to exercise their rights
at work
In another study on non-standard
forms of employment by ILO,
2015; has considered following
forms of employment as nonstandard forms of employment:
(1) temporary employment; (2)
temporary agency work and other
contractual arrangements
involving multiple parties; (3)

ambiguous employment
relationships; and (4) part-time
employment. Further this study
has focused on employees and
therefore excludes independent,
self-employed workers.
Agency hired workers
(manpower workers)
Workers who are hired by an
agency or subcontractor but who
perform their duties in or for a
separate user enterprise are in a
precarious situation. Because it is
unclear who of the two parties
should be held responsible and
accountable for the rights and
benefits of a worker, where "user
enterprise" can terminate the
relationship at will. Weak
legislative frameworks and
ineffective enforcement
mechanisms create a situation
where these workers are not
protected on their labour rights. In
general Work Agencies and labour
brokers are disturbing third party
element to standard employment
relationship. Further, subcontracting is often used by
primary employers as a means of
shifting risk by outsourcing more
hazardous jobs to subcontracted
and agency workers (ILO, 2015).

2.2 Why should We
Worry about
Precarious Workers?
International Labour Organization
(ILO) recognized this spread of
precarious work as a 'worldwide
corporate attack on the right to
organize and bargain collectively,
by shifting to subcontracting and

ACTRAV is the main link between the International Labour Office and workers.
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individual contracts, attacking
sectoral and national bargaining,
and evading employer
responsibilities by complicating
what should in fact be a direct
employment relationship with their
workers’ (ILO, 2012).
Precarious work has deep impact
on individuals as well as society.
The International Labour Rights
Forum (ILRF) addressed this
global trend and highlighted its
threat to a decent working
environment. Precarious workers
receive low compensation, are
subjected to dangerous working
conditions, face discrimination
and are denied social benefits and
rights like the opportunity to join
unions. Such workers are scared
to voice their opinion and unionize
as they are easily replaceable.
The lack of job security makes
them vulnerable and dilutes their
collective bargaining power. This
employment tactic deters the
workers’ prospects for personal
development, productivity and the
freedom of expression
(International Labour Rights
Forum, 2015).
Due to job insecurity, temporary
workers have found it difficult to
keep up with economic demands,
family obligations and also they
have little optimism for the future.
They are in an unstable position to
take long-term decisions and plan
their lives -- to get married, raise
children, or purchase homes
because of the uncertainty of their
jobs, and usually low wages.
Sources of insecurities and
vulnerabilities of precarious
workers have been identified in
the literature. Precarious workers
are ill-treated in terms of job
security, wages, benefits - social
security, annual leave, overtime
and also little chance of
professional advancement. For
instance, a study revealed that
4

wages of precarious workers are
much less than for permanent
workers - in a third of cases
reported in that survey, wages
were more than 50 per cent less
for precarious workers, compared
with the permanent workforce
(Malentacchi, 2008).
Precarious worker’s access to
trade union rights is limited in part
by the general condition of fear
and insecurity of temporary
workers; and partly through the
legal limitation of workers to join
the trade. Ultimately precarious
work arrangements have the effect
of eroding bargaining collectively
(ILO, 2012). Also, precarious work
arrangements are associated with
poor occupational safety and
health conditions. For example
these workers are often exposed
to hazardous working conditions,
long working hours, increased
workload etc. Further, studies
have found that precarious
workers are less likely to receive
adequate training for the tasks
which is required to perform task
safely and also their occupational
safety is not properly monitored
by inspection systems (Benach,
2007).
The lack of job satisfaction,
insecurity and instability of
precarious work has led to social
issues. Workers who are treated
unfairly have led to wide spread
anxiety among workers. The
frustration of young people who
lack decent jobs leads to social
unrest. For example in Egypt,
across Northern Africa and the
Middle East and, recently in
London where there were riots, the
common message conveyed was
that poor conditions of work and
life are untenable (ILO, 2012).
Further, studies have shown that
precarious employment impacts
not just the workers but also the

employer. There are many
business risks associated with
such employment, including lower
productivity, health and safety
risks and low standards. The work
experience is largely dependent
on the decisions made by
employers, and also the inability
of the economic policies to keep
pace with the changes in the
labour market. Hence it has
become a major concern in the
past decade impacting not just
economic growth, but the society
as a whole.

2.3 World Response
to Precarious Work
The literature suggests that the
growth of precarious work has
become a concern around the
world. Many countries around the
world are aware of the negative
impacts precarious employment
can have on the sustainable
development of the economy.
Trade unions, along with
government assistance are trying
to implement new frameworks to
reduce its ill-effects.
Paying more attention on creating
more and better jobs, implantation
of decent work and using tools
that prevent further increase of
precarious work and hold
employers accountable for
creating good jobs such as public
procurements and labour
inspections are some of the
measures that can be taken by
the government in mitigating
adverse effects produced by
precarious work (Euan, 2009). For
example, Canada has introduced
measures to discourage firms
from hiring temporary agency
workers and established public or
private sector ‘benefit banks’ for
irregular workers otherwise denied
access to benefits as policy
measures. In Japan, the coverage
of social protection has expanded
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to cover all types of workers
(Euan, 2009).
Trade unions have carried out a
joint struggle to end precarious or
atypical work. The Policy Options
Working Paper published by the
Poverty and Employment
Precarity in Southern Ontario
Research Alliance (PEPSO) made
precarious employment- specific
recommendations to mitigate the
adverse effects of precarious
work through employer practices
in 2014. The recommendations
focused on the needs of workers
in precarious jobs. Suggestions
were made to change hiring
practices to reduce precarious or
part-time employment and use
internal business planning to
determine if more secure work
would be appropriate.
Mechanisms to support workers
and create opportunities for
temporary employees to transition
to the permanent workforce were
also suggested. Proposals to
promote work experience
programs that would track their
experience to support
development and a gateway to
more secure employment were
also made. Another
recommendation suggested that
organizations could work together
to share workers through
agreements that provide
consistency and certainty for
workers. Recommendations were
also made related to human
resources and benefits. These
included incorporating
performance-based initiatives,
providing career planning,
financial planning and training
(PEPSO, 2014).

