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IIIC $as lhe counLry s lirst lalcconrlrrLnicrti(rrs courpany and is Lhc sLrcccssor Lo 1l)c li)rtrct-
golclnnrcnt o\\incd IclccolrmLrnicrlions l)c|a n)crt. ll lcacls thc tclccomnrLrnicu(iou inLltrslr)

Nilh ll5 lcr ccnt ol 1hc llxcrl linc nctrvo|li. ln l9()(r r\ll(' \\rts ilrcorporrtc(l irs a public liDrilc.l

llilbilily company ancl in l9()7 NNN Conrmuniciltions I-ld. in!cstcrl t,SI) 125 million 1o lalic

n.l5 por ccnl slrlie in AR('.

AllC FI.C is onc ol Lhe coLullr)"s rrosl vajLLaLrlc bluc chip conrPenics NiLh un uuurul turllo\cr
incxccss oj'lls. 40 billi(nr. 'lhc conrpony hus llso bccn llrvuldcrl en AA,\ (Sri) rltilg L)J l itch

Ihtings Lanlta lirllorvccl by a I:]ll-intcmltionlLl tating by Standarcl antl l\ror''s rcllcoling its
tobLjsl lluancirl imagc.

2006. ii sahry ap|raisal rt Al](1. coudLrclc.i by the manrqcmcnl consullancy lin llrnst &
ll]qng thet hrcl covcrccl thlcc non-cxcculirc cmplol'cc lcvcls strch us thc nri (rr sltfl-

clcal unLlcrsturlding rboul thc outcorrc rnrl thc proposcd rcurc(liiLl mcrsLlrcs sLrggcstcLl

lle consultrncy llrm 10 thc AI]('nranrgcnrcnt. I)uc to Lhnl. cnrplorccs ol'AIl( blilntc thrt

ID0nllgcn]cnl has nrislc,:l thcnr. thllt un ilsscssnlcnl con(ltrclcll in 200(r on sala|r lnonlalics

icrl slrrll. irncl clcricel stall_. Ilcgur(ling lhrrl Lrppraisal. AIIC cnrplolccs sr) lhlll thcir

)stions rvcrc not includc(l in thrL asscssr))crrl. lirrlhcr cmplo)ccs rcvcll.(l ll)ltt thcv rlid llo(

bcel a sham. 1_hat salnrl'applaisal rlicl uot gi\c an)'rontcdics lirr-thcir salrrr'l anomalics

I conrparc u,ith incrcasiug cost o1'living.

rnfloycc Lrnions sliy lhul thc marugcnrcnl hils l(cpt thc Nlpllisal
,linions had a vicu thill this xsscssnlclrt not giYc hsting solulions 11)

rcport oul ol_ thcir

thcir problcms lnd
milniltcmclrt.aLlcrcri, -rti., r,'l \lle t.r.rr'ot . .l\, i.l,'l'.rr'' . tl pr'...rrt r.rrrru....

arc not sutislied rcgrr(lin8 Lhcir pu\'nrirulgcrrrcllt. lispccialll in thc pcrs|ccLi\c o{'

ive cmplolccs lhc)' dcrDirnd pa-v' inc|ouscs lh|oLrgh thcir llll di\'isiou 1o thc

nt. ll l]liuragcnlcnt dirl rrot consiLlcr thcir rcqucsl or did nol llpproxch thcir fr)

, whcncvcr thc), lrul(c a rcqucsl to illcr'clsc lhc saliLD' (duc to iurrrasirrg cost ol'

tlrc IIlt division !nd nrruagcmcnl passin,r thc ball hc|c and Lhcrc but \!crc lrot

prcblcnls in a ucnLrinc nutnncr. Ilcgarding non-cxccLrli\'c antfloyccs pily ntrltilgclrcnl



apprlrch lhcir pl'oblcnrs gcnLrincl). Anlorg thc norl-c\ccLltivc cllDlo)ccs. havc a lcclillg that

thcrc is a hugc pay dilltrcncc or salary dill'crcncc bcl\\'ccn non c\cclrtivc crrlployccs ancl

excculivc cnrployccs. lhcrc is no lrallsl)arcncy tcgarding thcir pev nllnogclrlclll ABC s

lranagenlcnt is nliliutaining a scc|ct./Lrndisclosccl siilltry syslcnt. ln Sr'i I-anlia. csl'tccially day

by clay pricc lcvcls arc irrcrcasing. as a rcsull of tlr.rl cosl ol_ Iirinil also incrcasing but

Ilrr:r. (rrctl !1.,In,, l.sr( ) r.,Il,. rr.'r'erulrtiriirrll.J,., -rl..r).rrru.rr. li...

