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and	incentive.	Mr.	Kishantha	Nimalaratne,	Senior	Air	Traffic	Controller,	Airport	&	Aviation	Services	(Sri	Lanka)	Limited,	Mattala	Rajapaksa	International	Airport	for	your	assistance	with	the	thesis	editing	and	layout.	My	family	for	your	patience,	love	and	affirmation.	6.	6	EXECUTARY	SUMMARY	The	loss	of	productivity	due	to	absenteeism	is	a	serious	growing	challenge.	We	live	in	a	culture	of	absenteeism.	Talking	a	day	off	and	calling	patients	is	supported	and	encouraged	by	society.	Many	people	The	attitude	is”	Time	is	coming	to	us”	(Robert	F.Allen	and
Michael	Higgens	-	the	Culture	of	Absenteism.	Becoming	oriented	to	frequency.)	The	measurement	and	management	of	absence	is	an	increasingly	growing	body	ofIt	is	experienced	that	managers	apply	to	control	and	reduction	of	absenteeism	and	their	admission	costs.	To	ensure	that	the	question	of	the	absenteeity	is	effectively	effectively	managers	and	supervisors	armed	with	the	necessary	guidance	and	training,	need	to	understand	the	circumstances	and	factors	involving	absenteeism	at	the	workplace,	and	thus	actively	participate	in	the	companyæ	procedures
and	policies	Š	̄s	for	effective	absenteeism	at	the	workplace.	Employers	try	to	reduce	excessive	absenteeism	of	employees	through	tighter	controls.	They	require	a	doctoral	report	or	use	some	other	punitive	mechanisms	that	target	symptoms	of	absenteeism	rather	than	its	causes.	The	problem	will	not	disappear	unless	the	underlying	root	causes	are	removed.	Build	a	frequency	culture!	How	should	absenteeism	be	effectively	managed	through	triggers	or	incentives?	Or	use	carrots	or	sticks?	7.	7	CHAPTER	01	INTRODUCTION	1.1	The	field	of	study	Absenteism	of
the	workplace	has	been	about	the	increase	and	can	be	an	indicative	of	poor	morals,	lack	of	motivation,	sick	building	syndrome,	poor	organizational	policies	or	mere	indiscipline	of	employees.	However,	many	employers	have	introduced	and	implemented	absence	policies	that	do	not	distinguish	between	absence	for	genuine	reasons	or	illness	and	absence	for	inadequate	reasons.	One	of	these	policies	is	the	calculation	of	the	Bradford	Factor,	which	only	total	number	factors	and	individual	absence	frequency	in	account,	neglecting	the	type	of	absence.	Workers
decide	to	stay	away	from	work	for	a	number	of	other	reasons	related	to	work	and	personal	issues,	ranging	from	demotivation	of	work,	low	salary,	lack	of	life	balance	of	work	and	occasional	hangover.	absenteeism	was	traditionally	seen	as	a	violation	of	an	implicit	contract	between	the	employee	and	the	employer,	as	a	management	problem	and	was	framed	in	economic	terms.	This	report	will	critically	discuss	the	causes	and	effects	of	absenteeism	at	the	workplace	in	order	to	obtain	forms	ed	ed	rodacidni	mu	omoc	omsÃetnesba	o	rednetne	¡Ãrarucorp	elE	.oms‐
Ãetnesba	o	rireg	e	ridem	ed	Social	adjustment	to	work.	1.2	What	do	we	mean	with	absenteeism?	According	to	Dictionary	Reference.com,	absenteeism	can	be	defined	as	a	usual	failure	to	appear,	especially	for	work	and	other	regular	duty.	It	is	also	explained	as	the	rate	of	occurrence	of	habitual	absence	of	work	or	duty.	8.	8	The	absenteeity	can	be	seen	as	the	recurring	of	the	absence	of	labor,	duty	and	obligation,	which	reflected	the	demoralization	or	dissatisfaction	of	the	employees.	This	can	also	be	seen	as	a	violation	of	the	implied	contract	between	the
employer	and	the	employee.	Simply	put,	the	failure	to	report	or	stay	at	work	when	scheduled	is	marked	by	absenteeism.	1.2.1	The	absenteeity	can	be	grouped	into	two	categories,	the	innocent/innocent	absenteense	is	when	the	inevitable	and	understandable	and	understandable.	This	type	of	absenteeity	may	occur	due	to	death	in	Famamania,	pregnancy	or	maternity,	absences	caused	by	diseases	or	injuries,	car/	vehicle	problems,	other	personal	or	related	problems	and	natural	disasters	and	disasters	related	to	the	disabled.	human	rights	obligations.	The