The European Federation of
Food, Agriculture and Tourism
Trade Unions (EFFAT) has been
campaigning to combat
precarious employment under the
slogan of ‘Social Justice from
Farm to Fork’. They identified 10
key points to fight precarious
work. They highlight the need for
equal pay and rights. They want
to implement the ‘host country
principle’ which entitles every
worker to benefit from the rights
and social conditions of the
country they work in. Minimum
wage protection is suggested for
all European countries either
through legislation or collective
bargaining. The need for
simplicity and transparency in the
employment relationship and
creating opportunities for
permanency were key points
addressed. They also urged
Governments to support
collective bargaining and make
sure that the workers have the
fundamental right of being
represented by a union and the
right to voice their opinion. Public
funding should be focused on
combatting precarious work and
there should be effective
monitoring of agencies and other
labour providers. In conclusion
they want subcontracted workers
to be treated equally and they
insisted on decent standards with
effective penalties for those who
fail to meet them. (EFFAT, 2014)

precarious work in the electronics
industry as well. A world
conference on ICT Electrical and
Electronics was held in Malaysia
in year 2015. The conference
focused on creating a safer and
healthier working environment and
forming stronger trade union
networks with Chinese workers at
companies such as Samsung and
Foxconn. At the Global Dialogue
Forum held in December 2014
precarious employment in the
electronics industry was
discussed. The Forum came to
the consensus that all workers
should be given equal treatment
irrespective of their employment
status. They wanted to promote
alternatives to temporary
employment in response to
fluctuating demands and
long-lasting employment
relationships. They also agreed to
raise awareness and build
capacity on fundamental
principles and rights at work.
IndustriALL affiliates and the All
China Federation of Trade Unions
(ACFTU) have successfully
entered into collective
agreements with the management
of Foxconn in China and Brazil to
improve working conditions and
avoid occupational hazards.
IndustriALL has also collaborated
with the Good Electronics
Network and its NGO partners to
prohibit the use of cancer-causing
chemicals in the electronics
industry (Matsuzaki, 2015).

IndustriALL is a global union
which has instigated many
campaigns around the world to
fight precarity in employment.
Measures have been taken to
organize and fight against
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3. Research Data and Methodology
3.1 Data
The main source of data for the
paper is the Labour Force Survey
(LFS) data of the Department of
Census and Statistics. Sri Lanka
Labour Force Survey was
designed to measure the levels
and trends of employment,
unemployment and labour force in
Sri Lanka. A sample of 25,000
households has been surveyed in
LFS 2013, covering all districts
and provides national, provincial
and district level estimates.
This data set is especially useful
for the present study as it obtains
information on the sector of
employment, permanency status
of employment, which allows
identifying precarious worker. Also
it provides information on
employment based social
security coverage, company
registration information,
employment contact letter, wages
etc. which facilitate the study
objectives in developing policy
perspective based on the findings
of this study.
The study takes a qualitative
approach when answering the
research gaps that need to be
investigated through primary
research.

3.2 Defining
Precarious Workers
Following ILO, 2015; ILO 2012 and
availability of data; following
workable definition was
considered in this study to define
non-standard forms of
employment.
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Following three types of
employment were considered as
non-standard forms of
employment.

3.4 Qualitative
Analysis - Manpower
Workers

(1) temporary employment;

In this study, agency workers are
considered within the broad
category of non-standard
employment. However, the
situation of workers in triangular
employment relationships is more
complicated. Due to the
ambiguous nature of manpower
employee contracts, there is
limited data available on the
matter (ILO, 2012). Thus, in line
with the findings of previous
research, primary data was
collected on areas where these
agency workers found to be
mostly affected — duration of
employment, multiple possible
employers or a disguised or
ambiguous employment
relationship, social protection and
benefits usually associated with
employment, wages, and leave
entitlement and other benefits.
This information was collected
through structured and
semi-structured face-to-face
interviews with manpower
workers, officials in labour
ministry, union representatives,
employers and other relevant

(2) casual employment;
(3) employees who do not have
permanent employer.
Further following ILO 2015, only
employees were considered in
this study; whereas own-account
workers, unpaid workers and
employers were not considered.

3.3 Effects of Nonstandard Work
Arrangements on
Workers
As discussed under the literature
review section, workers in nonstandard forms employment are
associated with temporary
contracts, a lack of access to
social protection and benefits
usually associated with
employment, low pay, and
substantial legal and practical
obstacles to joining a trade union
and bargaining collectively. Thus,
taking to consider the data
availability in LFS, this study
investigates effects of nonstandard work arrangements on
workers with related to - job
security with the use of
information on whether the
employee is given an
appointment letter (written
contract); employment based
social security coverage for
employees and wage differentials
of temporary workers when
compared to permanent wage
workers.

partners.

3.5 Labour
Participation Model
According to Verme (2000) two
factors affect sector participation:
rationing and individual
preference. Rationing happens
due to demand shortages in the
labour market. This is mainly run
by available job opportunities and
employer’s selection criteria, such
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as level of education, experience
and skills. Individual preferences
are influenced by employment
characteristics such as wages
and other benefits, and other
individual and household
characteristics. Thus, both
rationing and preferences
determines the individual’s choice
on employment sector.
The underline theoretical model
assumes that individual choice on
employment sectors is affected
by individual preferences and
rationing.
This study examines the factors
that determine sector placement
of individuals by way of
estimating a multinomial logit
model. Individual characteristics,
household characteristics as well
as community characteristics
were employed in the explanatory
analysis as suggested by
anecdotal evidence. Explanatory
variables were selected based on
the relevance to the study’s
theoretical model as well as data
availability.
Individual characteristics such as
age, gender as well as household
responsibilities (marital status,
head of the household etc.) were
employed to capture the
individual preferences. Household

level variables affecting
employment decision of
individuals are assumed to be in
the presence of dependents —
both children and old aged
parents. This will negatively
affect engage in full time work of
the other members of the
household. As proxy measures for
human capital — education
attainment and training were
included to capture employer’s
preferences for skills and
education and experience.
Further, community
unemployment rate and location
variables were employed to
capture the available labour
market conditions and
infrastructure. This will capture
the available job opportunities
and access to jobs.
Marginal effects
Marginal effects are calculated on
the probability Pr(y=1), implied by
the marginal increase in a given
explanatory variable. Margins are
estimated at the means of

3.6 Wage Gap
Decompositions
Following Blinder (1973) and
Oaxaca (1973) who proposed a
methodology is used to
decompose wage gaps of
standard employment vs nonstandard employment in terms of
explained and unexplained
components.
The wage gap takes the form

̅

̅
̅

Where
attributes the
differences in average
characteristics between standard
and non-standard workers
attributes the
differences in average rewards to
the individual characteristics.

covariates.

Pr(Y = 1|X, Xk+ )
– Pr(y=1|X, Xk)
Marginal plots - graphs the results
from margins.
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4. Background
4.1 Labour Force
Trends

population rate has increased
from 47.6 per cent in 1992 to 53.4
per cent in 2006. However this
rate has decreased to 51.5 per
cent in year 2013 (see Table 1).
Further, country’s employment-topopulation ratio is considerably
lower relative to the world regional
averages (ILO, 2014). For
example, South Asia region
employment to population rate in
2012 was 53.9 per cent while
world average was 59.6 per cent.
Thus, Sri Lanka’s comparatively
low employment to population
ratio concerns on the progress in
job creation to absorb the new
entrants to the labour market.

