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1. ECONOMIC. SOCIAL AND INDUSTRIAL CONTEXT 

Gegeral 

1. From UNIDO's point of view the crucial aspect of Sri Lanka's immediate economic and 
social future is the reliance which must be placed on industrial development not only to increase 
average incomes but even more importantly to absorb at least some of the large numbers of young 
people expected to enter the labour force during the next decade. The labour force is expected to 
grow by no less than 40% between 1991and2000, and starting from a position at which about one 
million persons out of a total labour force of about seven mi!lion are unemployed some 210,000 
jobs would need lo be created each year during the decade in order to redace unemployment to 
an acceptable level or 5%. This should be compared with a labour absorption rate of 75,000 a year 
between 1978 and 1988. There is inadequate scope for expansion in non-industrial sectors. and 
labour productivity in the very large agricultural sector is already low. A recent forecast predicts 
that an annual growth rate of 9% in manufacturing industry, as a component of an overall growth 
rate of 6%, would contribute to a reduction of unemployment to 6.8% by the year 20001. 

2. The 1990 population of Sri Lanka is estimated at about 17 milliou, and the ~pulation 
growth rate is fairly low at about 1.3%. Density is 2658 persons per 1000 hectares. The most 
recent census was taken in 1981. In the present conditions of armed insurgency in the Northern 
and Eastern provinces it is not possible to establish all-island figures on population or any other 
subjects. Violent unrest in the south in the late 1980s further weakened the statistical base. as well 
as causing severe economic disruption. which is now being overcome. Literacy in the two main 
languages of Sri Lanka is at the very high rate of about 87%, with a lower figure, 82%, for 
women, illiteracy being concentrated in the older age groups in both sexes. The population with 
some knowledge of English is estimated al about 10%. This is significant to the extent that 
industrial employers tend to require employees at technician or clerical levels and above to have 
a working knowledge of English. 

3. Around 8% of the school age population never attend school. just over 70% complete 
primary education. 5090 complete 8 years of schooling and 25% twelve years of schooling. Only 
2% of the relevant age group are in the nine universities. and over two-thirds who obtain the 
formal academic entry qualification cannot find places. On the other hand it must be noted that 
over 35% of the unemployed have bad an education at least up to GCE Ordinary Level. 

4. Other social indicators such as life expectancy contribute to a relatively high Human 
Development Index for Sri Lanka (0.665). but thiy are combined with a low figure of USS 420 
for GNP per head3. This conceals wide variations of income and :t is estimated that about a 
quarter of the population live in great poverty. There a pockets of malnutrition and poor 
educational, health an.t other services in a number of areas. It is some compensation that urban 
drift has been slow and the largest city. Colombo. has a population of only 700,000; some 75% of 
the population are estimated to live in rural areas. The Labour Force Survey mentioned below, 
which does not cover the Northern and Eastern provinces. gives a population of 11,623,000 in 
the other seven provinces, of whom 82% in the rural sector. 

S. Un.ettled conditions brought the economic growth rate down to a low point of 1.5% in 
1987, but by 1990 it bad shown a sharp recovery: GDP increased by 6.2% in that year, and GNP 
by 6.6%. (Remittances by Sri Laokans working in other countries are an important component of 
GNP.) 

! Cited in Srj yny Nttjonal Repor1 10 YNCED, Minis!ry of E.nvironmcat aad Par!iamen1ary Alfair1, Sri Laau, 
September 1991, p. 106. 

2 Comp1r11ive dcnaily fi1ure1: Au11r1!ia ll, M1t1y1ia 521, Nepal 1399, U.K. 2357, India 2870, Japan 3280, Netherlands 
4349, Banpdc1h 1632. (UNDP Human Dcvelopmer.1 Repor! 1991). 

3 • Aliawcck", 12 Ju11e 1992, pull the currcn! fi&ure fl S510. 
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Iqdustry 

6. Industrial production registered real growth of 19.69'0 in the three-year period from 1987 
to 1990 (despite the unrest) and contributed 17% to GDP in 1990. Sectoral distribution was as 
follows: 

Table 1; l•dlstrial prodlctioa by mtor 19904 22 

Textiles. apparel and leather 32.2 
Food, beverages and tobacco 25.3 
Chemical, petroleum, rubber, plastic 24.S 
Non-metallic mineral products 8.7 
Fabricated metal, machinrry and 
transport equipment 4.8 
Paper and paper products 2.2 
Basic metal products 1.2 
Wood and wood products 0.8 
N.E.S. 0.3 

The high figure in the figure in the textiles etc category is largely accounted for by garment 
maouf acture, which itself largely takes place in export processing zones or in bonded factories 
elsewhere. This is illustrated in the following table of principal industrial exports, which account 
for 52% of the country's total exports. 

Table 2; ladastrial Hports b1 KCtor 1990 22 

Garments 58.5 
Other textiles and wearing apparel 2.1 
Leather, rubber, paper, wood and ceramics 9.3 
Diamonds 8.9 
Machinery, mech. & electrical appliances 5.7 
Food, beverages and tobacco 3.1 
Chemical products 2.5 
Jewellery 0.3 
Petroleum Products 9.6 

7. It should be noted that garment exports entail a high import cost for raw materials. In 1990 
the value of garment exports was 25 billion rupees, and of textile fabric imports 14 billion. The 
net foreign exchange earned by the leather, rubber, paper, wood and ceramics sector, which 
makes use of local raw materials, is much higher than that of the garment sector. The very low 
contribution of jewellery to exports indicates clearly that insufficient value is added to Sri Lanita's 
plentiful endowment of precious and semi-precious stones.5 ~imilarly, so the mission 
understands, 95% of Sri Lanita's rubber exports are in the form of raw latex, which wm be an 
input to manufacture in other countries. 

8. Sri Lankan industry is mostly on a small or medium r.cale. There are very few truly large 
scale enterprises, which are in petroleum refining, cement and textiles6• 

4 Tbil table aad th: followin& table derived from Ille Central Raak report for 1990. 

5 Sri Lanka ha• • aoocS endowment al mineral reaourcu. Un1et pm• account for S" al export carninp. TllC National 
Report to UNCED (op.cit., p 41) remaru tbll • a noteworthy feature of tbe (mineral) 11CCtor ii tbll matt al tlle product11 
are co111inui111 to be csported with lilllc or no value addition. M-r. Ille traditional method• of minia& continue co be 
practilcd witllout innovation or tubnolo&ic•I improvement ... Upar•C:in&··· ii uputed to play a 1ipific1111 role in CCOllOlllic 
aro-111 and c:mploymcnt pneratioa." 
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lpdustrial pgljcv 

9. Since the change of government in 1977 the private sector has been encouraged by 
government policy, and public enterprises have gradually been privatized, or •peopleized• as the 
process is called in Sri Lanka. Some enterprises, and indeed other institutions such as training or 
research rentres, go through an intermediate stage of •commercialization•, which in effect means 
that they have to earn their own living, or at least a target proportion of it, from sales of goods 
or services. 

10. In 1989, after the presidential election and the end of unrest in the south, a new 
industrialization strategy was launched. The objectives of the strategy7 are: 

a. to transform the primarily domestic market oriented industry to an export oriented one; 

b. to provide greater employment and income opportunity; 

c. to diversify the economy and strengthen the taluce of payments; 

d. to ensure a more equitable distribution of income and wealth. 

11. Government action comprises: 

a. adoption of prudent macro-economic policies to stabilize the economy, contain 
inflation and promote productive economic activity; 

b. granting special incentives for investment and exports; 

c. mobilizing greater savings, domestic and foreign; 

d. encouraging foreign investment; 

e. establishing neutrality between public and private sector ownership; and reforming 
public enterprises, by commercialization, peopleization and contracting out management; 

f. promoting export-or!ented industries by special incentives and by making existing 
industries internationally competitive; 

g. establishing linkages between big investors/industries and small producers; 

h. promoting more research aad training of human resources and raising productivity of 
labour; and 

i. removing administrative barriers by eliminating the need for clearances such as import 
licences, permits etc. Approval policies and incentives -,,m work on an automatic basis as 
far as possible. 

12. The strategy is being implemented and is generally welcomed by private sector industry, 
although certain sectors are suffering from the reduction of import tariff~ and are complaining 
accordingly. There has apparently been some resi~taoce amongat public officials and employees 
of formerly publicly owned industrial enterprises. The measures, together with other adjustment 
measures, have been supported by the IMF and the World Bank. 

7 Prom •A Slfl!HJ Coe lndu11rj1Uy1jog jn Srj ynllt", !'P 2 A 3. Uadllcd pbolocopy of 1 printed paper &i•ea 10 lbc 
mi11ioa II lbc Miniatry of Polir.y Pl1nnin1 and la1plcmea111ion. 
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13. As a general rule 10% of the shares in privatized companies arc allocated free of charge 
to employees. The mission bas noted one or two indications that the shares issued to the general 
public arc bought by instirutions, other companies, or wealthy individuals, perhaps as nominees 
for foreign investors. Shares are traded through the Colombo s,ock exchange. 

14. It has to be noted that the new industrialization strategy docs not refer to the participation 
of women although the thrust is on export-oriented and subcontracting industries in which the 
majority of workers arc women. 

Labour force 

15. The number of persons in the labour force in the first quarter of 1990 was just under 7 
million, representing 53.3% of the household population aged 10 or over. (This is the labour force 
participation rate.) Just over 1 million, or 14.4%, were unemployed. 

16. Since early 1990 it has not been possible to carry out the quarterly Labour Force Survey 
in the Northern and Eastern provinces. (See para 2 above.) The most recent labour force figures, 
for the fourth qHrter of 1990, thus cover seven of the nine provinces. The labour force in these 
provinces numbered just under 6 millfon, with a participation rate of 50.7% and unemployment 
at 16.3%. The figures in the following paragraphs arc also taken from this seven -province survey. 

17. Of the number in employment, just under 5 million, 700,000 (14%) were in manufacturing 
industry. A further 4% were in construction, and 3.7% in transport, storage and communication. 

18. The number of persons in manufacturing by major occupational group was as follows: 

Table 3: Employment ia maaufactariH 

Senior officials and managers 
Professionals 
Technicians and associate professionals 
Clerks 
Sales and service workers 
Skilled agric. and fishery workers 
Craft and related workers 
Plant and machine operators 
and asscm biers 

Elementary occupations 
Unidentified 
TOTAL 

4,295 
6,727 

23,008 
38,254 

9,354 
5,689 

359,252 

92,446 
154,842 

4,714 
698,580 

0.61 
0.96 
3.29 
5.48 
1.34 
0.81 

51.43 

13.23 
22.17 
0.67 

19. Employment status in the non-agricultural sectors was as follows: 

Table 1 
Employee 
Employer 
Own-account worker 
Unpaid family worker 

74.1% 
2.0% 

20.8% 
3.1% 

The last two categories, representing a quarter of non· agricultural employment, represents at least 
part of the "informal sector•, and will present all the usual problems concerning acquisition of 
technology, training, working conditions, inspection, product quality and so on. The figures are 
not broken down further into non-agricultural secton (which of course include many non· 
industrial occupations). 
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20. The educational attainment or employed persons is reported as follows: 

Table 5 
No schooling 
Grades 0 - 4 
Grades 5 - 9 
GCE 0-level 
GCE A- level and above 

7.39% 
24.21% 
45.32% 
15.92% 
7.17"' 

21. It is interesting to compare lhe educational attainment or unemployed persons: 

Table 6 
No schooling 
Grades 0 - 4 
Grades 5 - 9 
GCE 0-level 
GCE A- level and above 

1.70% 
6.94% 

54.48% 
23.00% 
13.89% 

The relative concentration or unemployment amongst the better educated indicates that education 
by no means enhances emplo1ment opportunities, but it is also probable that the better educated 
have more exact and demanding expectations and arc more likely to reject employment which 
does not meet these expectations. 

22. Unemployment is concentrated amongst the young: 81% or them are in the age group 15 
to 29. Out or these 15% are educated to GCE A-level or above (123,232 persons) and thus 
represent a very substantial resource, which may also be interpreted as a challenge, opportunity 
or social danger. It may be added that 92, 702, or 75%, are women. It is in this context that the 
government is la1•nching a scheme for three-year on·th~-job training placements of 6,000 
university graduates. 

23. There is also said to be substantial underemployment in various sectors, not least by means 
or informal wort-sharing in rural areas. It is beyond the scope of this report to go into this 
question in detail. The whole question of the definition of unemployment and underemployment 
aod the reasons for thes.e phenomena is subject to continuous argument1. 

24. Skill mismatch. The mission has beard 5everal complaints of skill shortages, but at the same 
time it i& reported that the craftsmen who emerge from the Apprentice Training Institute after 
three very thorough years' training are not in great demand. It is not that they are trained for the 
wrong industry or craft, but that employers prefer to take on low-wage, low-productivity workers 
with narrow and simple skills. The practice is reflected in the table of manufacturing employment 
by occupational group in Table 3, and the table of employment in GCEC enterprises in Table 7 
below. This is one example of what seems to be an uninformed, short-term attitude to human 
reaources and their development which is only gradually being superseded, although there may 
be perceived social benefits in the implied employment generation. Modernization, restructuring, 
or whatever it may be called, can lead to severe job losses; Sri Lanka Railways, for example, is 
in the process of reducing its work force from 27,000 to 15,000, and other unquantified shake­
outs have been beard about, e.g. at the Goveramerat Factory, a jobbing engineering concern 
founded in 1849 by the Public Works Department. (Skill mismatch should not be confused with 
the alleged mismatch between school and university education and the requirements of the labour 
mark~t.) 

25. Quality of manaaemcgt. The miuioa beard a number of adverse comments on the quality 
and qualifications of middle management, but senior management -was said not to suffer such 
deficiencies. It must however be a severe cballea~t to senior management to handle the 

a A p1rtieularly interealin1 diKu11ic>n of Ibis poii11 ii lO be found in EdM£fljon • £mploymcnl Ljnkllffj The Mtem 
J!mfill, l>y P.J. Al1ilim1, 1991, tAini&try of Potiry Plln11in1 ind lmplcmcn111inn, Sri Llnkl. (lnform1lly rcprodu£Cd.) 
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consequences of the major structural chc.nges taking place, not least the consequences for HRD. 

26. Mi&ration. Sri Lanka is said to suffer from a continuous •orain drain• but numbers and 
professions do not seem to be available. Australia has recently been a prominent destination, but 
entry has been restricted. As regards unskilled or less skilled persons the government actively 
encourages employment i1& the Middle East. This employment is usually on a contract basis and 
does not entail permanent emigration. Many thousands of young women takes !'OSts as domestic 
~crvants. Skilled workers and technicians are also in demand, and policy in regard to such people 
appears to be divided, or perhaps very subtle. On the one hand the loss of a technician, who will 
be hard to replace, can be severely damaging to an enterprise, especially a small one; but the 
government also, quite deliberately, trains unemployed people for potential overseas employment. 
It must be recalled that remittances are an important element in the balance of payments and the 
GNP. 