voluntary/culpable/culpable	absenteeism/voluntary/culpable	absenteeism	is	an	example	in	which	an	employee,	of	his	own	will	or	lazy,	chooses	to	be	out	of	work.	The	absences	in	this	case	are	avoidable.	This	type	of	absenteeity	can	occur	due	to	the	lack	of	work	without	warning	to	take	a	trip	or	watch	the	game	of	cronketball,	making	excuses	for	a	consistent	delay	when	reaching	work,	deceiver/fraudulently	requesting	license	or	calling	¢	âferences	â½Sick	'and	do	not	report	to	work	as	scheduled	or	coming	late	without	a	good	reason.	Voluntary	absenteeism	also
occurs	where	employees	feel	that	there	is	a	pressure	on	their	psychological	contract	with	the	employer,	which	indirectly	enters	the	eruption	of	organizational	commitment.	That	could	develop	to	emphasize	and	impact	employee	participation	for	work.	9.	9	·	·	leadership	style	an	organization,	team	leadership	style	u	unity	couldon	the	commitment	of	workers,	job	satisfaction	with	improved	participation	and	participation	in	work.	Although	the	style	of	democratic	leadership	and	joto	laissez	stimulates	shared	decision	making,	shared	responsibility,	creativity	and
participation	and	can	be	highly	motivational,	which	increases	teamwork	and	interpersonal	relationships.	autocratic	leadership	styles	and	paternalists	can	demotivate	and	alienate	employees.	employees	may	feel	less	important	in	the	organization,	therefore	the	need	to	avoid	work.	.	work	routine	and	lack	of	change	do	the	same	job	u	task	during	a	long	period	of	time	can	get	monotonous.	employees	get	bored	and	therefore	can	choose	to	take	an	unauthorized	time	to	do	something	he	considers	interesting	than	going	to	work.	ction	job	satisfaction	if	employees	do
not	find	their	work	interesting,	satisfying	and	challenging,	they	feel	dissatisfied,	which	leads	to	increased	absenteeism	at	the	workplace.	.	the	organization	that	does	not	factor	the	roles	of	employee	roles	and	work	life	such	that	a	balance	is	carried	out	with	the	work	and	commitments	of	individual	personal	life.s	and	family	would	experience	increased	absenteeism	of	employees.	.	conflict	in	the	workplace	ultimately	increases	the	chances	of	absenteeism	of	employees.	10.	10.	lack	of	team	spirit	a	team	that	lacks	unity,	synergy	and	good	interpersonal	relationship
among	its	members,	will	be	weak	and	unproductive.	such	team	members	will	not	have	team	spirit	-	the	spirit	that	connects	individuals	in	a	team.	this	lack	of	team	spirit	can	motivate	team	members,	make	them	work	alone,	they	would	not	have	the	sense	of	belonging,	love	and	satisfaction.	there	is,	fears	of	the	unknown,	lack	of	confidence	for	team	members.	thesewill	encourage	an	employee	to	stay	out	of	work.	s	social	factors	consists	of	factors	such	as	difficult	community	circumstances,	such	as	high	crime	rates	and	intimidation	that	constitute	fear	in	the
catalytics	of	employees	employeesmsieetnesba	eht	esiminim	ot	snoitulos	eht	yfitnedI	.3	.melborp	msieetnesba	no	tcapmi	hcihw	srotcaf	eht	yfitnedi	oT	.2	.ekayanutaK	,tropriA	lanoitanretnI	ekianaradnaB	,detimiL	)aknaL	irS(	secivreS	noitaivA	&	tropriA	ta	melborp	msieetnesba	ecnetsixe	eht	yfitnedi	oT	.1	sevitcejbo	hcraeseR5.1	.deifitnedi	eb	ot	gniog	era	srotcaf	ecalpkrow	dna	srotcaf	lanosrep	hcae	fo	ecneulfni	hcraeser	siht	hguorhT	.srotcaf	ecalpkrow	rednu	desylana	neeb	evah	krow	ta	sserts	dna	tnemeganam	gninrael	fo	ecnesba	,sdrawer	dna	noitavitom	fo	kcal
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TI,	MELBORP	EETNESBA	NA	SAH	YNAPMOC	A	NEHW	ECALPKROW	EHT	NI	MSIEETNESBA	FO	STCEFE3.1	SEKIRTS	RUOBAL	AID	·	â	¯	Slevel	Ytrevop	â	·	ÂÃ¯	seitilicaf	tropsnart/noitatropsnart	fo	kcal	â	·	Â‚Ã¯	Syad	Gnikrow	NeEwteb	-Ni	Llaf	Syadiloh	Cilbup	Evititeper	ÂÃ¯	-	Era	Srotcaf	Laicos	Roht.	of	the	organization.	12.	12	1.6	The	significance	of	the	study	1.6.1	Why	measure	absenteeism	It	is	pertinent	to	measure	the	absenteeism	rate	at	the	workplace.	Measuring	employee	absenteeism	is	a	good	way	to	measure	the	overall	effectiveness	of	the	workforce