As of 2013, 8.8 million Sri
Lankans were in the labour force,
representing 53.8 per cent labour
force participation rate. The
employed labour force in 2013
was 8.4 million, accounting for
51.5 per cent employment-topopulation ratio. The overall
unemployment rate has dropped
to as low as 4.4 per cent in 2013.
Over the 1992-2013 period, total
labour force has increased at a
slow pace accounting, 2.6 per
cent average annual growth rate.
Overall, labour force participation
rate grew marginally from 55.6 per
cent in 1992 to 57.1 per cent in
2006 (see Table 1). However
considerable drop in labour force
participation rate (to 53.8 per cent
in 2013) could be observed in
recent past. Demographic
changes as well as extended
education among younger
generation could be the main
reasons behind this.

On the other hand, employment
to population captures only one
aspect of labour market that is
job creation. Given that increasing
trend of non-standard forms of
employment in labour markets,
job creation does not necessarily
signify the state of the labour
market. Employment status and
type of employment provide
complementary information on
quality of jobs. Thus, next section
discusses these aspects in detail.

Sri Lanka’s job creation is
stagnant. Employment to

Nature of employment
As of 2013, of the total employed
more than half (56 per cent) 4.7
Mn are waged workers. This
includes 1.3 Mn public or semigovernment sector employees
and 2.7 Mn private sector
employees (see Table 2).
As in other global economies, Sri
Lanka too experienced expansion
of precarious nature jobs in recent
years (see Table 3). For instance,
LFS data reveals that as of 2013,
out of 4.7 million waged
employees 56 per cent were in
non-standard forms of
employment – temporary, casual
and workers who do not have
permanent employer. As described
under literature review section,
non-standard forms of working
arrangements can affect decent
working conditions of workers,
including wages, limited social
security benefits, access to
training, occupational safety and
health, and freedom of association
and collective bargaining rights.
These issues are examined in
detail in the proceeding sections.

Table 1
Labour Force Participation Rates, Employment-to-Population Rates and Unemployment Rates,
by Gender
Labour Force Participation
Rate

Employment-to-Population
Rate

Male

Female

Total

Male

1992

75.2

36.2

55.6

67.2

1996

76.0

36.0

55.7

2000

76.1

37.9

2006

76.7

2013

74.9

Female

Unemployment Rate

Total

Male

Female

Total

28.1

47.6

10.7

22.4

14.5

69.7

29.6

49.4

8.3

17.8

11.4

56.7

71.7

33.7

52.4

5.8

11.1

7.6

39.5

57.1

73.1

35.7

53.4

4.7

9.7

6.5

35.6

53.8

72.6

33.2

51.5

3.2

6.6

4.4

Source: Author’s calculations using LFS, 1992, 1996, 2000, 2006 and 2013 data.
Note:
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Table 2
Main Sectors of Employment
Employment Status

Wage employee
Public
Private
No permanent employer
Employer
Self-employed
Non-paid employee
Total

2006

2013

Average Annual
Growth
2006-2013 (%)

3,947,770

4,690,146

2.7

955,198

1,269,610

4.7

2,293,728

2,665,549

2.3

698,844

754,987

1.1

221,765

256,014

2.2

2,189,111

2,707,720

3.4

727,718

763,793

0.7

7,086,364

8,417,673

2.7

Source: Authors calculations based on LFS 2006, 2013 data.

Table 3
Permanency Status of Waged Employees
2006

2013

Growth 2006-2013 (%)

Permanent

1,825,284

2,061,749

13.0

Temporary

931,031

1,346,948

44.7

Casual

492,611

526,462

6.9

No permanent employer

698,844

754,987

8.0

Total waged employees

3,947,770

4,690,147

18.8

Source: Authors calculations based on LFS 2006 and 2013 data.
Note:

In 2006 excluding Northern & Eastern provinces; 2012 all the districts are included.

4.2 Evolution of Nonstandard Forms of
Employment in Sri
Lanka
Globalization of the economy and
economic liberalization are
shaping the labour market
dynamics. (ILO and WTO, 2009)
The opening of national
economies, the intensification of
financial and trade flows, and the
unprecedented advances in
information and communication
technologies have increased
competitiveness. This
competitiveness has resulted

labour market changes,
fragmentation and relocation of
production processes, through
outsourcing and subcontracting,
deregulation of the labour
markets, and the informalization
of economic activities. As a
consequence, non-standard forms
of employment have surfaced and
grown. According to ILO, evolution
of non-standard forms of
employment is an “interaction
between abuse of economic
power, economic liberalization,
global capital mobility, fierce
lobbying against protective labour
laws, and a whole range of state
policies guided by economic

thinking that believes in the
efficiency of free markets” (ILO,
2012).
Further, in this current era of
globalisation, export promotion is
an important policy for economic
growth in developing countries.
Governments in these countries
adopt various measures to
promote their exports. The
concept of Export Processing
Zones (EPZ) has gained
noticeable significance in recent
years. EPZs is an export-oriented
industrialization strategy in many
developing countries. Availability
of incentives, infrastructure and
9
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cheap labour are very important
to promote FDI. Further, flexible
or relaxed labor laws also spurred
a steady wave of investment into
EPZs (Aggarwal, 2005). On the
other hand, due to high
competition, employers faced
greater product demand
uncertainty, which in turn impacts
on their employment choices,
especially desire for a more
flexible labour force in response
to changing product market
conditions, seasonal demand etc
(Tucker, 2002).
With liberalization of the economy
in Sri Lanka in 1977, many private
sector entrepreneurs ventured in
various sectors of the economy.
This trend opened avenues for
employment in transport sector,
export and import sector and
other service sectors as well
such as security jobs,
outsourcing of manufacturing
sector etc. With the introduction
of the export oriented, market led
economic policy reforms,
investments (especially on
industrial and services sectors)
have increased, thus creating
new employment opportunities in
these sectors. As in the case of
many other economies, for Sri
Lanka heightened competition in
the world economy and surviving
in world markets is a key factor in
shaping the dynamics of jobs.
Employers look new ways to
avoid regulations to increase the
profitability of their business. Job
restructuring includes, reduction
of regular employees, distinction
between core and side jobs for
employees, wider use of nonregular employees and revision of
the salary systems (Nawaratne,
2013). Apart from permanent
employment, new forms of
informal employment arise as a
2
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reaction to tax and regulation
systems — temporary, casual,
seasonal, contractual and
agency-hired workers which are
widely practiced today.

durations have become more
prevalent in Sri Lanka. However,
the labour legislation practice
today, is mainly applicable for
permanent workers. Thus, there
may be gaps in the existing
legislation to protect the worker
rights of workers of non-standard
form of employment in terms of
providing decent work conditions - job security, equal employment
rights, access to benefits etc.
Given this backdrop, next section
will review some selected terms
and conditions of labour
legislation in Sri Lanka, providing
legal protection for these
temporary workers.