27. Greater Colombo Economic Commission. This Commission (GCEC) promotes and approns 
foreign investment in Export Processing Zones and in enterprises which enjoy similar tax, duty 
and other conditions elsewhere. It has been assisted by UNIDO in a succession of projects since 
its inception in 1978. Not all GCEC enterprises are industrial, although a good number are in 
garment-making, which provides the bulk of the semi-skilled employment - cutting and sewing. 
Employment figures for 1992 furnished to the mission by GCEC show a high proportion off emale 
employment, especially in the "semi-skilled" and "trainee" categories, as can be seen in the 
following table. (The question of women in industry is dealt with more fully below.) The GCEC 
informed the mission that foreign investors are increasingly looking for better educated and 
trained employees. It should be emphasized that the employees arc employed by individual 
enterprises, not by the GCEC itself, and the GCEC does not concern itself with the quality of 
employment or with conditions of work. 

Table 7; Empl01meat ia the GCEC Entcrpriss ( 1992> 

Occupational 
level Male Female Total %F 

Admin 617 216 833 25.9 

Technical 
- executive 594 131 725 18.1 

Technical 
- non-exec. 433 87 520 16.7 

Supervisory 
- technical 718 511 1229 41.6 

Supervisory 
- non-tech. 621 1,349 1,970 68.6 

Clerical&. 
allied 1,511 2,076 3,587 51.9 

Skilled 4,659 6,615 11,334 58.9 

Semi-skilled 3,369 33,209 36,578 90.8 

Unskilled 3,366 9,096 12,462 72.9 

Train~es 2,069 17,068 19,137 89.2 

Others 1,583 337 1,920 17.6 

TOTAL 19,540 70,755 90,295 78.4 ·-
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Womep in industry 

28. Labour force statistics indicate that women have made a crucial contribution to the 
expansion of export-oriented industrialization while being displaced from some traditional 
industries, following the liberalization of the economy in 1977. Around 80% of the labour force 
in factories within and outside the Export Processing Zones and in piece rate work subcontracted 
by industrial firms to home based workers are women. The percentage of women in the labour 
force in manufacturing industries increased from 23% at the 1981 Census to 44.5% in the 1985/86 
Labour Force Survey and acc<'rding to the annual sample survey of manufacturing industries to 
49% in 1990. These women have been concentrated in garment and textile industries, and to a 
lesser degree in food, tobacco and ceramic industries, and their participati::>n has been minimal 
in wood, paper, iron and steel based and fabricated metal industries which are likely to expand 
in the foreseeable future. 

29. The quality of the employment opportunities that have been available to women in 
industry has tended to reinforce gender inequalities in economic participation. Around 90% of 
women workers in the manufacturing sector, including the Export Processing Zones, are in iow 
skilled occupations. while only 2% are in professional, technical and managerial jobs. Both macro 
data and micro studies underscore the fact that there has been casualization of employment and 
increasing concentration of women in marginal economic activities in the informal sector in the 
1980s. 

30. Women workers in factories and in piece rate work in subcontracting industries are 
engaged chiefly in fragmented, labour intensive, low technology, semi-skilled labour for relatively 
poor remuneration. Although they are largely secondary school leavers, they have few 
opportunities for upgrading skills and for upward occupational mobility. They are not protecr:ed 
by labour legislation or by trade unions with regard to working conditions including occupational 
health hazards and job security. 

31. Women have, therefore, access to employment in industry, but their vulnerability has 
increased with rapid incorporation in the global economy. At the same time the overall 
unemployment rates of women have been at lea:st double that of men over the last two decades - -
11.4% and 9.3% male unemployment and 21.2% and 23% female un.=mployment in 1970 and 1990 
respective!y. 

32. The le13l framework. Labour legislation in Sri Lanka follows international practice and 
positive action has been taken in recent years to increase the provision of maternity leave to three 
months. However, such legislation has been enforced only in the public sector and in some large 
scale private industrial establishments. The majority of women workers in industry are outside 
the ambit of these laws. 
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2, THE WORKING ENVIRONMENT OF INDUSTRIAL ENTERPRISES 

Government 

33. The gover!lment of Sri Lanka comprises an unusually high number of ministries, some \)f 
which are divided into •state ministries· or subsidiary ministries. As an example the Ministry of 
lodustries, Science and Technology, in addition to its own departments, includes the Ministry of 
Mineral and Mineral Based Industries, the Ministry of Science and Technology, and the State 
Ministry of Industries. Similarly the Ministry of Tourism and Rural Industrial Development has 
one State Ministry for Tourism and another for Rural Industrial Development, and as it happens 
the Industrial Development Board comes under this ministry. 

34. A number of ministers hold more than one portfolio. For example the Prime Minister is 
also Minister of Finance and Minister of Labour and Vocational Training. The Minister of State 
for Policy Planning and Implementation is also Minister of Environment, within the Ministry of 
Environment and Parliamentary Affairs. (The Ministry of Policy Planning and Implementation 
is headed by the President of Sri Lanka himself.) Similarly the Minister of Justice is also Minister 
of Higher Education, within the Ministry of Education and Higher Education. 

35. U oder the Industrial Promotion Act of 1990, an Industrialization Commission, an Advisory 
Council of Industry and Regional Industry Service Committees have been created, although only 
the Commission has so far started work. These are the responsibility of the Ministry of Industries. 

36. The Ministry of Youth Affairs and Sports has responsibility for various aspects of 
industrial training. The Human Resources Development Council, the Coordinating Secretariat for 
Vocational and Technical Training, the Tertiary and Vocational Education Commission (TVEC) 
and the National Apprentice and Industrial Training Authority (NAIT A) all come under this 
ministry. It hardly needs to be added that there is a Minister of State for Sports; there is also a 
Minister of Human Resource Mobilization - but apparently no Minister of Youth Affairs. 

37. The Ministry of Labour and Vocational Training includes, or largely comprises, the 
Department of Labour and Vocational Training, and this in turn operates inter alia the Central 
Vocational Skills Development and National Trade Testing Institute, and the Foreman Training 
Institute. The Labour Force Survey is however the responsibility of the Census and Statistic'i 
Department. The Ministry of Policy Planning and Implementation (to which the World Bank/ILO­
supported Institute for Construction Training and Development (ICT AD) belongs) has a Human 
Resources Division in its National Planning Department, and this Di\'ision has created an 
Employment Poliq Unit. 

38. The government is also sl.Jwly implementing a policy of decentralization as part of the 
search for a political solution to the virtual civil war in the north and east. This seems to entail 
creation of provincial governments each with its equivalent to the central ministries - which are 
not likely to relinquish authority or to diminish in size with any speed or willingness. Sri Lanka 
comprises nine provinces. (The process is delayed by the demand of the secessionary Tamil parties 
for a unified government for the Northern and Eastern provinces, thus going some way towards 
the establishment of a separate Tamil state.) 

39. The mission bas not mastered the intricacies of this profusion of departments and 
m·ganizations, but it is important to realize the existence of the extraordinary labyrinth in which 
responsibility is diffused. More details of the system as it concerns human resource development 
in Chapter 3. As will be seen the effect is an admitted inability to formulate coherent policies for 
industrial manpower, or to implement the policies which arc formulated in the various centers of 
policy formation. There is also of course an equivalent diffusion of financial and human resources 
in the ministries and subsidiary organizations. 

40. Once an enterprise bas been privatized it bas little or no obligatory contact with the 
government apparatus (except, presumably, in regard to taxes and duties, and to labour and 
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environmental regulations in so far as these are enforced), and can carry on without interference 
or, for instance, the nece;;sity for permits. It can also expect little help from the government, and 
in the area of the mission's enquiries the most serious deficiency is probably the abse:1ce of 
adequate statistical information on supply and demand in the labour market. 

41. One consequence of privatization is that contact between enterprises and various institutes 
set up under ministerial control, with or witho11t UNIDO suppo!t, becomes entirely voluntary. 
This will apply to the Textile Training and Service Institute, the Ceramic P'!search and 
Development Center, the Foundry Development and Services Institute, and other institutions of 
a similar oature9• Such organizaiions will be obliged to ensure that the services thEy offer respond 
to real demand from enterprises to a much greater degree than before privatization. Even without 
full privatization the process of "com1Lercializat1on" of state-owned units imposes financial 
discipline which can be observed only by due attention to marlcet n'!eds. This change has clear 
implications for the organizational location of the kind of institution which UNIDO has 
successfully supported, and may continue to promote. 

Industry oreanizati~ 

42. The private sector is little, if at all, better than the government at organizing itself 
coherently. There are at least two Chambers of Commerce, one founded in 1821 (the Ceylon 
Chamber of Commerce) and the other since independence (the National Chamber of Commerce 
of Sri Lanka). In addition there is the Ceylon National Chamber of Industries. All these Chambers, 
and there may well be others, as well as the E-nployers' Federation of Ceylon ao~ the sectoral 
industry associations, are reputed to have seen their functions hitherto as limited to expressing 
views and exercising pressure on immediate issues, as well as providing routine commercial 
services; the government is keen that they should take on a broader and forward-looking 
representative role, and that they should try to present more or less unified positions in 
negotiation with the government. It is to this end that the Advisory Council on Industry, referred 
to above, has been set up. This Council will consist entirely of representatives of industry. Inter 
alia it is hoped that Cham hers and other industrial associations will contribute to human resource 
development policy, establish a productive relationship with the education service, and take part 
on a cooperative basis in HRD activities in<.!•tding training. Industry will naturally IJe reluctant 
to assume the associated costs; the question of financing of training is considered in detail in 
Chapter 3. 

Workers' ore;anizations 

43. The mission has heard surprisingly, and re&rettably, little about trade unions. It appears 
that they have some influence in the plantation and estate sector, but out in industry. Although 
U .N. system support for workers' organizations is primarily a matter for the ILO, they can 
contribute to total industrial success, not just to the short-term interests of their members. UNIDO 
might do well at least to keep itself informed concernicg their development. 

Advisory services available to industry 

44. The most notable organizations offering technical services are those created or 
strengthened with UNIDO support and mentioned in the course of this report. The construction 
industry is backed by JCT AD, supported by the Worlc Bank and ILO. The two management 
training institutions visited by the mission also offer consultancy services, but they are 
complemented by an array of consultancies which include such well known names as Coopers and 
Lybrand, Ernst and Young and PE Management Consultants. There are also a good nur.1ber of 
indigenous firms, and the Development Finance Corporation of Ceylon also offers consultancy 
services. 

D ICTAD, however, referred to 1bove, ii to be tr1nsformed by 1t1tute into a regul11ory 1uthori1y for the construction 
induarry. 
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45. There is however a shortage not only of qualified and experienced managers in certain 
areas (not least human resources development in industrial enterprises), but also of qualified and 
experienced consultants to fill the gap on a temporary basis and assist the development of 
autonomous functions within enterprises. The Institute of Personnel Management offers limited 
consultancy services, but has no consultant staff of its own. 

46. ··Acre are two state-owned banks and a number of others in the private sector; foreign 
banks are now permitted to operate, to open branches, and to offer commercial services. The 
missions has not gone into this matter in detail. The main point is that the financial environment 
appears to be open and competitive. Foreign exchange can be purchased freely although there are 
plenty of forms to be filled in. 

47. Foreign investors are encouraged by all sorts of incentives and privileges, and local 
enterprises (unless taking part in joint ventures) may well feel that the resulting competition is 
unfair. It will necessarily stimulate them, if they are to survive, into modernization of technology 
and working practices - with all the HRD that the changes will entail. 

Suppliers and customers 

48. Industrial enterprises negotiate freely with domestic and foreign suppliers and customers. 
They do not have to work through state supply or marketing boards. 
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3. INDUSTRIAL MANPOWER DEVELOPMENT 

Introcluction • The overall system 

49. There are many studies relating to manpower development, most of which start by noting 
the pre· independence neglect of skills development, technical education and management training. 
However, it should be noted that Sri Lanka has been independent for over forty years and that 
the bulk of its labour force has grown up within an educational system which has been 
substantially modified and even enhanced from its pre-independence format. The overall 
structure of the educational system which serves the labour market is summarized in Figure 1. 
This illustrates one of the most important features of the Sri Lankan system, namely the wide 
range of pre-employment training opportunities which exist at all levels. Even school dropouts 
are not debarred from entering the basic skills training programmes offered by the centres and 
mobile facilities of the Ministry of Labour or other non· formal training opportunities. At higher 
levels there are many openings for craft and technical level training and for those who later in life 
find a need for degree level training or other forms of specialized diplomas or post-graduate 
studies there are the facilities of the Open University. While Figure 1 mainlv reflects the formal 
education system there is also an extensive private sector training system which complements these 
provisions. Most privately owned training facilities, estimated to account for 25% of the country's 
provision of trainiog10, offer short-term or part-time courses. Their value appears to vary 
widely but they make an important contribution to the overall system. 

SO. While such diversity may appear to offer an effective network of manpower development 
opportunities, the issue of efficiency needs to be carefully considered. There have been several 
recent studies which have reviewed the educational and training systems of Sri Lanka, the most 
comprehensive being the 1989 review supported by the Asian Development Bank11 • In 1991 the 
Government, supported by the Federal Republic of Germany, held a national conference on HRD 
and the supporting documentation also provides considerable insights into the workings of the 
vocational aspects of the system 12• These and other studies all point to the high literac.;y rate in 
Sri Lanka (87%), the highest recorded in South Asia, and a correspondingly high rate of numeracy. 
Together, these factors provide a substantive benchmark which combined with the wide range of 
training opportunities should ensure a successful manpower development policy. However, this 
is not the case and there are widespread complaints of labour shortages, particularly for 
appropriately skilled craftsmen and middle level management, while the oversupply of graduate 
level trainees, mainly in academic subjects, causes equal concern. 

Sl. The reasons for inefficiency within the system can be traced to a variety of factors. 

a. Within the first twelve years of schooling there is a shortage of qualified 
teachers, particularly in rural schools. This problem is compounded by outmoded 
curriculum models and a high social reverence for such formal qualifications as 
the General Certificate of Education (GCE), which although predominantly a 
measure of academic progress has become a pre-requisite for much subsequent 
education and training as well as a basic requirement for many forms of 
employment (ADB). 

b. At the level of skills training the abundance of training venues are mostly 
concentrated in urban areas and the absence of effective coordination bas led to 
wide differences in the quality of the programmes on offer. Approximately 3,000 
training institutions have been recorded offering courses which range from 

10 Mini11ry of Plan lmplemen1a1ion, 1987. 

11 "Educalion and Trainina in Sri Lanka; an ADB 1pon10red projec1•; Educa1ional Con1ullan11 India Ltd, 1989. 