(OLE)	at	the	workplace,	which	is	an	essential	performance	indicator	(KPI)	that	measures	the	use,	performance	and	quality	of	the	workforce	and	its	impact	on	productivity.	The	monitoring	of	staff	absence	rates	helps	track	employee	participation	pattern.	Monitor	and	check	the	dead	times,	at	the	workplace,	derive	and	measure	resources	and	costs	incurred	due	to	employee	absenteeism	with	the	aim	of	developing	effective	methods	to	manage	absenteeism	at	the	workplace.	By	measuring	absenteeism	at	the	workplace,	we	derive	the	proportion	of	its
administrative,	financial	and	productivity	cost	for	the	organization,	which	will	allow	the	development	of	strategies	to	contain	absenteeism,	while	reshaping	resources	more	effectively	to	make	the	bottom	line	positively.	1.6.2	Administrative	costs	of	absenteeism:	the	time	consumed	in	the	control	of	absenteeism,	consumed	in	the	time	of	supply	of	replacements	and	re-evaluation	of	tasks.	ï·	Supervisor'	team	ï·	Financial	Costs:	this	are	the	costs	accruing	form	ï	Overtime	costs	ï·	€	Replacement	employee	costs	ï	Training	costs	ï¬	€	Over	staffing	costs	13.	13	1.6.3
Productivity	Costs:	Replaced	productivity	and	loss	of	output	costs.	and	Bennett	(1995)	identified	that	the	nature	of	the	work	or	the	nature	of	the	workplace,	as	well	as	the	personal	characteristics	of	the	worker's	influence	in	absenteeism	of	the	employees.	In	addition,	some	literature	found	that	the	leadership	style	of	supervisors	and	organizational	culture	affect	employee	absenteeism	(Evans)na	rht	rht	rhttt	rhtt	rht	tt	tt	tt	thgim	laudividni	eno	ot	rotavitom	a	sa	tca	thgim	tahW	.rotavitom	tnatropmi	na	eb	thgim	yenom	,sesac	emos	ni	taht	esingocer	ot	si	wolsaM	fo
ecnatropmi	eh	hin	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	,	S.)peels(	yad	eht	fo	dne	eht	ta	kaerb	a	dna	)nightrcxe(	steliot	,)gnihtaerb(	noitalitnev	doog	htiw	has	era	sdeen	lacigoloisyhp	cisa	B	.msieetnesba	eganam	ot	spleh	dna	ecalpkrow	eht	ni	noitavitom	snialpxe	sdeeN	fo	yhcrareiH	sih	woh	fo	selpmaxe	emos	era	ereH	.sdeen	lanosrep	rieht	lifluf	ot	stpmetta	yb	detavitom	era	elpoep	taht	days	wolsa	M	maharbA	tsigolohcysP	.sdeen	eeyolpme	fo	tnemlifluf	fo	kcal	ot	eud	sesira	hcihw	msieetnesba	eganam	ot	desu	eb	nac	yroeht	sâwolsa	♫	and	♫
needs	to	have	different	motivation	strategies	in	place	to	get	the	best	out	of	their	employees.	2.2	Herzberg¢ÃÂÂs	Two	Factor	Theory	This	theory	can	be	used	to	manage	absenteeism	related	to	job	satisfaction	and	psychological	growth.	Job	satisfaction	is	important	for	both	the	employee	and	the	employer.	To	get	the	most	of	an	employee	an	employer	should	make	sure	they	use	a	two	pronged	approach	to	employee	satisfaction.	The	employer	should	provide	opportunity	for	psychological	growth	and	job	satisfaction.	Herzberg	gives	these	two	areas	the	labels	of
"hygiene"	and	"motivation".	The	hygiene	is	elements	of	job	context.	They	include	working	conditions	and	supervisor	quality,	as	well	as	salary,	status	and	safety	issue.	Motivators	are	embedded	in	the	employee-job	interaction	and	they	are	job-centres	characteristics.	They	are	also	called	intrinsic	job	factors.	They	include	growth	opportunity,	achievement	and	recognition,	among	other	factors.	In	order	to	manage	absenteeism	using	this	Motivation-	Hygiene	theory	it	is	necessary	to	distinguish	factors	which	lead	to	satisfaction	from	factors	that	lead	to
dissatisfaction.	These	factors	of	dissatisfaction	consists	with	achievement,	company	Policies,	recognition,	supervision,	the	work	itself,	relationship	with	supervisor	and	peers,	responsibility,	work	conditions,	advancement,	salary	and	security,	growth	and	status.	2.2.1	Application	of	Herzberg¢ÃÂÂs	Theory:	The	application	of	Herzberg¢ÃÂÂs	theory	involves	two	steps	as	given	below:	16.	16	Step	One:	Eliminate	Job	Dissatisfaction	Herzberg	called	the	causes	of	dissatisfaction	"hygiene	factors".	There	is	no	point	in	trying	to	motivate	the	staff	until	these	factors	have