Further, liberalizing Sri Lankan
economy and globalising its
economy has meant that
hundreds of thousands of
predominantly young rural women
have migrated to EPZs and other
industrial locations in Sri Lanka
(mostly in textile and apparel
sectors). As in many developing
countries, EPZs in Sri Lanka are
designed to attract foreign
investment, create jobs and
generate much needed income.
All labour laws are applicable in
EPZs but, they enjoy indirect
benefits as labour laws are not
strictly implemented in the zones.
For instance, trade unions were
banned in the zones till recently.
This ban was removed by an
amendment to the Industrial
Disputes Act which became
operative in December 1999, but
formation of labour unions in the
zones is discouraged. Instead,
the units have joint management
labour consultative councils2
(Aggarwal, 2005). In this context,
EPZs have resulted creation of
new forms of employment
practices to reduce production
costs by hiring cheap and flexible
labour and to cater to the nature
of the demand where demand is
not constant over time,
employers respond to seasonal
variations of demand hire more
(less) workers when the demand
for their products is high (low);
demand for semi-skilled labour
etc.

The first labour legislation was
enacted in 1840s and since then
it has evolved over the years to
protect the employer-employee
relationship in a wide spectrum of
areas — termination of
employment of workmen, social
security, industrial safety, terms
and conditions of employment,
minimum wages etc. Also, Sri
Lanka is a respected member of
the ILO, where it has ratified all
eight ILO conventions on core
labor standards — right to
organise and collective
bargaining, freedom of
association and protection of the
right to organise, equal
remuneration, convention on
discrimination (employment and
occupation), worst forms of child
labour, convention on minimum
age, abolition of forced labour and
the convention on forced labour.

In this context, temporary
workers who are employed on
temporary contracts for various

Private sector employees and
semi government sector
employees come under the

4.3 Legal Protection
for Employees

Employees’ councils have representatives of both labour and management and in case of any dispute, efforts are made to resolve
them in consultation with the Department of Industrial Relations of the BOI.
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purview of labour legislation. The
state intervenes in industrial
relations by setting standards for
both employees and employers,
and these standards are
embodied in legislation.
Employment protection legislation
covers the conditions and
procedures for termination and
dismissal rights which increase
employment security and provide
protection to workers from
arbitrary dismissal by employers.
Some key statutes which have
been enforced to address
employer-employee relationships
include Industrial Disputes Act,
Shop and Office Employees’ Act,
Wages Boards Ordinance,
Workmen’s Compensation
Ordinance, Employees’ Provident
Fund Act, Employees Trust Fund
Act, Factories Ordinance etc.
Further, tripartite mechanisms for
social dialogue have been in
place for a long time and trade
unions, employers and the
government interact collectively
to resolve critical issues in
industrial relations (The
International Confederation of
Free Trade Unions, 2004).
Following literature, how workers
of these non-standard forms of
employment face the uncertainty,
in terms of — duration of
employment, multiple possible
employers or a disguised or
ambiguous employment
relationship, a lack of access to
social protection, low pay, and
substantial legal and practical
obstacles to joining a trade union
and bargaining collectively are
discussed, with respect to legal
framework of Sri Lanka in this
section. Further, literature

suggest, that non-standard
employment arise as a reaction to
countries’ tax and regulation
systems. Thus, labour regulation
in Sri Lanka in line with difficulty
of redundancy is also discussed.

4.3.1 Laws on
Temporary Contracts
Sri Lankan labour law allows
hiring fixed term contract workers
for tasks of permanent nature.
Also there is no maximum length
of fixed-term contracts, including
renewals (months) (World Bank,
2014).
The legislation for employees is
primarily built on letter of
appointment. Workers of nonstandard forms of employment
are entitled to receive
appointment letter given that
workers of non-standard forms
are bound to Shop and Office
Employees’ Act.3 The section 17
of the “Shop and Office
Employee’s (Regulation of
Employment and Remuneration)
Act” imposes an obligation on the
employer to issue a letter of
employment to employees
detailing the conditions of the
employment. The letter of
appointment should contain —
the nature of the employee and
designation and the nature of
appointment; the date on which
the appointment takes effect; the
grade to which the person is
appointed; basic remuneration
and the scale of remuneration;
number of holidays entitled to etc.
So in the absence of
documentation to establish
employee employer relationship
may dilute the worker rights that
are stipulated in labour legislation.

4.3.2 Laws on Welfare
of Employees
Employees’ Provident Fund
(EPF)
Employees’ Provident Fund (EPF)
is a retirement benefit which was
established to provide for the
payment of superannuation
benefits to persons employed in
the private and corporate sectors,
through a contributory mechanism
provident fund. According to
Employees’ Provident Fund (EPF)
Act4, regardless of the nature and
the category of the business, an
employer of even one employee
is required to register employees
with the Department of Labour for
the Government social security
scheme, EPF. Further, it provides
all employees should be enrolled
for EPF whether they are
permanent, temporary,
apprentice, casual or shift
workers. (EPF Department,
Central Bank of Sri Lanka, n.d).
Given these, employees in nonstandard forms of employment
are entitled to be enrolled for the
EPF social security scheme.
However, as the adherence to
labour laws, are not properly
monitored in the informal sector,
many workers in the informal
sector are not enrolled in EPF.

4.3.3 Trade Unions
Under the Trade Union Act (TUO
No. 14, 1935), the right to form
and join a trade union is a core
right of every citizen. Further,
trade unions facilitated trade
union organization in the EPZs by
an amendment to the Industrial
Disputes Act which came into
effect in December 1999. This

3

Shop and Office Employees’ (Regulation of Employment and Remuneration) Act No. 19 of 1954, applies to all employees within the
definition of a "shop" or "office".

4

Employees' Provident Fund (EPF) administered under Act No. 15 of 1958.
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amendment obliged mandatory
recognition of a union that had a
membership of 40 per cent of the
workforce.

4.3.4 Labour
Regulation
Sri Lanka leans in favour of the
protection and well-being of
employee even at the expense of
productivity. For example Sri
Lanka do not permit a "hire and
fire" policy that employers in
many foreign countries enjoy.
Furthermore, according to Doing
Business 2015 data5, Sri Lanka is
ranked as one of the top 5th
highest paying countries in
respect of retrenchment
compensation. Also according to
World Bank "Doing Business"
difficulty of redundancy indicator,
which looks at 9 areas of
redundancy, Sri Lanka can be
considered as a country with
restrictive labour (see Table 4).
However, literature suggest that
excessively restrictive legislation
could discourage formal job
creation, and fail to provide real
protection, as employers find
ways around the rules (Nayar, et
al., 2011).

rate of permanent employees
over the 2006-2013 period (see
Figure 1).
Most of the temporary and
casual workers are attached to
the private sector. Data reveals
that 90 per cent of temporary and
casual workers are attached to
private sector. Further, private
sector has expanded more for
temporary and casual jobs in the
recent past. Over the 2006-2013
period, private sector temporary
and casual workers have
increased by over 350,000 while
private sector permanent
employees have increased only
by 15,000 during the same period
(see Figure 1). It shows that more
than 95 per cent of the wage
employment created in the private
sector during 2006-2013 period
were non-standard forms of
employment. As discussed before
to face the competition in the
world economy and surviving in
world markets, in the recent past

private sector has created more
non-standard form of work while
minimizing the permanent
employment expansion. From
employers perspective reasons
behind the increasing prevalence
of precarious work include high
labour turnover, to cater for the
seasonal demand of companies,
cost of regular labour and also
nature of service.