12 "Human Re10urcea Development throuah Dual Trainina·; National Conference, Colombo, 11·16 February, 1991. 
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electronics and gem cutting to brick laying and artificial flower dcsign13• But 
the absence of a uniform accreditation system makes it difficult for employers to 
gauge the value of the certificates on offer. The proliferation of training venues 
also contributes to widespread under- funding of faciliti~s. poorly paid and under­
qualified/inexperienced teaching staff and cu:riculum which rarely matches 
employment-related needs (GTZ). 

c. While the multiple provisions for technician training appear reasonably 
adequate, although with some distortions, there is a critical shortfall of teachers 
with relevant technical experience, a problem exacerbated in the past decade by 
the emigration of many qualified staff. Approximately one third of approved 
positions within technical colleges remained vacant in 198914• This offsets the 
great strides which have been made to re-equip the technical colleges through 
various donor agency funds. Another problem is the reluctance of many students 
to accept course-related employment as part of a technical education programme. 
Many prefer to remain unemployed rather than accept a job which they perceive 
to be too menial for their perceived status. 

d. Tertiary level education and training is beset by a chronic mismatch 
between supply and demand. In 1992 as many as 6,000 graduates (20.8%) out of 
a total of 28,781 students who enrolled in 1989, are to be placed on a three year 
work experience programme within local industry and commerce in an attempt to 
relieve the problem of graduate unemployment. Meanwhile there is a dearth of 
middle level managers with accumulated work experience through systematic 
programmes of on- and off-the-job training. While part of this problem can be 
traced back to prevailing social attitudes, it can also be blamed on the absence of 
a general HRD policy at both national and enterprise levels and the lack of 
accepted forms of career guidance both before and after employment. 

52. Most writers (ADB, Kelly and Culler, GTZ) all point to the further complications 
introduced by the two separate strands of Sri Lankan government development policy which, over 
the years, has attempted to combine economic growth with social equity. This policy goes some 
way to account for the very high number of government departments which have inputs to the 
HRD system. It is estimated that there are at least 21 government ministries operating training 
delivery systems, many of which are supported by different bilateral or international donor 
agencies, and which consequently work towards differing policies, plans and methodologies. 
During the current period of restructuring, which includes the privatization of large parts of 
previously state-owned enterprises, the lack of a cohesive HRD policy framework is compounded 
by the serious shortfall in relevant manpower data. To an extent the recent absence of 
comprehensive manpower data can be explained by the security problems faced by the 
government in the north and east. But this argument cannot explain away all the missing data. 
Other factors have been identified ranging from inadequate data gathering processes to a lack of 
experienced data analysts and a shortage of resources to carry out surveys and publish the results. 
But for the most part it would seem that in the absence of a unified approach to HRD issues, there 
is little guidance to either data gatherers or analysts as to what information should be collected or 
in what form or for what purpose it should be collated. This absence of manpower data tends to 
perpetuate a supply·led model of education and training which fails to be responsive to 
employment· led demand for skills and services (ADB) and excludes a direct role for the industrial 
or commercial sectors in the national HRD system (GTZ). 

13 "Skills Development Policy in Sri Lanka"; T.P.Kelly and C.J.Cullcr. USAJD. December, 1990. 

14 ADB Report, op.cit. 
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IrainiH for professional and magyemept developmept 

53. There are four main avenues for the development of professional or managerial skills. 

a. Overseas training, once a preferred option for many professional aspiruts, 
is now actively discouraged in many quarters because of the tendency for trainees 
to seek permanent overseas employment. Both government and private sector 
enterprises would prefer to support in-country programmes unless there is a 
proven need for highly specialized skills which are not available within Sri Lanka. 

b. Universities, of which there arc cight15 (plus the Open University), offer 
a range of diplomas and degree level programmes in both technical subjects 
(science and engineering) as well as professional subjects (management and 
accountancy). Enrolments in 1989 are shoWD in the following table: 

Table I; Pmgtge Uaimsit1 Eanl•nts ltJ hmltJ • 1919 

Arts (incl. social sciences) 
Commerce ud Management 
Science 
Medical 
Engineering 
Agriculture 

~: UaiYcrsity Gnats Commission 

35.99' 
18.8% 
18.0% 
12.0% 
11.3% 
!Jml 

100.0% 

However, there arc consistent complaints from Sri Lanbn employers that the 
degree programmes are too academic, unrelated to modern employment needs and 
arc taught by u academic staff with little or outdated work experience. While this 
complaint is encountered in muy countries, it is noted that in Sri Lanka there has 
yet to be developed a regular ioterf ace between tertiary level education and the 
world of work. These complaints appear to be supported by the figures for 
graduate unemployment which has exceeded 50% for the age group 20-25 years 
of age in recent years, although the numbers declines rapidly after the age of 
2516. 

c. Professional centres such as the National Institute for Business 
Management (NIBM) or the management training institutes under the Ministry of 
Public Administration, Ministry of Education and Higher &ucatioo, and Ministry 
of Industry. These centres mostly cater for part-time students and the resultut 
certification is not always recognized by other institutions. The awards of the 
NIBM, for e1:1mple, do not find equivalence within the university system, 
although discussions are currently taking place with the University Grants 
Commission for the consideration of some NIBM programmes to be up-graded to 
degree status. One of the problems encountered with this form of management 
training is that ia aa attempt to attract adequate numbers of trainees and sponsors, 
the programmes have become driven by syllabi and are not always based on 
curriculum design derived from surveys of established needs (Mission findings). 
Several of the professional institutes run by the Ministry of Industries were 
originally supported by UNIDO projects aucb as the Sri Lanka Standards 
Institution. As discussed later, these technically orientated programmes do not 
appear to fit into a wider framework of HRD policy and are rarely based oa 

15 Tbil r.1urc iacludea univenitiea in 1be Nortbem and Ea11era proviaca. 

16 P.J.Al1ilim1, op cit. 
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established surveys of quantifiable professional or employment needs. Tuching 
staff in this category of professional centre are mostly drawn from industry or 
commerce and are reputed to bring recent practical experience to their courses. 

d. On-the-job training. The Mission was repeatedly informed that many 
enterprises pref erred to either poach their managers or senior technical staff from 
other companies or to develop such managerial skills on-the-job. There has been 
an apparent reluctance to employ new graduates as trainee managers because of 
an inherent suspicion of university students and their assumed radical beliefs. In 
addition to practical work experience, appointed staff are expected to attend the 
part-time (mostly w~kend) programmes of the professional institutions, category 
C, frequently paying for all or part of the training costs as an investment for 
future personal development. 

54. There are a wide range of professional associations in Sri Lanka which in principle could 
render valuable support to the process of management development. While some have always 
maintained the highest professional standards a shortage of resources ud a past failure to find a 
role in the formulation of an overall HRD policy framework reduced the potential of many such 
associations. There are signs that under the rapidly expanding privatization programme there is 
a fresh interest in such professional associations. The Chartered Institute of Muagement 
Accountants, for example, has recently commenced a drive for new membership and is actively 
campaigning for wider recognition of its basic training requirement'i. Other associations, such as 
the Institute of Personnel Management, run occasional seminars and undertake some consulting 
services for members but have yet to gain full recognition as a certifying or regulatory body 
although membership is 3 pre-requisite for entry to appropriate NIBM courses. 

Trainin& for productivity and new (Cchpol~y 

55. 24 technical colleges, of which 13 offer diploma or higher courses, cater for the training 
of middle level management and technicians. The courses range from Higher National Diploma 
(HND) which carries degree equivalence, National Diploma (ND), National Certificate (NC) to 
National Craft Certificate (NCC). Most diploma and certificate courses are run over two years 
and include engineering, business studies, technology and specific technical fields such as 
jewellery design and manufacture. Full details of the facilities and programmes appear in the 
ADB report, Volume I. 

Table 9; Pmentge of Admlssi91s to Selected Tccblcal Collge Curss • 1911 

eourse Applied 

Business Studies 2,199 
Civil Eng. Technology 1,809 
Accountancy 1,802 
Electrical Engineering 1,108 
Mechanical Engineering 911 

~:ADU 

Accepted% 

599 
678 
595 
367 
298 

Acccptagq 

27% 
38% 
33% 
33% 
33% 

Enrolment in 1988 totalled over 14,000, the heavy enrolment being partly due to the previous 
closure or the univenities by the government for a period of two years, and following recent 
technical assistance programmes which have helped to extend and modernize facilities, enrolment 
could be expanded still further. However, starring problems are acute and little has been to done 
to improve the salary or career structure or technical teachers. Given the low levels of 
government remuneration, proposals bavc been made for training-cum- production initiatives and 
consulting assignments but regulations have yet to be changed to enable funds from such sources 
to be used to supplement basic salaries (GTZ). 60% of technical college staff are at the 
instructor I demonstrator level and only approximately 10% have undergone teacher training. Many 
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are reported to have been recruited from the best students of the previous year (Kelly and Culler). 
The ADB funded National Technical Teacher Training Centre (NTTTC), intended to offset these 
staffing shortages. has lost much of its annual output to the overseas labour market while the 
absence of long-term career planning for technical teachers offers no viable alternative. 

56. In addition to the Technical Colleges of the Ministry of Ed-.catioo and Higher Education 
some technician training are conducted by the Techoiciaa Training Institute (TTI) at Katuoayake. 
The TTI is operated by NAITA under the auspices of the Ministry of Youth Affairs and Sports 
and also conducts some supervisory training programmes. The TTI four-year course includes a 
total of three years' work experience with employers. Technical College technician courses also 
have ie company training of shorter duration. The Foremaa Training Institute (FTI) under the 
auspices of the Ministry of Labour also undertakes supervisory training for those already in 
employment. 

51. The rapid expansion of technical programmes in the 1970s-1980s has resulted in a 
proliferation of standards due in part to the absence of a well defined policy aad format for 
curriculum preparation. Most curricula comprise at best a teacher's guide and a list of topics to 
be taught (ADB, Kelly and Culler). being more akin to narrow vocational-type skills training than 
advanced technical preparation. Relationships between subject matter is rarely explained resulting 
in an inadequately prepared workforce, particularly at the level of technicians .md middle 
management where problem solving is a major item of concern (GTZ, Kelly and Culler). Very 
little competency-based evaluation takes place and the overall system is not set up to cope with 
technological change. Even the periods of work experience leave much to be desired. Much of 
the equipment encountered during the factory placements is very old and the industrial processes 
are not always up to the levels taught during the institutional training period. To offset 
weaknesses in the formal provision of technician and middle level management programmes, many 
government ministries have established specialized training centres where curriculum and 
standards can be controlled. Although such initiatives appear to meet all or part of tbe qualitative 
need for a well-trained workforce, the mission found little evidence to show that such facilities 
were based on long-term estimates of demand and consequently there must remain a doubt over 
the sustainability of their activities. While little formal evidence exists, it is surmised that 
considerable duplication of CO'!'e curriculum must occur in such centres. 

58. According to a recent survey, productivity is seen as a factor of material availability, 
equipment and supply costs by 90% of the respondents and only 22% of employers indicated that 
the availability of relevant management and supervisory skills was a problem17• To a large 
extent the mission believes that this attitude stems from the general approach to manufacturing 
in Sri Lanka, where government and individual enterprises place surprisingly little emphasis on 
value-added production. Greater significance is given to low-cost production which is heavily 
reliant on an abundant supply or semi-skilled labour io many industrial sectors and the low cost 
of Sri Lankan labour is even promoted in official campaigns to attract foreign investors. Io an 
effort to keep labour costs as low as possible, many employers break down technological 
operations ioto a series of tasks that require very basic levels of skill, many of which are then 
performed by women in an effort to reduce costs still further (Alailima). However, the mission 
was informed that when allowances are made for productivity, Sri Lankan labour costs are not as 
low as supposed, easily surpassing those in Bangladesh and Vietnam (Maxwell). In the Export 
Processing Zones the inexorable trend into automation is making steady demands for increased 
levels of technology, both for initial installation and for maintenance. As companies compete for 
scarce technological skills the cost of technical staff will increase still further. While one long· 
term effect of such higher wage costs may be to slow down the exodus of highly skilled manpower 
to the overseas labour market, the short·term effect is to further accentuate the shortfall in 
available technicians. National and enterprise level HRD pol;cies are need to bring greater 
stability to this sector of the labour market. 

17 Kelly end Culler, op.cit. 
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S~. Due in part to the diversity of technical and vocational inputs and the absence of a 
coordinated HRD policy, little has been done to promote the links between skill enhancement and 
productivity. Employers groups contacted by the mission stated that they would welcome case 
studies which clearly demonstrated such links but the only example was encountered. This 
concerned the Textile Training and Services Centre (UNDP/UNIDO SRL/87/012) where ~he 
Management Services Division bas undertaken such case studies. These examples have been used 
to promote productivity enhancement through the provision of both on- and orr -the- job training 
programmes. The Mission did not find aav mention or s.uch awareness programmes within the 
Chambers of Commerce or Industry. 

Skills trainin& - pre-employment gd in-grvice 

60. Given the previous emphasis on social equity, pre-employment training in Sri Lanka bas 
craditionally emphasized the supply of skills with little concern for demand. Skills training not 
only took out-of-school youth away from the street corners for the duration of the programme 
but also satisfied the social conscience •b.ich believed that vocational preparation was a direct way 
to reduce unemployment. Given the exiliting excess of laboar supply and low labour costs, 
attendance to vocational training programmes can only delay the arrival of most aspirants at the 
unemployment queue. The objective of this approach to the training of skilled workers was partly 
to reduce the number of unfilled job vacancies (which do not exist in quantity at this level or 
training), to increase productivity and to prepare the way for future technology transfer (GTZ). 
Based on expectations or sustained economic growth in areas concerned with new techac.logy and 
more capital-intensive production techniques, Sri Lanka embarked, like many other countries, on 
an ambitious programme or infra-structure development. Financed mainly by a variety of grants 
and loans from donor agencies a wide range of training facilities were constructed in the past two 
decades. Unfortunately the expected economic growth failed to materialize, but even if it bad 
recent studies (ADD and GTZ) suggest that the supply-driven manpower development 
programmes could not have been responsive enough to match specific demands for vocational 
skills. Furthermore, the government's own reports have suggested that unrest in the south during 
the late 1980s Was ia part due tO the disenchantment Of many ex-trainees who COUid Dot find 
employment appropriate to the skills for which they had been trained (Mio. Labour paper to GTZ 
conference). 

61. As stated previously, approximately 21 ministries and government agencies are currently 
engaged in the provision or basic vocational skills through an estimated 3,343 training institutions 
(ADB). Estimates of training capacity vary widely from 135,000 to 200,000 trainees per year in 
programmes lasting from 6-48 months (Kelly and Culler). 