Non-cxecutivc cmplo)ecs crpross Lhcil clissatislacLion tcgrtcling pa1 nranegcnlclll sc!crill

tirncs t() lllc conrl)xlly s lt'lilrrgclncrrt in (lcllloerillic \\a1s. I]ut tt'lanegcntcnl (locs not listcn to

tlrc cnlplo)ccs or Lrnions rcqucsts or dcmands. l-ivcn tbough ctlrployccs had sallrv ploblctlrs.

thcy did nol havc inlcntion lo orgrnizc e slrilie agrinst llrrnalicnlcnl.

Ilut a criLiciLl incidcnl ltappcncd in l(ancly AIl('olllcc thlL \\as ll) inl.lcrlirlc cartsc ltrt I
Iabou| union rlclion (strikc) rt AllC. Onc ol-Lhc cntfloycc ulrion rcprcscnLilli\'cs ol l<ilndy

rcgion was hil by an,\1)C r1rllllgcr. that conloltalioll had induccd thc \tr|lic|s 10 slrlrt strike

at,,\BC inlmccliolclv.

As a rcsult of that illci(lclrt ancl othcr conLra(licliolts \viLll nlan gcnlortt. cnlployccs di(l nol

hrve any othcr altcrriltivcs k) solvc thcir Problcfis cxccpt call lin l stilic. So thilt. dllc 10 thrl

inlmcalialc cuLrsc lrncl ()11'r0r accLlurLlliltcd problcms cnrplo-vccs orc corrpcllcd to call lirr a shikc

and involvcd ill s1r'ilic in orclcr lo sol!c lheir pay relalcrl problcnis Nncl sililry ilnonllliics. lJul

aluo to various intcrlcr-cnccs. thc c1'li)lis ol cnlploycos wcrc nol sLtcccsslitl.

Aprut Ibr thc rbovc aspc0t. urost ol thc cnlployccs bclic\,c lhat lhc currcnl I)llsystcln oI ABc

did nol mect llie cmplo)'ccs'cxpcctil{ion in tcrms ol crilcria. policy. rncthocl. trallsparcncy.

accuracy. reliability. ancl ltcclLracl<. In othcr rvotds thc cLlrrcnt I'll s)slcnl ol n lll h.r5 so

nrany rvcalircsscs lor a loDq timc \\iLboLrt rny sillglc inrprovcurcul in mcltsrtrinu pcIlirrmrncc

o1'cmployccs. IinlPlo),ccs ltaVc a lccling lhat thc cxisling l)lr s)slcnr crilerill iulcl obicclivc

docs not link r.vith thcir job tasl(s aud dLllics. Il11plcnlcntation biils also a sc\icrc vlrus ls

conlinLrally alt|aoling rcrl pc|ftrrnnncc ol-qood and bltd cntplolccs' |rrli)n]rIncc at.,\llC
'l hclc is no tunsparerlcy rcganling crrployocs' pol lorntrncc cYrlualioll.

According to thc cxisting Pl: s1'stcm cmplovccs rrc lrcatoc1 (lill'crcl)tly. l'lipolicy also bi

bccausc nolr-exccutivc clnpkrl'ccs pcr'lbtlnancc cvlllLuLion conclLrctcd s0nti-allnuitlly !1

siln'lc tinlc cxcclllivc clnployccs |crlir|rrlrco cvaluirtion is conduclcd cvcry nrcnth. So

uhcn comparc wilh non-cxcclrti\c cmpLoyecs, cxcouli\,c clrrployccs havc ltighcr'chancc

fossibility to gct morc lrlvlntrgcs rnd bcncfils cluc this i)li policy.

I)uc 10 this clillcr0nt approcch. l]ur-c\cculivc cml)loyccs lccl thilt

ilccallsc to lra\imizc thcir pcrli)l.lnilncc bllscd hcncllts l]rcJ- onlt gc1

thcv arc lrcaled bad

t\\'o chanccs per ycal



executive enployecs have 12 chances per year. There is a good example indicales that, thcre

is no unilormity in their PE policy in te[ns oi'fteclue]rcy oi pcrformancc ,:valuatioD and

dist bLltion ofbenefits among the enlployees.

ln general, among tire enployees most o{ thcm ha\e an opinion thal the rulTent PL syslern

does nol match with lhe organiz;ilion goals and objectives. That mcans the current PE system

objectives are not align $ith organization nission and vision. Pmclically^ employees feel that

there are implementatioD bias and no pa icipatioi of individual employee regarding his,/hcr

perfonnance evalualion.