4.4.1 Effects of Nonstandard Forms of
Employment on
Workers
As literature explores, nonstandard workers are in a form of
vulnerable employment with
insecure employer contracts,
ambiguous employment
contracts, inadequate
employment-based social
security coverage, low earnings
etc. In this section these facts
were verified for the non-standard

Figure 1
Wage Employees by Permanency Status of Employee

4.4 Non-standard
Employment Practices
in Sri Lanka6
Similar to other global economies,
Sri Lanka too has experienced an
increase in the incidence of nonstandard forms of employment in
recent years. Temporary and
casual workers have increased at
a faster pace than the increasing

Source: Authors calculations based on LFS 2006, 2013 data.

5

World Bank "Doing Business" measures the redundancy cost as the average value of severance payments applicable to a worker
with 1 year of tenure, a worker with 5 years and a worker with 10 years of tenure.

6

As explained under the workable definition, this study is focused on employees and therefore excludes employers, self-employed and
unpaid family workers.
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employment practices in Sri
Lanka.
Most of the temporary
employees are not given any
written contract. Although statue
imposes an obligation to issue a
letter of appointment to
employees, around 83 per cent of
temporary and casual employees
have not received written
contract. In the absence of
documentation to establish
employee-employer relationship
definitely hinder the worker rights
of employees such as
superannuation benefits,
compensation, industrial safety,
the safety and protection from
hazardous and exploitative work,
terms and conditions of
employment etc.
Further, temporary workers are
most likely to be attached in
unregistered companies. More
than half of the temporary/casual
workers (50 per cent) are attached
to private companies which are
not registered under Employees
Provident Fund (EPF) or Inland
Revenue Department (IRD) while
another 30 per cent of them were
not sure about the company
registration. However, as
explained under legal provisions
of Sri Lanka, an employer of even
one employee is legally bound to
register for pay contributions to
EPF fund. As a result of
employers escaping registration
for EPF, workers of these
unregistered companies are
hardly covered by any
employment benefitted social
security scheme.
Data reveals, majority of the
temporary/casual workers are
not benefitted under social
security schemes. As explained
before, EPF Act covers any
employee irrespective of whether
they are permanent, temporary,
14

casual or shift workers. However,
data reveals that out of the
temporary workers 86 per cent of
them were not covered by either
pension scheme or provident
fund. Therefore, it is not that the
laws do not cover such workers
but in most cases, some
employers evade the laws.
Substantial wage differences
exist among permanent and
temporary workers. (Figure 2).
Data reveals that average
monthly wage for permanent
worker was around Rs. 25,000;
whereas for temporary or casual
workers and also for workers who
do not have a permanent
employer, wages were more or
less same amounting Rs. 13,000
per month.

4.4.2 Wage Differences
between Workers in
Standard and Nonstandard Employment
Wage differences of permanent
vs non-standard forms of
employment were examined using
the Oaxaca-Blinder

decompositions method. The
difference in monthly wages
between standard vs nonstandard forms of employment
were 89 per cent favoring the
standard employment (see Table
5). The explained component of
the wage difference is 32 per
cent. That is adjusting the
endowment levels of those in the
non-standard employment to that
of the standard employment,
increase wages of non-standard
employment by 32 per cent.
However more importantly, 43 per
cent of the wage differences are
due to unexplained reasons such
as unequal treatment of nonstandard workers; probationary
nature of employment etc. These
earning differentials may lead to
greater income insecurity for
these workers to keep up with
economic demands, family
obligations and also they have
little optimism for the future. They
are in an unstable position to take
long-term decisions and plan their
lives -- to get married, raise
children, or purchase homes
because of the uncertainty of
their jobs, and usually low wages.

Figure 2
Monthly Wage Distribution, 2013

Source: Authors calculations based on 2013 data.
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Table 5
Wage Difference: Standard Vs Non-standard Employment
Mean wage-permanent

24,886

Mean wage-temporary

13,349

Wage difference

89%

Explained

32%

Unexplained

43%

Source: Authors calculations based on LFS 2013 micro data.
Notes:

Controlled variables: years of education, experience,
experience*2, formal trained, literate in English, male, head of
the household, age group, marital status, ethnicity,
occupation, district, sector.

4.5 Manpower
Workers

including the management
comprises of manpower workers.

Agency-hired employment is a
one form of temporary
employment which is widely
practiced today. Workers who are
not directly hired by the
organization they work for, but are
hired by third party agents or subcontractors are referred to as
agency-hired workers. Usually, it
is a disguised or ambiguous
employment relationship.

Some manpower employees work
continuously at a particular
factory while some are hired on a
daily basis. These daily hired
workers are transferred from
company to company, depending
on the vacancies available. This
is entirely handled by a manpower
agency. These sub-contractors
enter into agreements with
companies where they supply
labour to but do not reveal the
terms and conditions to the
manpower workers involved. It is
revealed that manpower workers
are not given a contract letter
either by company they work for
or manpower agency. It is a
precarious work arrangement
because it is often unclear as to
who is responsible and
accountable for workers’ rights
and benefits.

During the past 10-15 years
manpower agencies to recruit
employees has been a common
practice in the private sector for
filling low-skilled, temporary jobs.
In the past, agency workers were
hired to fill job vacancies with
high-turnover and unappealing
conditions such as janitors,
gardeners etc. Primarily these
agency hired workers were
recruited for unskilled labour
which does not require prior
training like packing, checking for
damaged goods, loading etc. But
now it has gradually moved into
managerial levels, where even
cashiers and office assistants are
agency-hired. Currently, these
manpower workers are involved in
core business activities of the
company. There are some
factories in which the entire staff,

“I didn’t have to sign a written
contract when I was recruited. I
had to do was submit an
application form before start work
as manpower worker”.
-- Female manpower worker,
Biyagama FTZ
The agency hired employees
receive their wages via the
manpower agency after their