Table IQ; Ocqpatlo11l Grupt111 cuqcd by Tnl1l11 l11tltatloa1 

Professional, technical and related centres 
Clerical and related 
Sales work 
Service work 
Agricultural related activities 
Production 
Other 
TOTAL 

~:ADB1989 

33.S 
231 

1.S 
221 
81 

2,419 
_..lJ. 
~ 

However, the most recent incomplete returns from the registration programme or the TVEC 
indicate that these figures have probably increased dramatically. The 354 vocational institutions 
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registered by April 1991 recorded a student intake of 46,00611• Of this total the following 
breakdown by category and student intake was shown: 

Table lli Catgoria of A11llcpt l1stlt1tq lt1 PrnrictorHlp ud Stldcat latwu • 1991 

l'mrale NGO Goirt. State Carps Slat.lllry L..ads 

No5. lnstitatioas 12S 121 64 2 42 

Stlldcat latallc 19,111 16,139 3,271 6SI 6,054 

~:'JVEC,l~l 

62. The major government ministries engaged in skills development are: 

a. Ministry of Education and Hi1her Eclucatiog, which offers craft level training 
at some technical colleges; 

b. Ministry of Youth Affairs apd Sports, which offers support to manpower 
training through two primary agencies: Natloaal Y•tla Sa-rices C•adl {NYSC) 
which operates basic craft programmes and the more important Natloaal 
Appreatice ud ladwllrlal Tralalq AatlaorilJ (NAil A) which is the regulatory 
body responsible for 

i. Designing, implementing and supervising training schemes to 
cover every category of apprentice 

ii. Establishing ai ~nticeship standards, duration of trai:ling etc.; 

iii. Preparing/supervising trade tests and issuing certification. 

Under the Apprenticeship Section of the TVEC Act (1990) students are paid a 
stipend by NAITA while the ratio of on and off-the-job training is determined 
for each occupation. The scheme has "een criticized in some quarters as being a 
means to introduce cheap labour into some companies (Kelly and Culler). About 
20% of all apprentices arc women. In 1989, 2,32S enterprises were engaged in 
training approsimately 8,000 apprentices (ADB). The NAIT A bas two major 
training venues, the Tec•aldu Tnial.. lastltate at Katunayake, which was 
supported by UNDP /ILO, and the Anreaticeslllp Tnial .. laltltate at Moratuwa. 
The latter supported by GTZ off crs a 3 year programme of 12 months basic 
training, 4 months advanced training and 20 months in-plant work experience. 
Other specialized centres include the Aat .. oblle Ea1laeerla1 Tral1l11 Ceatre 
established with JICA assistance. 

c. Mjgjstry of Labour aad Vocational TrajpjQ&, which operates a large number 
of programmes at both permanent training centres and mobile facilities. It has 
received substantial UNDP/ILO support. The skills on offer are fairly basic, 
including skills for the informal sector such as haadicrafts, and the programme has 
been under criticism for irrelevant curriculum and lack of adequate financial 
support. Approximately 10,000 trainees were caroled for 6-12 month courses in 
1989. 

d. Mjpjstry of Local Goycrpmcnt. HousiAI and Cogstryctjog undertook an 
intensive programme of training designed to meet the needs of its own industrial 
sector. Originally set up with World Bank funds, tbe laltltate for Coaltnctloa 

11 S1a1ia1ic1I Bullc1i11 No. I; TVEC, Au1u11 1991. 
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Tralaiag aad Denlopaeat (ICT AD) now operates under the auspices of the 
Ministrv of Poli.cy Plannine and Implcmcptalion. JCT AD also trains some workers 
specifically for the overseas labour market. More recently the miSiioo was shown 
evidence of manpower assessments for the sector, although ICTAD admitted that 
it had no internal capability to undertake such assessments and relied on private 
consultants to undertake manpower surveys and interpret data. 

e. Other ministries involved in skills development include: 
Industries, Transport, Tourism and Rural Industrial Development, Agriculture, 
Fisheries, Textile Industries, Posts and Telecommunications and Women's Affairs. 

63. lo an attempt to remedy the over-supply of training venues and make greater use of the 
available facilities, recent government policy has 1'ccn to emphasize the importance of preparing 
youth for employment in the informal sector. However, several factors should be considered. 
First and foremost the informal sector is ool a "bottomless pit" of employment but has finite 
parameters which can only expand when the formal economic climate improves. Secondly, 
p::-cparalion for the informal sector requires a different approach to skills development from that 
of the formal sector, usually requiring some access lo credit or other modest financial support al 
the cad of the training programmes. ll will aol be possible to merely switch the objectives of 
existing training facilities without re-thinking the whole approach to equipment and curriculum. 

Private sector traiDiQ& 

64. Io addition to the provision of public sector manpower dcvelopmcal the government 
recognizes three main categories of training within the private sector. These are: 

1. Training within industry; 
ii. Fee- levying training institutions; 
111. Voluntary organizations. 

Details of industry-based training arc difficult to find and only the formal inputs provided by the 
ATI are well documented. Available information seems to indicate that outside the formal 
apprenticeship programmes administered by NAIT A, only limited pre-service and skill up­
grading opportunities arc provided for employees of the larger local or multi-national companies. 
The mission could find no data from the Chambers but notes that the level of industrial training 
within enterprises is perceived to be minimal (Kelly and Culler). Nevertheless, on-the- job 
training represents a significant opportunity to up-grade skills, particularly when ac N technology 
is introduced. The mission was informed that one model of an on-the-job training programme 
was the GTZ-supported Mercantile Scaman Training Institute which w21.s being used to 
demonstrate the effectiveness of this approach to training to audiences in industries outside the 
maritime sector. 

65. Io recent years there bas been a dramatic increase in the number and variety of private 
sector training facilities which charge fees for attendance. The mission could find no evidence 
that such training provisions were in response to employment demand; to judge by the Sri Lankan 
enthusiasm for qualifications and certification they were more likely designed to meet the hopes 
and aspirations of the trainees. Many private centres focus on the more advanced aspects of 
technology such as computers, electronics and the repair and maintenance of bi-tech equipment. 
Private colleges also exist offering programmes on such subjects as accounting, computer 
programming and systems analysis. Fees for these courses are high, thereby limiting student 
participation. At the lower cad of the spectrum there bas been an explosion of small facilities 
offering short programmes in typing, hairdressing and other vocational skills, many aimed at those 
applying for empl,.yment in the overseas labour market. The quality of private sector training 
varies widely from excellent facilities with the most up- to-date equipment to one- roomed centre1 
offering little or no equipment and low standards of teaching (ADB). Until the passing of the 
Tertiary and Vocation.! Education Act (1990), such private training facilities were not controlled, 
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having ao uniform curricula or certification standards. Following the 1990 Act the Tertiary and 
Vocational Education Commission (TVEC) has been tasked with registering all forms of public 
and private training facilities. TVEC will also be empowered to set up minimum standards of 
staffing, equipment and curriculum, and will monitor all truaiag outputs. 

66. NGOs are active in the training field, concentrating mostly oa aspects of craft skills for 
those who fall outside the provisions of other forms of public and private facilities. These include 
poor women, the unemployed, school drop-outs, and more recently returning Middle East 
workers. Two important NGOs are the Sarvoclaya Sharamadaaa Movement (SSM) which 
concentrates oa handicraft training, and Agromart which trains in basic skills for small 
entrepreneurs, mostly ia rural areas. 

Employment-oriented education and trainiQ& 51peciCiglly for women 

67. Increasing female labour force particip 1tion in industry has been facilitated partly by the 
equal access that women have had to general education for seYeral decades and their greater 
representation in secondary education. Nevertheless, there are clearly gender imbalaacn in the 
development of skills that are relevant to industry. Gender-based diversification of practical 
subjects in schools and preference for biological sciences rather than physical sciences at senior 
secondary level contributt. to the concentration of women in conventional 'feminine' vocational 
and professional training programmes and occupations in industry. In the vocational education 
sector, women are enrolled chiefly in commerce courses in Technical Colleges and over 80% of 
women in the major national non - formal training programmes are trained in sewing and related 
courses. Few of these vocational training programmes have links with employers or have facilities 
for vocational counselling. Hence, there is an oversupply of some categories of skills and lacunae 
in technical skills. Distortions are therefore created in the supply of female labour for indWitry 
with implications for increasing margiaalization and frustration in the context off uture industrial 
restructuring. 

68. Socjo-cultural j55ues. Underpinning the gender gap in training and employment are the 
gender role assumptions that undervalue the economic role and contribution of women and 
determine what arc perceived to be 'appropriate' jobs for men and women. These assumptions 
of (a) women as dependent housewives, or at best, secondary earners, and therefore low cost and 
dispensable labour, and (b) technology as a male area of excellence and servicing roles as a natural 
preserve of women, are pervasive in Sri Lankan society as elsewhere. They influence the attitudes 
of policy makers, administrators, trainers, employers, and women themselves who are apt to 
internalize such negative social norms. Consequently, women have a narrow range of skills that 
reinforce the gender division in the labour market and limit their access to technology and 
remunerative employment. They are also increasingly vulnerable in an economy that prioritizes 
the reduction of labour costs rather than human development. 

Coordjaatjop 

69. The need for some form of effective ccordination of such a diversified manpower 
development system bas long been recognized by the government. Lack of coordination has not 
only caused confusion amongst the public and employers over the comparative value of different 
prOlrammes and certification but it has also contributed to major inefficiencies in operation of 
the labour market, restricting mobility and contributing to major social unrest. The proliferation 
of HRD inputs bas caused a wasteful duplication of aatioaal resources, with grant and even loan 
capital being used to set up rival facilities offering very similar programmes. The first attempt 
at serious coordination came in the wake of the Government's 1981 White Paper •Education 
Proposals for Reform•, which established the Technical Education Authority (TEA) tasked with 
planning, organising and conducting vocational training programmes at all levels and conduc,ing 
the relevant trade tesu and certification. However, only two years later the tben Ministry of 
Education and the Ministry of Youth Affairs set up a separate committee to report on tertiary· 
level vocational and lechnical education which overlapped with the responsibilities of the TE.A. 
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70. More recent attempts to refine the coordination system also appear to have elements of 
duplication. A major report on HRD prepared by the Swedish International Development Agency 
(SIDA) in 198519 highlighted the urgent need for a r.ational HRD policy lo integrate the many 
disparate efforts in manpower development. Following its recommendations the government 
established the Human Resources Development Council as an advisory body lo the Cabinet in 
1988. The HRD Council is tasked with preparing coordinated policies and plans at the national 
level and with monitorin~ and evaluating all HRD initiatives undertaken by government agencies. 
Lacking funds and resources the Council's role was limited and in 1990 the creation of the 
statutory Tertiary and Vocational Education Commission (TVEC) largely overlook the HRD 
Council's mandate. The mission notes that the TVEC is also under-funded and under-staffed for 
its mandated tasks, particularly the initial task of registering all training facilities and monitoring 
their standards. However, also in 1990 the Ministry of Youth Affairs ano Sports set up the 
Vocational Training Authority which claims to monitor parts of the same areas covered by the 
TVEC. Even more recently the Industrialization Commission announced plans to introduce the 
Committee on Human Resources Development and Labour (1991). This Committee is tasked with 
data gathering, although it would seem to concentrate on the supply side problems rather than 
identifying demand issues. It is also tasked with reviewing the adequacy of training facilities 
which appears to duplicate the functions of the TVEC. 

71. It thus appears that the proliferation of manpower development initiatives is not limited 
to the provision of training but also extends to the coordination functions. The mission notes that 
in most of the coordination proposals, industry has not been fully consulted, mostly because it is 
difficult to find an appropriate focal point. Following years of regulatory controls, the Chambers 
have become mostly concerned with issues relating to finance and quotas and have not seen the 
necessity of taking a position on HRD. There are signs that this is changing and the mission 
found new interest in HRD matters but a lack of awareness of what role employers might play in 
the soaping of macro- level government HRD policy or indeed what part the representative bodies 
such as Chambers or professional institutions might play on behalf of their members' HRD 
strategies. There is a clear need for advisory inputs to both employers' federations and the 
Chambers in this respect. Similar advice should also be extended to workers• organizations. The 
1990 constitution of the TVEC does make provision for tripartite representation on the 
Commission but to be fully effective, industry and workers• representatives need to be fully 
briefed as to their r<lle and to have the backing of an informed and supportive membership. 

72. The Mission also notes that many donor agencies (ADB, GTZ, Netherlands, SIDA, UNDP, 
World Bank) have recommended better coordination mechanisms. However, while support for the 
concept and principles of coordination clearly exist, little if any resources have been allocated to 
support the process of coordination. Coordination may begin with a piece of legislation but to be 
effective it aecds investment in relevant infrastructure - a base of operations, limited equipment 
such as computers and M>ftware, and most important it needs staff development programmes in 
such areas as policy/planning, monitoring, evaluation and above all in advisory services. If HRD 
coordination is to become a service rather than a policing function, the ability to off er consulting 
services by which to advise and improve existing training provisions mu~t be built into the system. 
In Sri Lanka it seems likely that a critical factor behind the continued creation of new 
coordination mechanisms is the inability of existing coordination systems to live up to expectations 
because of a shortfall in resources with to reach their objectives. New ideas arc then put forward 
in an attempt to meet the shortfall. 

Exprcssiops of HRD demapd 

73. There is a general absence of data on all aspects of HRD supply and demand, particularly 
relating to demand at the sector or occupational level. There is also no accepted system for labour 
market information which would be considered as the norm for most countries striving for NJC 

19 "Hummn Rcaourcca Development in Sri Lanka: an analysis of education and tr1inin1·. SIDA. Stockholm, 191.S. 
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status20• What data does exist is usually out-dated and much use is made of information 
provided by the major donor agencies who have undertaken reviews of the HRD system (ADB 
1989). The major regular source of data appears to be the Quarterly Reports of the Sri Lanka 
Labour Force Survey, of which the most recent available issue is dated fourth quarter 1990. 
However, with its concentration on unemployment data it is de facto more concerned with supply 
rather than demand. It is also noted that little concern for specific training demand featured in 
the UNIDO technical assistance projects reviewed by the mission. Several of the specialized 
training centres visited were unable to articulate demand in terms of vertical or horizontal 
occupational grades and appeared to be solely concerned with supplying training against supposed 
industrial requirements. 