Olher impoftant issue is there is no transparency (black box) in the existing performance

evaluation systern at ABC induccs to think among the $'orkers about reliability of the PE

systelr at ABC. Due to these main wealoesses of PE system again adding points to

employees' problem further especially amorg the non-executjve ernployees ofABC.

Even though, the ABC has a continuous process ofrecognition iniegrated deep inlo i1s culture

and work processes, an enhanced perlornance lnarlagen,ent systcm did not lntroduce lo align

employees u'i1h conrpa[y goals aod objectives, to monitor the performancc of the employees

and to provide feedback and their development oppofiunities. To cnhancc thc effecliveness ol
the perlormance appmisal scheme. cu ent methods are not being customized to the needs of
the iobs. As lhe resuhs of this appraisal system real employees' performance are not match

\d1h their career progressiorl plans. lJltimately the above siluation adverse]y affects the

overalL business performance of ABC and also rcasons for many chaos in its day to day

operation.

Questions:

L
2.

Identily the major chaos at ABC from the above inlbrmation. (05 Marks)
Describe the crirrent role and eflectiveness ofHuman Resource Managemcnl Division
ofA.BC in managing employee performance and reward syslem 10 achievc ils businEss

performance. (06 Marks)
Can ABC work weLl in the Sri Lankan competitive teleconrnunication blrstness

industry in the long run wilh the existing PE and llM practiccs? Explain.
(06 Marks)

Diagrpnrmatically illustrate thc consequenccs ofpay dissatisfaction at ABC Colrlpany.

(05 M.rl$)
Suggest viable and appropriate FIR solutions to solve the major issucs/problems yor.t

identified in this case studv. (06 N{arl{s)

(l'otal 28 l\{arl<s)



Q2.
(a) Define the term "Perfomance Evaluation Criteria" and list out important characteristics

of a good performance evaluation criterion.

(05 Mark9
(b) Describe six best ways lor managers to do employee perlormance appraisals in a more

effective manner in an organisation?

, (04 Marls)
(c) Assume that you are a newly appointed HR manager of ZYZ Company. The big

ch3llenge in ftont of you is: how to improve employees' job perlormance in thr

compary. At the same tin]e the ZYZ Company has a formal Performance Evaluati

of existing Performance Evaluation System. What aspects you must consider i

System. The top managenent of ZYZ expects from you a report about the satisfaction

preparing a report about the existing Perfonnance Evaluation System Satisfaction

ZYZ Company?

(09 Ma

Q3.
(a) Explain how the following characteristics of evaluator/rater influence the perlo

evaluation/performance rating of an evaluee/ratee.

. Personal charactedstics of evaluator/rater

' TYPe ofrater
. EvalLrator/rater loowledge ofratee andjob

(b) Discuss the following issues ofPerlbrmance Evaluation System in an organisation.

Why an organization must have a legally defensible performance

system.

Ethics of Performance Evaluation

Q4.
(a) Briefly describe about three (3) types of organisational justices and also

these justices arc rclated to the reward or compensatiol'l management

organisation.

(b) Descdbe the pros and cons of'pay for performance'

it js most appropriate.

system of

explain

(10 Ma

and also explain in wllich



Qs,
(a)

(c)

ln a highly compctitivc inclustry (like comncrcial ba,tking iidustry in Sri I-aDka).

explain. how olganizatiol'ls (banks) arc nranaging their re\!ard systcm in a morc

cllective rnanncr.

(r)6 Mrrks)
Elaborate the charrctcristics olan eflcctivc rclvard oi colnpensalion systcn in Aeneral.

(06 Mrrks)
pcscribc the rclationship among thc lollowing colltpensatioD [clatcd systenl

conlponcnts by usi!1g a fianrcrvorl<.

. Colrpcnsation goals

. Conlpcnsatioltstratcgy

Compcnsations systcur clcsign conccpts

Considcration and activities

Conrpcnsation dccisions

Organizational strtlcgy and

Olher constrainls

(06 1\hrks1