commission is deducted. A salary
slip is not provided. Also, in some
instances manpower agency has
employed a supervisor to
administer manpower workers.
They maintain a register which
has to be signed by all the
manpower workers on arrival.
Companies prefer hiring
manpower workers as it is more
convenient for them. No recording
or administration costs are
required. They have no direct
obligations towards these workers
and evade their responsibilities.
On the other hand, these
temporary forms of employment
have become attractive to the
youth as it is more flexible in
terms of working hours. Most of
them come from rural areas. Also
there are less educated as well
as school dropouts who have
limited opportunities in finding
jobs. Therefore, in most of the
cases these manpower workers
are not really bothered about their
rights as they are helpless and
have no other means of earning
money.
The downside of manpower
employment is the lack of
protection and the exploitation of
labour. The manpower workers are
known to be treated differently to
those who are permanent
counterparts. These agency hired
workers do not receive equal
rights, even though these workers
handle similar workloads to their
permanent counterparts. On
average manpower worker gets
around Rs. 15,000 per month
even though they handle similar
workloads and work as their
permanent counterparts who get
almost doubled or even higher
salary.
“My starting salary was Rs.
12,000, after 4 years of work I
receive only Rs. 15,000. But
permanent counterparts of the
15
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same position are paid over Rs.
50,000".
-- manpower worker attached to
state bank
The permanent staff receives
incentive allowances for
achieving targets, while
manpower workers just receive a
basic amount irrespective of how
hard they work.
“Permanent staff members
receive other perks like bonuses,
office trips etc. As a manpower
worker, I only get food and tea,
which is eventually deducted from
my basic salary”.
-- Female manpower worker,
Biyagama FTZ
Agency hired workers are not
given any paid leave. They are
allowed to take leave at any
point, but will have to forego that
day's salary. Thus, most come to
work even if they are sick as they
cannot afford to stay at home.
Some private sector agency hired
workers work long hours to earn
more. Some work in shifts which
can last up to 16 hours a day. As
explained by a free trade zone
agency hired worker.
“I have been paid monthly with a
daily wage of Rs. 600 per shift.
My normal shift lasts 8 hours per
day. But I have the option of
working another full shift (8 hours)
and obtaining Rs. 1200, but this
would mean that I have to work
16 hours at a stretch”.
-- Female manpower worker,
Biyagama FTZ
These agency hired workers are
in a vulnerable situation even to
receive private sector social
security benefits EPF, which is
entitled for all the workers even

7

16

temporary workers. It was
revealed that although deductions
are made in aid of insurance,
EPF and ETF there is no
transparency and most workers
are unaware of whether they are
even registered for EPF. Further,
according to the labour law the
workers have a right to ask for
permanency after 6 months of
work, however, most are
transferred before they get the
chance to ask for their rights.
Similarly they avoid paying
gratuity to employees who have
served for more than 5 years.
Public sector contractual workers
Recruiting manpower workers is
not happening only in the private
sector; in recent times many
government service
establishments also use
manpower workers. Manpower
agencies supply labour to Sri
Lanka Telecom (SLT), state
banks, Ceylon Electricity Board
(CEB), water board and Central
Bank etc. Most of them are
recruited as office assistants and
janitors etc.
Around 17 per cent and 23 per
cent of the employees in two of
the state banks are supposedly
hired via manpower agencies
(Collective for Economic
Democratisation in Sri Lanka,
2015). Further, around 27.2 per
cent of workers at Sri Lanka
Telecom comprises of agency
hired workers. They are insourced
through their subsidiary companySri Lanka Telecom- Human
Capital Solution Pvt. Ltd. (SLTHCS). A subsidiary company of
the Ceylon Electricity Board
(CEB) called 'Energy Lanka'
outsources manpower workers to
the CEB (Collective for Economic

Shop and Office Employees (Regulation of Employment and Remuneration) Act, 1954.

Democratisation in Sri Lanka,
2015).
In some public sector enterprises,
once the contract of the
manpower agency that recruited
manpower workers had expired,
the institute had transferred the
manpower workers to a new
agency even without these
workers knowledge. These
workers had only found out about
it once their salary slip was
released. Further, it is revealed
that, to avoid the need to pay
gratuity or the chance to be made
permanent, these manpower
workers are transferred to a
different agency before the
completion of 5 years of service.
Further, theses agency hired
workers have to work more than
their permanent counterparts.
Although, public sector normal
working hours is 8 hours these
workers have to work 9 hours per
day. In public sector, agency
hired workers are permitted only 7
days paid leave for the year i.e.
half a day per month. These
workers are not permitted for 14
days annual leave, where an
employee is entitled to under
labour law.7

4.5.1 Social Issue
These workers and their families
are in an unstable and insecure
situation to take long-term
decisions and plan their lives due
to uncertainty of their jobs, no
social security benefits and
usually low wages.
“I’m refrained from getting married
as I could not afford it”
-- agency hired employee in a
state bank
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Agency hired workers are scared
to voice their opinions as it would
jeopardize their employment. Any
protest can lead to them being
transferred or losing the
opportunity to work in that
company. The main issue behind
the poor job security is ambiguous
relationship of their employment.
They have no distinct employer.
Hence taking action against the
employers is very difficult as it is
unclear as to who takes full
responsibility for the employees.
This uncertainty and lack of trust
has resulted in depression,
creating jealousy and hate in the
minds of manpower workers.
Manpower workers do not have
any upward mobility and are stuck
in the same position for many
years. There is no incentive to
train and work hard. The
discrimination and low
compensation has created many
social issues. Some are addicted
to drugs and alcohol, resulting in
destruction of families and
marriages. Some gamble in their
free time while others take
massive loans ending up in huge
debt.
As discussed before, manpower
workers are lower paid when
compared to their permanent
counterparts who handle similar
workloads and work. Thus, these
manpower workers face many
social issues.
“I cannot afford to go for a family
wedding. I haven’t bought clothes
in more than a year. I can't build a
house or even do simple things
like reloading their phones without
taking a loan. We are cornered by
the society”.
-- agency hired employee in a
state bank
Further he expressed, “The social
pressures associated with these

jobs have caused manpower
workers to look elsewhere for
money. Many join casinos in the
hope that they would get lucky.
Others give up and turn to alcohol
and drugs for happiness”.
Not only for these employees,
such temporary kind of
employment, has negative
impacts on the company that
hires them. This form of
employment hinders sustainable
development and progression. It
affects the long-term growth and
will result in a productivity loss.
“These employees do not have
any responsibility towards the
employer, resulting in low quality
production. Thus, existence and
the overwhelming representation
of manpower workers in a
company can lead to long-term
impacts in productivity, efficiency
and economic growth. Further
these temporary workers affects
the permanent staff as they lose
their bargaining power and dilute
their rights”.
-- union representative

4.5.2 Manpower
Worker’s Voices
Against “Precarious
Work”
There have been many
campaigns and strikes
addressing the plight of
precarious workers in Sri Lanka.
An organization known as the
'National Centre to Permanent
Manpower Workers' held a protest
on the 25th of June, 2014 in
Colombo demanding 28 Central
Bank workers employed on
contract basis to be made
permanent as promised by the
government. (Daily Mirror, 2015)
Manpower workers who
participated in this agitation were
sacked unfairly by the Central

Bank. After continuous struggles
and discussions with the head of
the Central Bank, they agreed to
re-recruit these workers (Union
Lanka, 2015).
A massive campaign was
organized on the 17th of
December 2014 by manpower
workers at SLT, CEB and the
National Water and Drainage
Board. They campaigned outside
their head offices demanding for
permanency in employment. The
contract workers at the CEB
wanted the government to keep
their promise of making them
permanent effective from 1st
December 2014. (The Sunday
Times, 2015)
In February 2015 the All Ceylon
Bank Employees’ Union (ACBEU)
urged the government to absorb
2,000 manpower bank employees
into the permanent cadre. These
workers had been in temporary
employment for periods of time
ranging from 6 months to 15
years. The union warned the
government that employees from
state banks, the CEB, the Water
Board and SLT were preparing to
stage demonstrations outside the
Finance Ministry if they fail to
meet their demands (Ceylon
Today, 2015).