74. Fully aware that it is impossible to construct detailed estimates of demand for professional, 
technical or vocational skills at the national level, the mission did encounter one example of 
research into sectoral demand within the textile industry. Sample surveys undertaken by the 
Textile Training and Services Centre are an example of what can be accomplished to establish 
useful indicators of HRD demand within a particular industrial sector. The survey covered 25% 
of the country's textile mills but excludes the garment industry21• This survey supports the 
frequently recorded concern that there is a general lack of suitably qualified staff at all levels of 
industry, particularly at middle management levels. Many middle level managers are promoted 
through the ranks without up-grading their professional knowledge or skills. This does not bode 
well for a future technological revolution nor does it provide an adequate base for internal 
promotion to senior management grades. One small sectoral survey should not be used as a basis 
for national policies and plans. But it does illustrate what can be done when an industrial sector 
has interested and motivated professional HRD staff. 

Table 12; Sann or Trai•i'I Needs wltllla lite Textile ladasta 1991 

Sa.ll'Gndca TOlalSulpk Gndula Lcftl Diploma GI' Adlloc No 
Vacatmat Tfllimim& 

Senior Managers 80 21.a.. 41.0'9li 25.oiw. 

Middle Level 219 1.a.. 17.oiw. so.oiw. 

Supervilors 6n 0.3% 10.3% 49.7'(. 

Mccbaaic:s/ l,OS3 . 14.0'9li 36.09' 
Fiuers 

Operators 11,620 . 10.09' 60.09' 

~: Sri Lanka Textile Bulletin, Juuc No. 1, Vol.11, January 1992 

Unfortunately, many of the departments responsible for HRD visited by the mission, including 
training centres e~tablished with UNIDO technical assistance, have not undertaken such surveys 
because they are not aware ofthe need for demand-side data and/or because they dn not have the 
staff or the competencies to undertake such studies. 

75. There are some signs that the data situation may change in the near future. Technical 
assistance to the Ministry of Policy Planning and Implementation (HRD Division) and to the 
Ministry of Industries is attempting to install new data gathering systelli.:\ whicil will reflect 
demand for skill manpower. There is also a UNDP/ILO project which is 5Upporting data 
gathering within the Ministry of Labour. It is to be hoped that these bputs will achieve some 

20 "Manpower Services and Rural Trainin& Support • t report or a Sri Laakaa/Ne1hcrland1 l6cn1ific:a1ioa Miuioa for 
cbc Minimy or Labour and Voc:a1ioaal Traiain1·; April. 199). 

21 °Produc1ivi1y lmprovemcnr Throu1h Trainin1·; D.P. Ounawardana, Turilc Butlclin, No.1, Vol.11, January 1992, 
Colombo, p.7. 
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measure of coordination. The ADB Report (1989) recommends that demand data should be the 
responsibilily of a newly created Industrial Institute for Training and Development (llTRAD) 
within TVEC. although this proposal does not appear to have found favour with the Government. 
But while these moves are taking place at the macro level there is a need for more sector specific 
initiatives implemented under the auspices of te\:hnical/professional associations. including the 
Chambers. Only by the transfer of authority and responsibility for skills training from the 
government to end users and the introduction of market signals into the process of manpower 
development can the HRD system improve its current low levels of programme effectiveness and 
efficiency (Kelly) 

Financing HRD 

76. Government expenditures on skills development in 1991 totalled 3985.5 million Rupees 
(approximately US$93.8 million). This represents 1.1% of GDP and 2.9% of the total Government 
Budget, down from 4.5% in 198922• These figures are taken from the returns of 20 government 
ministries involved in aspects of technical and vocational education and do not include details of 
private sector support for training. Figures for 1991 are not available but in 1989, approximately 
25% of the total government expenditure for training came from donor contributions. 

77. Unit costs of training are not readily available from institute directors, a fact which 
matches the general paucity of data relating to HRD. Estimates indicate a range of between 
US$142 per student year at Sri Lanka Technical College to USS2,500 per student year at the 
Apprentices Training Institute. with a maximum of USS12.500 per student at the Technician 
Training Institute. NAIT A estimates the average cost per apprentice/year is US$960 (Kelly). 
Most of these costs are born by the government who even pay stipends to trainees to encourage 
attendance. 

78. In an attempt to re-direct what has become a wasteful and largely inefficient system, the 
Ministry of Industries, in conjunction with TVEC, has recently proposed the formulation of a 
Human Resources Development Fund {HRDF) which could be established with contributions from 
both the public and private sector". The HRDF would supplement current allocations of 
resources for skills development. not replace them. Specifically the HRDF will not be available 
to finance existing or future training courses but could assist persons to utilize such facilities or 
to help enhance or improve such facilities. Funding would be made up of: 

contributions from the private sector in the form of a levy related to the 
benefit which will accrue to such businesses; 

contributions from State and Provincial Councils; 

inputs from National Provident Funds; and 

grants/loans from donor agencies. 

Refunds for training would be given for both institutional and on·the·job programmes. The 
HRDF management would be undertaken by a separate incorporated body with 30% Government 
representation, 60% private sector and 10% representation from foreign donors inputting to the 
scheme. Funds from HRDF would be made available to both individual trainees as grants or 
loans, as well as to enterprises undertaking in-plant training. Only training institutions with a 
proven need for capital improvements would be eligible to apply for HRDF funding. 

22 ·A S1r1te&Y for Skills developmenr and Employment Policy in Sri Lanka"; A draft paper prepared by T.P.Kelly, 
Resident Economic Advisor 10 Mini11ry or Policy Plannin1 and lmplemenration, 1S May, 1992. 

23 "Human Resources Devclopmenr Fund"; a drafl discuuion paper circulatin1 in lhe Mini11ry or lndu11rie1 dated 
29.1.92. 
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79. Provisional estimates expect the fund to be established in the order of Rs.2,000 million 
(US$47.0 million) serving about 200,000 trainees through the participation of 4,000 training 
institutions, company training venues and NGOs. While the scheme is still in a very early stage 
of conception, it does indicate that serious thought is being given to the way in which HRD should 
be funded in the future. The mission undcrsta&ds that a forthcoming World Bank mission will 
discuss these issues and may even allocate funds for some pilot activities. At this juncture little 
if any discussion with representatives of industry appears to have taken place and assistance to 
public and private sector enterprises will be necessary if they arc to be able to play an informed, 
proactive role in future debates on the financing of industrial training. 
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4. INTERNATIONAL ASSISTANCE TO HRD IN SRI LANKA 

A. UNIDO'S CONTRIBUTl.Qri 

Data and methodolo&Y 

80. A list of current and pipeline UNIDO projects, provided by the Colombo office, is 
attached as Annex 1. The mission was also provided ir. Vienna with a list of 117 UNIDO projects 
completed since 1972; this is not attached (a) because it runs to six pages and (b) because the 
relative weight or irportance of the HRD element cannot be estimated from the project titles. It 
is worth noting that a number of "projects" appear to have comprised single fellowships, or a 
single expert or adviser. 

81. The UNIDO office in Colombo does not maintain consolidated lists of fellows or of 
participants in study tours or group training programmes {and there 1s no apparent reason why it 
should). The UNDP office maintains lists of all agencies' fellows and participants in study tours, 
group training programmes, workshops, meetings, and so on. The mission extracted details of the 
most recent 10o+ UNIDO entries (back to late 1989), which included some 30 participants in 
group training programmes. 

82. Assessment of the HRD components of projects was made by means of discussions with 
National Project Directors or other senior officials or managers of the org;\oisations concerned, 
and with a small number of former fellows and study-tour participants (who usually included the 
NPDs). Four participants in group training programmes were also interviewed. 

Output HRD 

83. In the course of the mission's work it became clear that the HRD component of technical 
cooperation projects has two distinct elements which have to be considered separately. One is 
HRD-as-input, in the form of fellowships, study tours and training by international or national 
experts; the other is HRD-as-output. This output consists of knowledge and skills concerning the 
"human" implications of specific technical or professional advances (be they in manufacturing, 
investment promotion or other areas of UNIDO expertise), or simply awareness of these 
implications. In the case of institution-building projects there is a second kind of HRD-as-output, 
namely the internal ability of the institution to define and manage its own continuing HRD 
requirements. As an example of this distinction, the Textile Training and Services Centre provides 
advice to its clients on such matters as skill requirements, training, production organisation, health 
and safety at work and so on; but it ih2 attends to the needs of its own staff for technical and 
professional updating and development, a satisfactory reward structure, work- load, conditions of 
work, etc., and takes the staff implications into consideration v.-hen making its own plans for 
development. 

84. In contrast, the new project to support the embryonic Foundry Development and Services 
Institute will, it seems, restrict itself to technical advice to its clients and will not concern itself 
with, for instance, the repercussions of new technology en operator skills, training and retraining, 
numbers employed, safety, production organisation and so on. The project is however so new that 
the National Project Director bad only started work ten minutes before the mission's visit, and 
there is plenty of time for reflection on the desirability or otherwise of HRD elements in the 
future Institute's profes&ional capacity both to offer advice and to manage itself. Meanwhile it 
serves as an example of a different approach to that of the Textile Institute. 

85. The distinction between external and internal HRD capability is harder to maintain in the 
case of projects in which some form of HRD is the central professional output and objective, as 
is the case with the project "Establishing a Training Department at Kelani Tyres Ltd"24• But 

24 Sri Lank• Tyre Corpor11ion until priv11i11tion. 
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even here it is possible, and important, to assess the extent to which (a) the project provides for 
any aspect of HRD in the manufacturing side of the company other than skill training (such as 
re-organisation to make the best use of the trained staff and to increase their job satisfaction) and 
(b) staff development and eventual replacement in the training centre itself have been taken into 
consideration. (At Kelani Tyres manpower planning and development is a specific management 
function. The training centre of course constitutes one instrument at management's disposal and 
is itself incorporated in the management process. It is not clear to the mission to what extent 
management's recognition of the need for a broad and comprehensive HRD policy is derived from 
UNIDO policy or ideas; but at least the necessity for the training centre itself was pointed out by 
a UNIDO expert in an earlier, technical phase of the project.) 

86. The mission had relatively brief discussions with National Project Directors and others 
concerned with six other projects, and found variable attitud~ to HRD, and various measures 
taken in one HRD conte:r:t or another. To a large extent HRD is equated with technical training; 
the managerial, organisational and other components of HRD are not generally considered. For 
example, the CAD/CAM Centre at the University of Moratuwa, in addition to the CAD/CAM 
components of engineering degree courses, offers short public training courses, especially in CAD; 
but not in the management aspects - technical and financial assessment of the desirability of 
introducing the systems, for instance, or the staff consequences of doing so. As a university 
institution it may well consider such matters outside its competence and interest, but as far as the 
mission is aware there is no complementary management course elsewhere, and it is at this point 
that UNIDO might have an expanded role. 

87. This is not by any means to say that HRD considerations are entirely ignored by the Sri 
Lankan beneficiaries of UNIDO projects. For instance the Ceylon Institute of Scientific and 
Industrial Research not only furnishes technical information to industry but trains industry staff; 
and the Ceramic Research and Development Centre is building a training centre out of its own 
resources. In the mission's brief experience it was only at the Greater Colombo Economic 
Commission, where the mission met the National Project Director for the recent Investment 
Forum, that it proved particularly difficult to discuss human resource matters, such as foreign 
investors' demands for skilled and unskilled personnel, the available supply, consequent training 
requirements and delivery, skill and productivity upgrading, conditions of work, remuneration 
and other areas which the GCEC might need to be well informed about, and perhaps to keep an 
eye on after investors have .started operations. 

UNIDO policy 

88. What did seem to be missing in all these dii;cussions was any sense that UNIDO bad a 
unified and positive policy or even point of view on the HRD-as-output components or 
repercussioni; of its projects. UNIDO's interventions tended to be reactive, specific to particular 
situations, and reliant for the design and implementation of UNIDO activities on the interests and 
capabilities of international project staff. In some cases this assessment may be unfair to 
backstopping officers, whose contribution the mission did not have time or resources to examia :; 
but the fact remains that backstopping officers themselves, in HRD matters, will be acting on the 
basis of their own interests and professional knowledge rather than in response to explicit UNIDO 
policy. 

89. It may be argued that UNIDO bas no business to force HRD matters into projects and that 
if the Sri Lankan side wanted them they would ask for them. This would be an acceptable point 
of view if the Sri Lankan side (or any (Jtber beneficiary) were first given a clear idea of what was 
on offer, if UNIDO first ascertained that the beneficiaries were fully aware and informed of the 
HRD implications of a proposed project, so that any decision to exclude them was deliberate. 
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90. The UNDP has remarked25 on the ·scauerization•, considered undesirable, of the Fourth 
Country Programme and expressed the intention to remedy this through the •programme approach• 
in the Fifth Country Programme. UNIDO's own substantial contribution to the fourth cycle can 
similarly be regarded as scatterized. On the other hand it can be argued (a) that it is up to the 
recipient government to ensure such inter-project linkage as it wishes to have, and (b) that the 
projects may not look so scatterized when simply viewed as parts of larger development 
programmes which may indeed contain projects or other inputs emanating from other 
international or bilateral sources. The mission has indeed noticed, at the level of fellowships and 
group training progral!' .~es, that there are a good many on offer in addition lo UNIDO's, and that 
recipient institutions are very capable o( rutting together coherent programmes financed by 
several donors. When, under the UNDP successor arrangements, UNIDO is asked to execute only 
part o( a project the apparent degree or scatterization will increase. 

91. In the field of HRD it is not so much scatterization which is the feature of UNIDO's 
current programme as the lack of any centrally placed HRD project as a step towards a potentially 
general solution to common problems emerging from existing technical projects, or indeed from 
a separate and general analysis of IHRD in Sri Lanka. This point is explored in depth in the 
following chapter or this report. 

Gepder- speci fie activities 

92. UNIDO's efforts to incorporate a gender dimension in its HRD activities in Sri Luka have 
been limited to the study it undertook with the Centre for Women's Research (CENWOR) on 
•Human Resources Development in Sri Lanka: Current and Future•. This study examined the 
impact of industrial development, training and employment on women in the public and private 
sectors and in the informal sectors. It encompassed a broad spectrum of human development 
issues including quality of life and social and gender equity and suggested policies and 
programmes to improve the economic and social status of women. Regrettably, attempts by 
UNIDO's WID programme lo support follow up action were unsuccessful. 

lgput HRD: Fellowshjps apd Study Tours 

93. The most notable feature of the fellowships and study tours in the projects examined by 
the mission was the almost total extent to which selection of host countries and institutions was 
left to international and national project staff, in discussion with fellows and participants 
themselves. Intervention or advice from Vienna seems to have been negligible, although here again 
the unseen band of a backstopping officer might have played a greater role than realized. The 
newly appointed National Project Director of one project had received no instructions or briefing 
specifically on fellowships or study tours before assuming his duties. 

94. The National Project Directors and others concerned, including some former fellows, 
generally expressed more positive opinions than bad been expected about the value or their 
programmes and the applicability of the knowledge and skills gained, and these reactions were 
very gratifying. One NPD did make the point that the prospect of fellowships was a very 
important inducement to join and stay with bis in5titution, which being in the public sector could 
not offer attractive salaries, and this motivational quality was at least as important as the technical 
content or the programmes. 

95. Some fellowships programmes were however criticized, on the grounds that the subject 
matter was not useful, the course too short, the course badly run, and for similar reasons. The 
miuion was interested to note that these cases occurred when the subject matter was not specific 
to the technical specialization of the project; for example, one unsatisfactory programme in 
marketing was organizeci for a "textile" fellow, and it must be recognized that project staff are a 
good deal leu likely to be fully informed about training possibilities in 1Uch general subjects, 

25 Pinal drart or the Pi(th Country Propammc. 
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unless there are such facilities in industry-specific institutions. Another •textile• fellow expressed 
the greatest satisfaction about two separate programmes selected by the CT A. one in training and 
consultancy at the Textile Industry Research and Developmeat Centre in Pakistan, and the other 
in the spinnability of fihres at the Shirley Institute in the United Kingdom. Highly specialized 
fellowships at the CISIR. planned by highly specialized international staff sometimes at their own 
home-country institutions. were also successful. In some cases there had been direct contacts, by 
mail or telephone, with host institutions in order to clarify and finalize programme requirements. 
It has been noted befon~. and experience in Sri Lanka confirms. that while fellowships in highly 
specialized and limited subjects can safely be left to the projects themselves. with or without the 
support of their equally specialized backstopping units, further information and advice on general 
cross-sectoral subjects could well be collected and disseminated by UNIDO headquarters.26 

96. Study tours were similarly found to be generally successful. and the initial planning study­
tour by the NPD at the start of project activities was utilized to good effect in one or two cases. 
In the case of Kelani Tyres Ltd the study tours were difficult to arrange since major 
manufacturers guard secret processes in a highly competitive iaternational market; but the CT A. 
exploiting previous industrial connections, was eventnally able to arrange one-week placements 
in India. Was this difficulty predictable. and does UNIDO really have to rely on these ad hoc 
personal approaches ? The mission bas no information oa UNIDO's previous activities in the tyre 
business. but if there have been any it might have been por.sible to exploit the experience in one 
way or another. A similar difficulty has arisen with a study-tour for three members of the Sri 
Lanka Standards Institution. which has still not been arranged some eighteen months after the 
request was sent to Vienna. The reason is not known, but it is notable (a) that nobody seems to be 
taking action to break the deadlock and (b) that no advice is available on the likely difficulty of 
finding host organizations for proposed study tours. These examples confirm the tentative remarks 
in the desk study on this subject. As a result of this particular case the SLSI will not ask UNIDO 
to execute the fellowship and study-tour component of the next phase of the UNDP-funded 
project, but will make its own arrangements27• 

97. On the subject of ltudy tours the mission has learned that Sri Lankan organizations 
sometimes play host to UNIDO participants from other countries, in particular the GCEC and its 
Export Processing Zones. One such group was due to arrive while th~ mission was ia Sri Lanka, 
but did not do so. with no prior warning from Vienna, thus regrettably undermining a reputation 
for administrative efficiency. Such incoming study tours. together with group training 
programmes and other non-project fellowships are handled by the UNDP office, not the UNIDO 
office. and the mission was informed that although UNIDO headquarters was generally correct 
and efficient they were often slow to act or respond in comparuon with other agencies whose 
study tours and fellowships are also handled by UNDP. 

98. The fellowship and study-tour procedure is unfortunately complicated by sometimes very 
slow government clearance of nominations. In its commendable efforts to ensure that fellowships 
go to the most suitable persons the government has introduced a competitive procedure and a 
series of approvals which 5eem to bold things up very badly in some cases. One such problem was 
unfolding while the mission was ia Sri Lanka: a feliow from CISIR had not received government 
clearance the day before she was due to start her programme ia France. 

99. Since Sri Lanka is a relatively unbureaucratic: country the government might possibly, if 
asked. do away with the need for government nomination of private-sector fellows and 
participants in other kinds of programme. This might at least be worth exploring. (Any such 
change would not of course help the public-sector) 

29 Tiie Hnuml "Guide to Tr1inin1 ~ppottvnitiCI" •H not ICCn or referred to ia Sri Lanka. 

Z1 Tiie SL.SI alto intend' to handle iu own equipment purchalCI, but to request UNIDO to recruit coa1ult1Dt&. 
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lpput HRD: Ptoiect experts pd coasvltaAts 

100. Although some experts are reported to have rua formal semiurs or traiaiag programmes, 
ud some to have doae so more svccessfvlly than others, svcb formal traiaiag is oaly oae mens 
of delivery of a more general HRD activity. It cu indeed be held that all experts' or coasaltuts' 
work is, or ovght to be, of aa HRD aallare. It is after all tlacir primary faaction to baild ap the 
professional capacities of their counterparts ud it dimiaisltes tbis f aactioa to take decisions or 
actioas oa behalf of the counterparts. The missioa llas aeithcr tlac time aor tbe resources to 
aaalyze this aspect of project cffectiveaess more deeply. 

lppgl HRD: Gropp tniDiH pgommes 

101. To judge from the list for the past two years coasiderable use of GTPs is made in a variety 
of fields. The small number of participaats met by the missioa does not allow for general 
coadusioas to be drawn about their quality or applicability. It is wortb aotiag that the one Sri 
Luba Railways eagiaeer iatemewcd was gcaerally satisfied, ud able to make specific use of 
the rehabilitation tecbaiqaes lac had leant ia the U.K. ud Tlaailud by virtue of lais participatioa 
ia a Japaaese-fiaaaced locomotive rellabilitatioa programme wlaicb is ia progress; bat tbis, be 
said, was accidental. ne other tlaree participants iatemewed were at tlae National Developaeat 
Baak ud had attended COMF AR programmes ia various forms. ne first of these had revealed 
that certaia details of the COMFAR computer programme, despite its maay admirable features, 
did aot meet the aeeds of the baak, aad so it had aot beea adopted. Non-COMFAR compoaents 
of two of the programmes (feasibility studies) had beea foaad iaterestiag aad useful as refresher 
courses. aad in oae case had improved specific ability ia assessiag the equipmeat compoaeat of 
industrial dcvelopmeat proposals. However these UNIDO programmes coastitute very small 
adjuacts to the major World Baak aad ADB traiaiag programmes wbicb had built up the NDB's 
maia professioaal capacity from the start. 

102. It is clear that at least ia these cases iavitations to apply for GTPs have beea routed to the 
correct operatioaal orgaaizations, aad have aot stopped short in miaistries. 

UNIDO's mode of opeptioa 

103. Formal coatacts are with the Exteraal Resources Divisioa of the Miaistry of Fiaaace; all 
activities iavolving IPF expenditure or fellowships and study tours cvca if funded from other 
sovrccs have to be approved by ERD. for exploratory discussions, pvblic relations, or supervisory 
or other contacts with operatioaal projects, the UNIOO office is free to make whatever 
arraagemeats it wishes directly with the persoas or orgaaizations coacerned, aad is vadcr ao 
cxteraal obligatioa to record or report these arraagemeots or their outcome. 

104. Witbia this coatext the priacipal goverameatal contact is with the Miaistry of ladustrics, 
Scieace aad Tecbaology. Relatioas with private-sector iadustry are also being built up, either by 
means of direct contact with iadividual enterpriGCS, or through the various Chambers. 

105. Given the plethora of goverament miaistries, of parastatal organizations and of non­
goverameatal organizations such as Chambers of Commerce aad Industry, the difficulty faced by 
the UNIOO office and by other agencies and donora is to judge the most productive list of 
contacts to be maintained. 

106. The mission's many discussioas with government officials about HRD ia geaeral, aad with 
other concerned with HRD in Sri Lanka, did aot lead lO any expression of opinion oa UNIOO's 
completed or on-going projects except for general courtesies. UNIDO's operations seem to be 
well-kaown amongst those directly concerned, but otherwise it does not seem that UNIDO bas a 
strong corporate identity. Considerable interest was however often expressed when the prospect 
of fvture UNIDO activities was floated - especially, it must be said, wbea fellowships were 
meationed. 
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B. QIHER INTERNATIONAL A5.5)SJANCE TO HRD IN SRI LANKA 

107. The UNDP Development Cooperation Report for 1990 (published in January 1992) shows 
total disbursement under lite HRD sectoral beading of USS24.4 million. or 3.5% of total reported 
assistance. 71% of this went to the subsector -Yechnical and Managerial Educatioa and Training•. 
The planned expenditure for 1991 was sharply reduced, to USSS million for the sector, of which 
86% for the subsector. There will of course llave been HRD components in other sectoral 
assistance. especially in the type •Freestanding Technical Cooperation•. (which amounted to 
USS88.7 million in 1990) but the components are not disaggregated. 

108. Seven donors contributed 90% or the USS24.4 million usistance in the HRD sector, u 
follows; 

ADB 
U.K. 
Japan 
Germany 
IDA 
Sweden 
Australia 

(USS x 1000) 
6434 
4035 
4027 
30n 
1860 
1597 
1004 

The UNDP's contribution of USS739,000 represents 3% of the total. The share of this executed 
by each agency is not showa. nor is UNIDO's or other agencies aoa·UNDP assistance recorded 
separately. 

109. Although the costs do not correspond with the above figures, receat activities of some of 
the donors relevant to this evaluation have included: 

ADB's support to the Technical Teacher Training Institute; also their study oa Technical 
aad Vocational Education and Training. a landmark study which only missed the industrial 
point of view; 

Brltlsla involvement with resettlement and retraining of people displaced by the dams 
which form part of the Mabaweli Development Scheme; also their contribution to some 
elements of ICT AD; 

Japuese support for the Automobile Engineering Training Institute; 

Germu support for the Apprenticeship Training Institute, the Railway Training Centre 
and other sectoral training; 

ID.A. finance and technical assistance for ICT AD. (lDA's interest in the proposed Human 
Resource Development Fund should also be mentioned.) 

110. It is important to note the various missions which have come to Sri Lanka to investigate 
and advise on the orgaai.u.uoa and coordination of technical education and training. The Dutch, 
for example, fielded a mission on vocational training in 1991 and subsequently decided not to 
proceed with a project (to be executed by ILO) until certain deficiencies had been rectified, 
namely lack of market orientation, lack of needs analysis, lack of natio11al standards, in particular 
absence of coordination - and apparent Jack of understanding of these requirements. Early in 1991 
the Germans organized a major conference to present the virtues of their Dual System. la 1991 
the Germans also undertook an in-depth evaluation of the Apprentice Training Institute which 
comes to important conclusions concerning the training system as a whole. As mentioned above 
the ADB bas recently conducted a sector review which deals inter alia with technical education. 
A World Bank mission is expected later this year. 
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111. The interesting aspect of these activities is their clO!e focus on Yocatioaal training; aone 
of them take aa integrated look at ma.power requirements and training facilities at all levels and 
types of employment. As previously mentioned, as far as indastry is coaceraed informatioa and 
policy on manpower requirements - from geaeral managers aad proclactioa managers to computer 
operators and tool-makers - is seriously defective. To the extent that iaformation exists it is 
scattered, and does not generally offer a dynmic pictare of trends and expectations. There 
certaialy seems to be scope for UNIOO in this .uea . 

• 
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5. UNID0'1 PQT£NIIAL CONTlllUJION TO BID IN Sil LANKA 

Arqs of perqived iatcractjoa 

112. Assuming UNIDO's coastitaeat to be tile Govenameat of Sri Luka aad through the 
govenament, the industrial sector - both pablic aad printe, tl\e •issioa ideatified three maia 
levels of potcatial iatenctioa betweea UNIDO ud its poteatial clieats. la ideatifyiag tllese 
poteatial areas of intenctioa tlae Missioa aoted tile accelentiag tread for goverameat to become 
less iatnasive iD the iad11Slrial sceae, as aoted by the liftiag of any restrictive regulatioas aad 
tile iacreasiag privatiz.atioa of previous state boldiags ia a wide raage of enterprises. Farthermore 
the missioa based its fiadiags op goverameat docameatatiOD whicll emphasizes the iateatioa to 
shift much of the respoasibility for HRD from govenameat to eaterprises in the public and private 
sectors, even to the extent that coasidention is being givea to some degree of privatiz.atioa for 
statutory bodies and aatioaal iDStitutioas tasked with admiaisteriag, manging or implemeatiag 
HRD. 

113. The missiOD's suggcstioas do aot preclade coatiautioa of UNIDO's aormal kiad of 
project; they may ltowever give them some form of aaifiecl approach to their HRD compoaeats. 

Data collectjoptualnis rela,i11 to HRD clcmgd 

114. The sho.rtage of statistical clata iD geaeral is a coacena for both the govenameat ud several 
of the major doaor agencies, priacipally UNDP, ESCAP, ud World Buk. ILO has beea iavolved 
with projects to support employmeat data collection, but macb of what is carreatly available is 
supply orie11tated and there is a critical shortfall of informauoa oa labour demand, particularly 
as it effects the planning and provision of HRD at both the macro aad micro levels. While some 
efforts are being made to tackle the problem at the macro level21, the mission notes that accurate 
demand-side data on aspects of HRD is most reliable when it is collected from a system of key 
informants, which by definition arc to be found at the micro nthcr than the macro level. 
Reference bas already been made to the highly successful attempts at HRD data gathering 
undertaken by the staff of the Textile Training ud Services Centre. Every effort should be m11de 
to encourage similar examples within other industrial secton, using existing infra-structure such 
as the training or specialized technology centres already established, particularly those which have 
close links with UNIDO. 

US. To accomplish sue~ an objective it will be necessary to initiate a dialogue with 
representatives of specific industrial sectors, and in particular those responsible for the training 
or technology centres. The objective of sucll a dialogue would be to introduce the concept of 
HRD as aa input to productivity and profitability, an input which is just as important as improved 
technology or capital investment. Such a task sbt>uld be made all the more easy by current 
Government moves to enforce an awareness of HRD oa a hitherto unresponsive industrial society 
by introducing compulsory registration of training activities together with plans to introduce a 
mandatory levy to support HRD activities. The Industrialization Commission, for example, bas 
rece:itly (1991) established a Committee of Human Resources Development and Labour which will 
advise the Commission on various aspects of manpower data, including labour shortages in middle 
and higher management, skill shortages, deficicacies in labour mobility, and the adequacy of 
training facilities. Returas arc expected from all public and private sector industries. 