4.5.3 Union’s Actions
Against Precarious
Work
The expansion of precarious work
can have negative implications on
labour rights, the conventional
role of trade unions and collective
bargaining powers. In response to
this, global framework
agreements have been signed by
global unions and manpower
agencies. They principally agree
that workers on temporary
contracts should only handle jobs
17
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of temporary nature. However,
many unions are not challenging
the employers due to lack of
capacity and the lack of
willingness on the part of the
employee. Another reason is the
overpowering strength of these
manpower agencies. They are
known to have strong political
support.
The Free Trade Zones & General
Services Employees Union (FTZ
& GSEU) has proposed a
tripartite amendment to the
Wages Board Ordinance to
ensure that temporary workers
are employed only in temporary
work. The proposal was accepted
by the Ministry and the
employers. The Labour Ministry
sent the proposal to the Cabinet
and a subcommittee was
appointed. However, it was not
passed as some considered it a
hindrance to foreign investment.8

4.6 Policies and
Measures Taken to
Solve the Problem
4.6.1 National Labour
Advisory Council
The National Labour Advisory
Council (NLAC) is a tripartite
consultative mechanism
established to promote
cooperation between the
government, the organization of
workers and the employers at a
national level on matters relating
to social and labour policy. The

8
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Minister of Labour chairs the
council. Members include
employers, workers’
representatives and government
officials selected by the Minister.
Trade unions had raised this
precarious workers issue before
the NLAC. The NLAC is aware
that manpower workers are
exploited and that some are not
given their statutory rights --EPF/
ETF and decent working
conditions.
There was a recent proposal to
ban contract work (including the
outsourcing of core-business
activities). Lengthy discussions
were carried out at the NLAC
regarding this matter. The NLAC
submitted the proposal to the
Cabinet and a subcommittee was
appointed. However, it was not
passed as some considered it a
hindrance to foreign investment.
Also, there are difficulties in
monitoring manpower agencies
and their activities. The Minister
of the previous government had
wanted to register these agencies
with the Commissioner General of
Labour in order to monitor them
and have guidelines as to how
they should operate. However,
there was union opposition to this
proposition. Some trade unions
believe they are not in a position
to discuss the issue of manpower
agencies until the contract labour
matter is finalized.
The NLAC understands the need
for multiple strategies to combat
the growth of precarious work.
They want to promote social

security and permanent
employment. Increasing private
sector wages will make
permanent jobs more attractive.
They want to create awareness
amongst the society, educating
people of the future social
security risks. Increased
legislation alone will not work as it
will make it difficult to attract
private investment. Regulation
may be challenging but they want
to bring in protective measures to
safeguard the rights and benefits
of the people and mitigate the
expansion of precarious work.

4.6.2 Promises Made
by the Government
The lack of government
intervention has led to the growth
of precarious employment in Sri
Lanka. The mini-budget proposal
presented by the government in
January 2015 proposed to make
workers permanent who have
been employed on contract basis
for more than 7 years in the
public sector. The workers were
unhappy as it ignores the
proposal by the previous
government to make permanent
the contractual workers who have
worked more than 180 days and
also to restrict the role of
manpower agencies. This resulted
in a collective protest by several
government affiliated institutions
including the CEB, Water Board,
Telecom and Port Authority. (The
Sunday Times, 2015).

Mr. Anton Marcus - Joint Secretary, Free Trade Zones & General Services Employees Union (FTZ & GSEU) and Executive Committee
Member, IndustriALL Global Union.
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5. Results
5.1 Determinants of
Non-standard
Employment
Participation
According to the descriptive
analysis provided in the last
section, recent evolution of nonstandard employment and its
characteristics were observed.
The goal of this section is to
single out the independent effect
of the factors which determine the
engage in the non-standard form
of employment.
The outcome variable work status
takes the form 1 = permanent
employment, 2 = temporary
employment, 3 = employer/selfemployed/unpaid. The predictors
are demographic information,
location, education and skills
indicators to represent household
information. Permanent
employment is considered as
base level of the multinomial
model (see Table 6).
Data reveals that a person with
education level below A-levels
increases the relative probability
of work in temporary work rather
than work in permanent
employment. Especially, a person
with education level below
primary level is associated with
much large increase in the
relative probability of work in
temporary employment rather
than work in permanent
employment. On the other hand,
when compared to work in
permanent employment, lower
levels of education increase
chance of being work as selfemployed or unpaid family worker.
Further, people who are literate in
English are less likely to be

engaged in temporary
employment when compared to
employees of permanent
employment. Also, it is worth to
note that formally trained people
are more likely to be in permanent
employment, rather than work in
temporary employment or selfemployed.
Newly labour market entrants age
below 30 years and also elders
(age 50 and above) are more
likely to be in engaged in
temporary employment rather
than employed in permanent
employment. In summary, age
below 30 years group is
associated with an increase in the
relative probability of temporary
employment over permanent
employment.
When considering the region
level, Central, Southern and
North-Western regions people are
more likely to be engaged in the
temporary employment rather
than work in permanent
employment. It could be due to
lack of job opportunities outside
the Western province.

5.2 Marginal Effects
of Work in Temporary
Employment
To determine the effects of
predictor variables in the
probability scale, marginal
effects were constructed. The
figures 3 a-c marginal plots
represent the marginal effect for
being in permanent vs temporary
employment, at different levels
of education, age groups as well
as by region.

The results show that, a person
with lower levels of education is
more likely to be engaged in
temporary employment. For
example, the probability of
working in temporary employment
is on average about 25
percentage points higher for a
person with educated below
primary level than for a person
whose education level A/L or
higher, whereas the other
variables keep constant.
Youth are more likely to be
engaged in temporary
employment. Person in age group
15-19 or a person in the age group
20-29 is more likely to be
engaged in temporary
employment when compared to a
person of age 30-39 age group.
The reasons behind the above
trends in labour participation
could be mainly due to the
transition from school to the world
of work is not smooth and
existing skill gaps of school
leavers. According to statistics,
each year about 120,000 and
100,000 students leave the
school system without
succeeding at the O-Level and
A-Level examinations,
respectively (DCS, 2014). Further,
World Bank's Skills toward
Employment and Productivity
(STEP) survey 2012, reveals that
there are substantial mismatches
between skills supply and
demand in Sri Lanka (Dundar,
2014). These skill gaps can lead
to slow growth in investment and
job creation in the country.
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Table 6
Determinants of Choosing an Employment
Temporary