116. Given these moves, which will effect public and private enterprises alike, there is a aced 
for employers and management to be made aware of the implications of such initiatives and to 
undentaad what role they can play ia making a viable HRD 1tr1tegy work to their advantage. 
This can only be accomplished when a data base on HRD demand is e1tablished for each industrial 
sector capable of quantify•ag HRD needs. Information oa skill requirements aad the need for 
staff development should be gathered for vertical employment baads witbia enterprises aad 

21 Sec p1r•ar•pb 7S aboYc. 
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industrial sectors, encompassing senior management, tecbnologists, supervisors, skilled and even 
semi-skilled workers; rather than assessing needs OD a horizontal Stratum of a particular level of 
employment. The former holistic approacb marks the difference between data required to prepare 
an HRD ~trategy and information which can only lead to the preparation of training plans. 

117. Gathering data through sample surveys and key informants requires both the motivation 
and the knowledge of manpower data processing. Appropriate staff within identified focal points 
should be identified and their capacity for collecting and analyzing manpower data needs to be 
developed. This can be undertaken by in -country training programmes supported by a limited 
number of selected overseas fellowships in aspects of manpower aeeds assessment for future 
trainers in techniques of manpower data analysis. For this purpose consideration might be given 
to building up a modern manpower planning training capability within a leaching institute such 
as the NIBM. 

118. Since there arc other measures being taken, with donor assistance, to assemble manpower 
data, albeit of a different kind, it will particularly important to ensure that any UNIDO activity 
such as proposed here is complementary, not in any sense competitive. Unusually close 
cooperation between donors and cxecutiag agencies will be called for. 

Coptrjbptions to poljcy Cormglatiop apd jmplementatioa 

119. Two major policy proposals are curreatly under consideration by the government, both 
of which will have major implicatioas for the future of Sri Lukan industry. The first concerns 
the introduction of the national HRD Fund (HRDF) which it is proposed will be financed in pan 
through contributioas raised by a levy on all enterprises over a certain minimum payroll size. 
There are various eumplcs of such fonds in both industrialized and developing countries and 
their experiences all point to the fact that unless industry uaderstaads the system and knows bow 
to make it work to its advantage, the levy becomes just another tax burden. Bul if enterprises are 
aware of bow the system works and are able to make valid claims for manpower development 
undertaken in pursuit of improved productivity/profitability, then a levy/grant scheme can be 
made to work to the advantage of all concerned. 

120. The second policy, which is already on the statute books, concerns the activities of the 
TVEC in the registration and subsequent certification of all training facilities and programmes, 
both institutional and in· plant. At present the TVEC is limiting its activities to registration, but 
it is proposed that this will be followed by on-site iaspection and certification of all training 
venues. Not only will the facilities, staffing and provision of training opportunities be assessed 
but also the curriculum and training standards for each and every programme. It is foreseen that 
this process will eventually link up with the levy scheme and only enterprises with approved 
programmes will be eligil-te for refunds under the HRDF (Kelly). It will also be intended to link 
the TVEC's registration and iospection activities to the propouls for national certificates and 
awards for all levels of skills and professional training, such as those currently prepared by 
NAIT A. This will greatly improve mobility of labour and should eventually e.tSC the manpower 
shortages curre:~•ty affecting many industrial sectors. However, the implications for both public 
and private sector industry are very important. Such moves will necessitate a new approach to 
company HRD policy, personnel practices in general, and the way in which recruitment is 
undertaken in particular. 

121. lo both examples of national HRD policy development, the mission found that industry 
and commerce bad little or no knowledge of the full implications of the changes being discussed 
or currently introduced. Discussions with the Chambers representing industry and commerce 
revealed an increasing interest in the wider functions of HRD (as opposed to the narrow 
interpretation of •training•) but there was little evidence within the secretariat, or amongst the 
limited sample of members approached by the mission, of any awareaeu of the macro level policy 
decisions or their ramifications. An even greater lack of awareaeu was found in the in the 
prof essioaal or technical centres (with the ooe exception of the Textile Training and Service 
Centre). This absence of awareneu and even concern on HRD iuues opens up a whole area of 
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potential interaction oa the part of UNIDO, which could help to develop industry's appreciation 
of the implications of the !lew HRD policies and to work towards a more proactive stance in 
national deliberetions of future policy strategies. This could be accomplished by promoting a 
series of seminars and workshops on relevant aspects of HRD and through brief fellowships and 
guided study tours for key officials in the Chambers or other professional bodies. 

Developmept of a professional HRD cadre 

122. As mentioned in previous paragraphs the missioa found ao professional accumulation of 
HRD knowledge and stills ia either the Chamber~ aor ia most other professional bodies visited 
in Sri Lanka. There was some experience in trainicg, altltough tlte level of such experience varied 
widely. Most donor· assisted technical assistance has focused on government providers of 
training, working either at the macro level of appropriate miJaislries or supporting specific 
training institutions. Between these two extremes there has been little input or assistance provided 
to the enterprise or particularly industrial sectors. Given t.laat macro· level and institutional· level 
interventions have to some extent helped to support the continued prolif erati:>n of training 
ventures in Sri Lanka, the time for a fresh approach seems overdue. It is t.laerefore proposed that 
more should be done to support the establishment of sector-specific HRD cadres wit.lain existing 
professional, technological and management centres along t.lae lines of the successful Textile 
Training a.ad Services Centre. UNIDO could assist Chambers ud professional bodies such as tlte 
institutes of engineers, managers and accountant! to recognize the advutages to be gained from 
building up such a body of HRD knowledge and skills. Working to a plan for industry as a whole 
a series of fellowships could be undertaken which would ensure at least one HRD specialist was 
to be found in eve•·y key professional body and relevant Chamber. Where UNIDO was eng1ged 
in supporting new professional or technical bodies it should always examine such proposals to see 
whether there was an opening for support to HRD policies/plus and if so provision for an HRD 
component should be planned from the outset. 

123. One particular avenue seems to have been neglected in this respect. The Sri Laataa 
Institute of Personnel Management (IPM), established in 1959 and incorporated by Act of 
Parliament in 1976 currently includes aspects of manpower data analysis and HRD policy within 
its Diploma examination. With a membership of approximately 300 personnel managers and 
corporate membership from all the major industrial and commercial undertakings. the IPM 
represents a major point of entry to all major Sri Lukan companies and given f urt.laer support 
assistance its could spread its influence still wider to encompass more medium level firms. The 
IPM has never been in receipt of technical assistance from any quarter and at present has minimal 
resources and supports its own training programmes and consulting services through the assistance 
of its members. Given the great potential of the mandate given to such institutes, UNIDO should 
consider preparing a major technical proposal to support the lPM, upgrade its capability to serve 
as a certification authority for HRD management, and give the institution a professional voice in 
the discussions between government and industry on all matters of HRD policy and planning. 
This could be accomplished by a programme of consulting inputs and fellowship training. 

future djrectjons jg HBD fur womeg 

124. Female labour force participation rates are projected lo increase till 2025, and if the 
situation of women ia industry is lo be improved, strategies aced lo be developed (1) to ensure 
better working conditions that will enhance their quality of life and (2) to increase their access 
to skill intensive and high and middle lcvcb of employment in iadu1try. UNIDO's interventions 
will be particularly useful ia supporting changes in policies and programmes -

a. which will counter the current lack or awareness of and concern for the poor quality 
of employment available to tbe majority of women, and 

b. which will assist in diversifying the 1kills of women who 1eck employment or arc 
currently employed in industry. 
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125. Due aueatioo must thus be paid to gender issues in all t!tree of the areas of activity 
suggested in this ~port. The disaggregation of data by gender will be essential as a basis for policy 
formulation on this point, and special gender-related surveys may be necessary, e.g. tracer studies 
of women trained by the major national agencies. (lo this respect it bas been obse"ed that women 
secondary school leavers drift from one training programme to another in a (utile search for 
employment skills.) 

Poteqtial fugdip& for UNIOO intervegtioas 

126. UNDP successor arrangements have introduced Technical Supply Services (TSSl and 
TSS2). TSSl funds ar.: available to support up-stream activities such as sector analysis and policy 
formulation. Support for manpower data gathering exercises within the industrial sector or sub­
sectors should be possible under TSSl. So too could studies on aspects o( HRD policy/planning 
prior to the implementation of government proposals. However, technical assistance for the 
development or an internal capacity to undertake data gathering and policy formulation and the 
development of a professional cadre of HRD specialists would require funding under TSS2. 
Although not specially covered under the present UNDP programming cycle, arguments could be 
made for inclusion of some components under the general heading of the HRD Programme. 

127. The World Bank is fielding a mission shortly to examine the aew HRD proposals, in 
particular the proposals for the HRD Fund. There are reports that the Bank's mission might be 
willing to consider financing some pilot studies as to how the scheme will work in practice. How 
such pilot projects will be prepared are as yet unknown but the possibility exists for UNJDO to 
keep a watching brief oa future developments and take any opportunity offered to make a 
professional contribution to these activities. Should a major loan-funded project emerge, 
resources may be allocated for some aspects of the three priority areas mentioned above. 

128. Although some bilateral donors arc reacting solely to government initiatives, others arc 
becoming more selective in their support and arc encouraging the government to concentrate on 
projects which can improve internal dficicacy within the HRD system. Funding for UNIDO 
interventions may become anilablc through negotiations between government, professional 
institutions and potential donors who arc willing to support improvements to system coordinatfon 
or policy planning. 

129. Given the financial implications for many enterprises, private-sector funds might be 
available to UNIDO for appropriate services in support of sector-specific interventions. 

130. It is perhaps worth reiterating the imperative necessity for coordination between donors. 
Given the case with which a donor can find a new point of contact in Sri Lanka amongst the many 
organizations and ministries, the donor commutJity bas probably, with all good will and 
professional standing, contributed to uncoordinated ineffectiveness on the recipient side. UNIDO 
should take care not to exacerbate this state or affairs. 
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ON-GOING AND PIPELINE PROJECTS IN SRI LANl{A
29 

ON-GOING PROJECTS: 

83/019 • ASSISTANCE TO GCEC 
Budget: 552.968 USS 
Duration: 7 Starting date: 08/84 
Status : to be completed 
Counterpart : Ministry of Policy Planning and implementation 
NPD: 

A••H 1 

BSO : Mr Galama 
Remaining funds: 14.569 USS. Closing procedures requested to HQs. Awaiting BSO's reply. 

DP/SRL/861007 ·STANDARDIZATION AND QUALITY CONTROL 
Budget: 657.618 USS 
Duration : 4 years Starting date : 03/88 Approx.compl. : end 92 
Counterpart : Ministry of Industries, Science and technology 
NPD : Jayawardene 
BSO : K. Stephens 
A training course in Sri Lanka will take place in 08/92. 
SLSI has accepted a I -year fellowship at Brunel Institute. 
A short-term fellowship has to be organised. 

DP/SRL/86/009 - ESTABLISHING OF A TRAINING DEPARTMENT AT THE KELANI 
TYRES LTD 
Budget : 735.911 USS 
Duration : 4 yeat's Starting date : 07 /88 Approx. compl. : end 92 
Counterpart : Ministry of Industries, Sciences and Technol. 
NPD : Abeyguoawardeoa 
BSO : V. Bysyuk 
CT A : R. Garvin 
Ibis project is nearing completion. Terminal report received and government bas requested that 
the remaining funds be utilised to perform a feasibility study of establishing a National Center 
for the Development of the Rubber Industry. The expert, Mr Niehaus, has been fielded for 2 
weeks and during his debriefing, it appeared that the problems were more complex than expected, 
thus the need for a detailed study. The Terms of Reference for this mission have been drafted by 
UNIDO field office and sent on June 9th to the BSO for comments and completion before official 
submission. 

DP/SRL/87/012 • MANAGEMENT SERVICES DIVISION AT THE TEXTILE TRAINING 
CENTRE 
Budget: 1.126.066 USS 
Duration : 4 y. Starting date : 06/92 Status : operat.completed Counterpart : Ministry of 
Handloom and Textiles 
NPD : Pararajasingham 
BSO: Mr Eraneva 
Waiting for BSO completion formalities. 

29 E.xtrac:ted from UCD'1 activity report dated 15 June 1992. 



DP/SRL/171007 • FORUM OF INVESTORS 
Budget: 844.941 USS 
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Duration: 4 y. Starting date 'i)7/87 Approx.completion :93 
Counterpart : GCEC - Ministry of Policy Planning, Implementation 
NPD : H.B. MASINGHE 
BSO : F. Svare 
Mr Suma, expert in business analysis, has conducted a survey of tte follow-up of the forum that 
took place in 11/91. He has remitted a draft of his report and recommendations. The project is 
almost completed except for fellowship. We're awaiting the nominations from the government. 
An in-depth evaluation mission is planned for January 93. 

DP/SRL/161016 ·TECHNOLOGIES FOR FOOD AND AGRO-INDUSTRIES 
Budget: 1.047.605 USS 
Duration: 4 y. Starting date: 03/89 Approx.compl. 'i)6/93 
Counterpart: MIN.of Industries, Science and Techn. - CISIR 
NPD : Jayatissa 
BSO : Sabater de Sab~tes 
CTA: Hogekamr 
Visit of the CTA from 19/4 lo 19/5. Presentation by CISIR in M;.y of the products developed by 
its staff (a number of the products have already been commercialized). 
2 fellows nominated should leave for France soon. 
Aroma expert came for a 2 month mission in feb. and March 92; a bakery expert is expected in 
July/August as well as the CTA. 

DP/SRL/16/014 - Establishment or a CAD/CAM center at tbe Uainrsity or Moratawa • 
Miaistry or Edacatioa 
Budget: 835.841 USS 
Duration : 4 y. Starting date :01/89 Approx.compl. :93 
Counterpart : U. of Moratuwa. M. of Higher Education 
NPD : Prof Da Silva 
CTA: M. Bossak 
BSO: V. Shatravko 
Visit of the project on April 10 by JM Bonnamy and N.Dewez. Cutting tool Design expert arrived 
on April 24 for a one month's assignment. 
As requested by the centre, an evaluation mission has been planned in 93 to identify and assess 
the needs of local industries in order to create a private sector engineering centre. 

DP/SRL/91/031 - MICRO LEVEL INDUSTRIAL POLICY 
Budget: 695.000 USS 
Duration : 2 y. Starting date : 04/92 
Counterpart : Ministry of Industries 
NPD : Jayawardena 
Project Manager : Hattice Pehlivan 
BSO : F. Richard 
Arrival of the Program Manager Miss Helice Pahlevan on April 20 
(she is under sub/contract with Maxwell Stamps) Mr Robertson, will start his assignment as micro 
industrial Policy advisor on July 1st. We're expecting visit of BSO. 
Status: 

DP/SRL/89/014 • REACTIVATION OF THE FOUNDRY INDUSTRY 
Budget: 698.750 USS 
Duration : 3 y. Starting date : 06/92 
Counterpart : Industrial Development Board (Min. of Tourism and Rural Industrial Devel.) 
NPD : R. Rodrigo 



CT A : Mc Ardle 
BSO : A.Buckle 
New NPD appointeJ in. June 1st. 
Office equipment and car ordered. 
Waiting for the arrival of the CTA in July. 
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SIS/SRL/89/801 PRODUCTION OF GRINDING BALLS AT THE CEYLON STEEL 
CORPORATION. 
UNIDO Budget : 30.000 USS 
4itarting date : 06/90 S:atus: almost completed 
BSO: Buckle 
First mission of mr Southwick, expert grinding media highcrome cast iron, end of 1990. Second 
mission started on May 11,92, for 1 month to review and participate in testing and further 
production activities. 