Employer/Self
Employed/Unpaid

Male

0.44

Head of household

0.02

***

-0.03
0.10

*

Age group (age 30-39)
age 15-19

0.58

***

0.06

age 20-29

0.37

***

-0.16

**

age 40-49

-0.20

***

0.10

**

0.65

***

**

age 50 & above

0.09

Marital status (married)
Single

0.44

***

-0.14

Divorced/Separated/Widower

0.64

***

0.10

0.38

***

-0.16

*

-0.83

***

0.66

***
***

Ethnicity (Sinhalese)
Sri Lankan Tamil
Indian Tamil

0.14

Sri Lankan Moor

0.77

***

Number of adults 60 & above

0.04

0.17

Number of children below 15 years

-0.01

-0.02

Education level (GCE (A/L) & above)
Primary incomplete

2.82

***

2.14

***

Below secondary

1.87

***

1.71

***

G.C.E (O/L)

0.74

***

0.95

***

Literate in English

-0.77

***

-0.55

***

Formally trained

-0.45

***

-0.29

***

Economic sector (urban)
Rural

0.01

-0.03

Estate

-1.39

***

-2.09

***

Central

0.51

***

0.77

***

Southern

0.53

***

0.66

***

Province (Western)

N

Northern

0.08

0.73

***

Eastern

0.02

0.36

***

North-western

0.50

***

0.77

***

North-central

0.38

***

1.40

***

Uva

-0.11

1.01

***

Sabaragamuva

0.10

0.471

***

Community unemployment rate

0.00

-0.01

***

29,556

Source: Authors calculations based on LFS 2013 micro data.
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Figure 3a
Marginal Plot Shows Predicted Probabilities by Level of Education for Being in Permanent
Employment Vs Temporary Employment

Figure 3b
Marginal Plot Shows Predicted Probabilities by Age Group for Being in Permanent Employment
Vs Temporary Employment
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Figure 3c
Marginal Plot Shows Predicted Probabilities by Provinces for Being in Permanent Employment Vs
Temporary Employment

Source: Authors calculations based on LFS 2013 micro data.
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6. Policy Recommendations
As in the case of many other
global economies, the broad trend
towards growing casualization
and externalization of work has
become more prevalent in Sri
Lanka. Study findings revealed,
that non-standard forms of
employment affect workers in
terms of unstable employment,
lower wages, lack of social
security coverage, etc. For
instance, around 85 per cent of
the temporary workers are not
covered under employment based
social security schemes. Around
83 per cent of temporary and
casual employees have not
received a written contract.
Further, there are huge
unexplainable wage differences
between permanent and
temporary workers. Given the
nature of their employment, such
workers also find it more difficult
to plan their lives in the long-term.
Therefore, measures needs to be
taken to offer similar terms and
conditions of regular workers
which are stipulated under the
labour legislation, to temporary
workers. As temporary workers
especially manpower workers are
not protected by law, it is
important to have regulatory
mechanisms to protect their
rights, including equality of
employment conditions, social
protection, etc. Therefore, as a
first step, issuance of letters of
employment to all temporary,
hired employees should be made
compulsory for companies that
use such hired labour. Once a
contract is awarded, the tenderer
is required to provide a list of
employees delivering services,
working hours, leave entitlement
etc. Also, it should be necessary
to provide a pay slip with details

of wages, social security, taxes,
allowances and deductions etc.
Awareness campaigns on worker
rights of the agency-hired workers
will be helpful to protect the rights
of such workers.
Further, study findings revealed
that there are two main reasons
for increasing trends of nonstandard forms of employment in
Sri Lanka. Labour supply side
issues such as less educated,
unskilled workers and new labour
market entrants were more likely
to be engaged in non-standard
forms of employment. Also, as in
many other countries Sri Lanka
experiences exploiting labour
through recruitment of temporary
workers to fill permanent job
needs while denying them
permanent employee rights. For
instance, data reveals that 95 per
cent of the wage employment
created in the private sector
during the 2006-2013 period, were
temporary and casual jobs which
created demand.
Therefore, measures need to be
taken aiming at restricting the
expansion of precarious work
giving ways for more and better
job creation, while improving the
working conditions of precarious
workers. One option is to prevent
further increases in precarious
work, through addressing labour
supply side gaps and giving ways
for more and better jobs. Existing
skill gaps of school leavers
negatively affect employer's
selection criteria for permanent
job opportunities. Therefore, a
proper training system should be
initiated for students after sitting
for O-Levels to address the skill
gaps. Training programme should
be more work-oriented technical

training programmes in different
fields - such as hotel,
construction, textile and garment
sectors, etc. Further,
mechanisms to support workers
and create opportunities for
temporary employees to transition
to the permanent workforce are
also suggested.
Second option towards
transforming precarious work to
decent work is to regulate
precarious work while
safeguarding precarious worker
rights. Under this, limiting the
number of temporary workers,
offering legal protection for
agency-hired workers, regulating
manpower agencies, and
providing social protection for
such workers are recommended.
Therefore, the use of temporary
workers and agency workers
must be limited to legitimate
needs - for example, to meet the
seasonal demand of businesses,
to provide supplementary
services such as security, and
janitorial services, etc. Also need
to make limitations for contact
period of seasonal workers
maximum to 6 months period.
Through such measures,
companies can be discouraged
from increasing temporary or
agency workers above a
reasonable threshold.
There is also a critical need to
regulate all manpower agencies.
As a first step, all the manpower
agencies should be registered
under the Department of Labour.
Further, legitimate measures
should be taken to ensure that
workers in triangular relationships
can participate in meaningful
collective bargaining. Therefore,
working with trade unions to
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promote the above-mentioned
standards is recommended. Also,
government enterprises should
stop recruiting agency hired
workers for their core activities.
Therefore, as a first step
government should play an
exemplary role by making
permanent all the temporary
workers of state enterprises who
have been involved in the core
business and worked more than
180 days.
On the other hand increased
legislation alone will not work as it
will make it difficult to attract
private investment. Therefore,
multiple strategies are needed to
combat the growth of precarious
work. It is required to implement
policies to promote decent work,
and using tools that prevent
further increases in precarious
work. Employers can be held
accountable for creating good
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jobs through public procurements
and labour inspections (Euan,
2009). For example, Canada has
introduced measures to
discourage firms from hiring
temporary agency workers, and
established public or private
sector 'benefit banks' for irregular
workers otherwise denied access
to benefits as policy measures.
Government could also facilitate
permanent employment in the
private sector with introducing
strategic protective measures to
safeguard the rights and benefits
of the workers, such as
unemployment insurance,
universal pension scheme etc.
Moreover, with the existing social
security system, Sri Lanka faces
a pressing challenge on how to
meet the social security needs of
a large and growing informal
sector within the current systemic
capacity. In order to extend

coverage to those not currently
eligible for any existing scheme,
the introduction of a universal
scheme could be entertained.
Concurrently, the government can
take necessary steps to facilitate
private pension plans for those
who are able to contribute
towards their pension.
It is difficult to completely
eliminate this type of labour as it
has been integrated into the
labour market. The main focus
has to be on improving work
conditions, equally paid, providing
sustainability and introducing a
legal and social protection
framework. This can be achieved
either by creating awareness,
legislation or collective
agreements. The final objective of
all these efforts is to provide a
safe and decent working
environment for the future
generation.
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