PREPARATORY ASSISTANCE: 

DP/SRL/91/027 • INVESTMENT PROMOTION PROGRAMME : PREPARATION OF A 
STRATEGY 
Budget: 226.040 USS 
Duration: 12 months Starting date: 1/92 
Counterpart: Industrialization commission - GCEC 
lmplemention agency: Inter. Finance Corpor. 
NPD : L. Watawala 
CT A . B. Velie 
A first FIAS (Foreign Invest. Advisory Service) mission sent in March to study the comparative 
Advantage of Sri Lanka. A second mission on the policy framework expected in July. 
P.A. doc. and signed cooperating agency agreement by the govt sent to Vienna in April. 

DP/SRL/91/007 • ITMIN 
Budget: 252.000 USS 
Duration : 6 months Starting date :04/92 
Counterpart : Min. of Industries - CISIR 
Project Manager: Mr Murazkiewitz 
National project coordinator: M.Mubarak 
BSO: M. Dimitriev 
Team leader arrived April 5th for a 6-month mission. 
Other experts: Mr Klimov arrived April 24 and Mr Teremesky June 11. 
Publication by the team of News Letters. 
Organisation of a workshop on the ITMIN design on May 4, 92. 

PIPE LINE: 

DP/SRL/91/034 • ASSISTANCE TO RESTRUCTURING GCEC 
Budget: 285.500 USS 
Duration : 1 y. estimated Starting date : 
Counterpart : Ministry of Policy Planning & Implement. 
lmplem. agency : GCEC &. lndust. Commission 
The draft project document bas been discussed during a meeting at the Ministry of Policy 
Planning on April 15 in presence of Mr Mr Watawala, UNDP DR and UCD. Some amendments 
have been requested by the Gvt. The amended document bas been submitted for official approval 
to the Gvt on April 28. 



DP/SRL/91/019 • Industrial Policy Pollatloa 
Budget: 2.157 .000 USS 
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Duration : 3 y. Estimated Starting date : 09 /92 
Counterpart : Ministry of environment and parliamentary affairs -
CEA 
BSO : R.Luken 
Revised project document received from Vienna following PAC recommendations. Still a few 
changes have to be made in the field, upon UNDP request. 

DP/SRL/92/005 • ENHANCING QUALITY IN SRI LANKA 
Budget : 1.458.000 USS 
Duration: 4 y. Estimated starting date: 01/93 
Counterpart : Ministry of Industries - SLSI 
De Silva 
BSO : K. Stephens 
Revised P .D. received from Vienna (taking into account recommendations of pac meeting) and 
transmitted to government. 

ADVISORY ASSISTANCE TO THE M. OF TOURISM AND RURAL IND. 
Duration : 2 years 
Counterpart : MTRID 
M. Ratnayake 
1st draft of Project document prepared hy field office and submitted to MTRID. 

NON UNIDO PROJECT BUT HANDLED BY UNIDO 

SRL/92/0XX • MODERNIZATION AND AUTOMATION OF THE INDUSTRIAL PROPERTY 
ADMINISTRATION AND ITS PATENT INFORMATION SERVICES 
Implementing agency : Ministry of Trade and Commerce 
Co-operating agency: WIPO 
Budget : 400.000 USS 
The registar of patents and Trade Marks has to prepare a work plan. When receiving it, field 
office will set up a pac meeting. 

TRUST FUND AND OTHER ACTIYITIES: 

US/SRL/781207 - ESTABLISHMENT OF A CERAMIC RESEARCH AND DEVELOPMENT 
CENTRE 
Budget : 1.505.800 USS 
Counterpart : Ministry of Industry 
Completion procedures to be done at the Headquarters. 
BSO : N. Biering 
There is a lot of interest in Sri Lanka for trust funds following the mission of Mr Marei in 
February. While most often the requests are for financial assistance there are a number of well 
documented request for precisely defined technical assistance, mostly in the form of facilitating 
the recruitment of foreign experts through UNIDO roster or information network: 

- Samuel and Son 

This engineering company has requested the help of UNIDO to r4=cruit two low cost experts on 
short-term a11ignment, which could be extended. UNIDO has proposed two chinese experts who 
fit inside the company affordable budget. However the company would like UNIDO to take in 
charge the airfare and assist in enhancing their salary. 
Status : Request transmitted to Mr Marci. Waiting for his reply 



- Ceylon Glass Company 

CGCo bas requested the services of an expert in glass container manufacture !or a period of 1 year 
to help in i:nplementing a major development project. 
Request transmitted to Mr Marei 

- Glassware project with Lanka Ceramic 

This company bas requested a feasibility study regarding the establishment of a joint venture for 
producing glassware. 
Mr Marei has asked us to prepare terms of references and composition of team of experts with 
Lanka Ceramic. 

- Mc Callum Brewery 

This company, the second of the two brewery in Sri Lanka wants to start production of table 
water and bas approached UNIOO for technical assistance. Contact have been arranged in 
Colombo through the French embassy to approach frencb iirms who could be interested in a joint 
venture and have an exploratory mission financed through the french contribution to IDF. 
Status : waiting for the formal application of Mc Callum Brewery 

-DIMO 

This company bas asked the assistance of UNIOO to recruit at its own cost a long term expert in 
bus body construction. A suitable expert bas been found by UNIOO. 
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PERSONS CONSULTED 

Mr A.S. Jayawardena 
Secretary 
Ministry or Industries, Science and Technology 

Mr K. Austin Perera 
Additional Secretary 
Ministry or Industries, Science and Technology 

Mr G. Guaawickrema 
Director Management and Mnpower Development Division 
Ministry or Industries, Science and Technology 

Mr Luxman Siriw1rdena 
Director Investment Division 
Ministry or Industries, Science and Technology 

Mrs V. Ratnayake 
Ministry or Industries, Science and Technology 

Mr Tilak Collure 
Director Industrialization Commission 
Ministry or Industries, Science and Technology 

Mr T. Maxwell 
Adviser on Industrialization 
Ministry of Industries, S<.ience and Technology 

Mr C.D.R.A. Jayawardene 
Deputy Director- General, Sri Lanka Standards Institution 
Ministry or Industries, Science and Technology 
(National Project Director DP /SRL/86/007) 

Dr P.M. Jayatissa 
Director, Ceylon Institute or Scientific and Industrial Research 
Ministry of Industries, Science and Technology 
(National Project Director DP/SRL/86/016) 

Ms Subadra Jayasingbe 
Officer-in-Charge, Agro Industries Section 
Ceylon Institute or Scientific and Industrial Research 

Dr U.M. Senanayake 
Officer-in-Charge, Natural Products Section 
Ceylon Institute of Scientific and Industrial Research 

Professor Mieczyslaw Muraszkiewicz 
Industrial Technology Market Information Network Feasibility Study 
Ministry of Industries, Science and Technology 
(Project Coordinator DP/SRL/91/007) 

Mr Viacheslav E. Klimov 
ITMIN Feasibility Study 

Aaae:s 2 
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Ms Naliai Madaaayate 
Deputy Director. Extenaal Resources Division 
Ministry of Fiaaace 

Mr S.A. KarunaratDe 
Director. National Planning Department 
Acting Secretary 
Ministry of Policy Planning and Implementation 

Dr P. Alailima 
Director, Humu Resources Division 
National Planning Department 
Ministry of Policy Planning ud Implementation 

Ms Chitra Perera 
Deputy Director, National Planning Department 
Ministry of Policy Planning and Implementation 

Mr Terence F. Kelly 
Resident Economic Adviser, Natioaal Planning Department 
Ministry of Policy Planning ud Implementation 

Mr G.A.K. Gajaweera 
Director (Training) 
Institute for Construction Training ud Development 
Ministry of Policy Planning ud Implementation 

Mr G. Weerakoon 
Commissioner of Labour 
Department of Labour and Vocational Training 

Mr T. Hapugama 
Deputy Commissioner of Labour, Manpower Division 
Department of Labour ud Vocatioaal Training 

Mr P.M. Leelaratne 
Senior Assistant Secretary 
Ministry of Youth Affairs and Sports 

Professor Dayantba S. Wijesekera 
Vice-Chancellor, The Open University of Sri Lanka 
Chairman, Tertiary and Vocational Education Commission 
Ministry of Youth Affairs and Sports 

Professor Willie Mendis 
Director-General, Tertiary and Vocational Education Commission 
Ministry of Youth Affairs and Sports 

Mr H.S. Wanasinghe 
Chairman, Human Resources Development Council 
Ministry of Youth Affairs and Sports 

Mr AJ.M. Muzammil 
Chairman, 
National Apprentice and lndu1trial Training Authority 
Ministry of Youth Affairs and Sports 



Mr W. ; 1:·amaba 
Secretary. Ministry of Handloom Industries and Textiles 
Chairman, Textile Training and Services Centre 

Mr E. Pararajasingham 
Director 
Textile Training ud Services Centre 
(National Project Director DP /SRL/87 /012) 

Mr A.H.W. Saheed 
Marketing Specialist. Textile Training and Services Centre 

Mr Minal Perera 
Weaving Specialist. Textile Training and Services Centre 

Mr Joseph Fenwado 
Spinning Specialist, Textile Training and Services Centre 

Mr D.P. Guaawardene 
Training Specialist, Textile Training and Services Centre 

Dr M.MJ.W. Herath 
Director Technical 
Ministry of Minerals and Mineral Based Industries 
(National Project Director US/SRL/78/207) 

Mr BD. Sarath R. Silva 
Assistant General Manager (Research), Lanka Ceramic Limited 
Ceramic Research and Development Centre 

Mr Ranjan Rodrigo 
Foundry Development and Services Institute 
(National Project Director DP/SRL/89/014) 

Mr H.F. Nanayakkara 
Foundry Manager, Industrial Development Board 
Ministry of Tourism and Rural Industrial Development 

Mr Asoka N. Senanayake 
Director- General, National Institute of Business Management 

Mr C.G. Jayasuriya 
Secretary General, The Ceylon Chamber of Commerce 

Mr Chandra Silva 
Assistant Secretary, The Ceylon Chamber of Commerce 

Mr J. Sotbioatban 
Secretary General, Ceylon National Chamber of Industries 

Mr Gamini De Silva 
Group Director - Human Resources, Singer 
Pre1ident, Institute of Personnel Management 

Ms Sumitra N. Fernando 
Group Personnel Manager, Aitken Spence&. Co Ltd 
Secretary, Institute of Personnel Management 



Mr S. Deveodra 
Manager, Humaa Resources, Ceylon Glass Co Lld 

Mr N.H.S. Bastin 
Muagiog Director, Delmege Forsyth cl: Co (Paiats) Lld 

Mr H.D. Wijayaundau 
Executive Director, Hariscllaodra Mills Ltd, Malara 

Mr Clauga J. Samarawttra 
Director, Bartleet ud Company Lld 

Mr R.S.R. Abcygauwardaae 
General Manager, Kelui Tyres Limited 
(Natioul Project Director DP /SRL/86/009) 

Mr N.B. Piyaseaa 
Manager, Humu Resources Development 
Kelaai Tyres Limited 

Dr Abllaya Attauyate 
Managing Director, Sri Luka Business Developmeat CeDttt 

Ms Swaraa Kodagoda 
Deputy Executive Director • Eotttpreoeur Developmeot 
Sri l..anta Business Developmeot Ceatre 

Prof:ssor P.A. De Silva 
Head, DepartmeDt of Mecllaoical Eogioeeriog ud CAD/CAM Ceotre 
Uoiversity of Moratuwa 
(National Project Director DP/SRL/86/014) 

Dr S. Robaa Tittagala 
Seoior Lecturer iD Mechanical Eogineering 
Uoiversity of Moratuwa 

Miss S.M.C. Femudo 
Probationary Lecturer iD Mecbaaical Engineering 
Univer~ily of Moratuwa 

Mr H.B. Masingbe 
Director • Promotion cl: Services 
Greater Colombo Ecooomic Commissioa 
(Natioul Project Director DP/SRL/87/007) 

Mr N.S. Bogoda 
Seaior Executive • Projects, National Developmeat Bank 
(Participant in COMFAR seminar, Manila, 1989) 

Ms W .S. Madurawela 
Executive • Projects, National Developmeot Bank 
(Participant in Investment Feasibility programme, Turin, 1990) 

Mr S.L.C. Peiris 
Executive • Projects, National Developmeot Bank 
(Participant in Industrial Project Preparation programme, 
Abmedabad, 1991) 

• 
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Mr R.A.R. Rabel 
Mecha.Dical EDgiDeer (Locomotives) 
Sri Laab Railways 
(Participut iD Rolliq Stock RebabilitatioD programme, 
Derby, U.K., uad Baagtot, 1991) 

----o----

Mr ADdtt Viaette 
Counsellor (DevelopmeDt), Cuaadiu Higla CommissioD 

Mr Wieund Stariq 
First Secretary, Royal Netherluds Embassy 

Mr J. Iida 
Assistant ResideDt Representative, nc.A 

Mr M. Kawasaki 
Assistant Resident Representative, HCA 

Mr G.W. Kavcendraraja 
Coordinator,JICA 

Mr Klaus Schneider 
German Project Manager, Apprentice Training Institute 

Mr J.K. Robert Englaad 
Resident Pepresentative, UNDP 

Mr Bernabe Garcia 

----o----

Deputy Resident Representative, UNDP 

Mr Saliya Tilatarataa 
Senior Fellowsbip/Recruitment Officer, UNDP 

Mr Roberto Bentjerodt 
Senior Operations Officer, Tbe World Bank 

Mrs Brita Ostberg 
UNICEF Representative, Sri Lanka and Maldives 

Mr Guy B. Sc:andlen 
Programme Officer (Planning/Evaluation), UNICEF 

Dr Haas G.P. de Knocke Van der Meulen 
Country Director, United Nations Population Fund 

Mr B.C. Srivastava 
Director, ILO 

Mr Peer Hijmans 
Representative, FAO 



Mr Jen Marc Boanamy 
UNIDO Country Director 

Ms Nicole Dewez 
UNIDOJPO 

Mr Bernard Seneviratne 
UNIDO 
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