not	been	performed.	Particular	organization	has	to	fix	poor	and	obstructive	company	policies,	provide	effective,	supportive	and	non-	intrusive	supervision,	create	and	support	a	culture	of	respect	and	dignity	for	all	team	members,	ensure	that	wages	are	competitive,	build	job	By	providing	significant	work	for	all	positions	and	providing	safety	at	work	as	well	as	just	because	someone	is	not	dissatisfied,	this	also	does	not	mean	that	he	or	she	is	satisfied.	So	the	next	step	is	to	create	job	satisfaction.	Step	Two:	Create	conditions	for	job	satisfaction	to	create
satisfaction,	you	need	to	address	the	motivating	factors	associated	with	work.	This	is	called	"employment	enrichment".	All	work	should	be	examined	to	determine	how	it	could	be	better	and	more	satisfying	for	the	person	who	does	the	job.	Therefore,	the	organization	must	be	considered	in	providing	opportunities	for	conquest,	recognizing	the	contributions	of	the	workers,	creating	a	work	that	is	rewarding	and	that	corresponds	to	the	skills	and	skills	of	the	worker,	giving	as	much	responsibility	as	possible	to	each	member	of	the	team,	offering	opportunities	to
advance	in	the	Company	through	internal	promotions,	offering	opportunities	for	training	and	development,	so	that	people	can	follow	the	positions	they	desire	within	the	company.	2.3.	Theory	of	Expectation	There	are	several	occasions	when	employees	lose	interest	in	their	job	when	they	feel	that	their	performances	were	not	encouraged	and	rewarded	properly.	This	leads	to	a	lack	of	commitment	to	the	work	itself.	Absentism	caused	by	these	factors	can	be	managed	following	the	theory	of	expectation.	The	most	widely	used	is	the	Vroom	expectation	model.
Vroom	realized	that	the	performance	of	an	employee	is	based	on	individual	factors	such	as	personality,	skills,	knowledge,	experience	and	skills.	The	vroto	model	is	based	on	three	concepts:	·	Valencia	–	€17.	17	FORCE	OF	AN	INDIVITY	INSTRUCTION	-	The	preference	for	a	specific	result.	In	order	for	the	valence	to	be	positive,	the	person	should	prefer	to	achieve	the	result	of	not	reaching	it.	ï-	MEANS	OF	THE	FIRST	RESULTS	NO	OBTAINING	THE	DESIRED	RESULT	OF	THE	SECOND	UNBEL;	The	degree	to	which	a	first	result	will	not	lead	to	the	result	of	the
second	not.	Ã	Â	·	Â	·	Probability	or	belief	forces	that	an	specific	action	will	lead	to	a	first	specimens	of	the	first.	2.3.1	The	main	factors	to	apply	the	theory	of	expectation	the	need	for	achievement	is	a	personal	characteristic	that	influences	effort,	instrumentality	and	expectation.	The	employee	feels	that	his	performance	is	high	and	is	willing	to	spend	a	lot	of	effort	at	work	if	his	skills	and	skills	are	challenged.	His	instruments	will	be	high	and	positive	if	he	believes	that	organizing	will	reward	his	performance.	Another	factor	to	be	considered	in	the	application	of
expectation	theory	is	the	company's	reward	system.	Employees	always	want	a	clear	image	of	performance	expectations	and	the	maintenance	of	the	requirements	for	successful	work	performance.	By	the	last	one	but	no	less;	The	job	design	system	plays	a	key	role	in	expectation	theory.	Most	employees	prefer	more	control	in	their	work.	This	can	be	done,	making	the	work	more	challenging	and	rewarding.	One	way	to	do	this	is	to	reward	employees	for	acquiring	new	skills.	The	more	skills	they	learn,	the	more	control	they	acquire	about	their	work.	Ã	Ã§	.	18	ã	Â	·
Valued	results	ã	â	€	š	·	Performance	ã?	š	â	šã?	š	·	Employment	Design	Â	·	Â	·	Performance	Evaluation	System	2.4	Theory	of	equity	This	theory	addresses	the	problem	of	inequality	as	the	cause	of	absenteeism.	When	people	feel	very	treated,	it	is	more	likely	to	be	motivated.	The	way	people	measure	this	sense	of	justion	is	in	the	heart	of	equity	theory.	The	basic	identity	for	the	theory	of	equity	is	that	workers,	in	an	attempt	to	balance	what	they	put	in	their	jobs	and	what	they	receive	from	them,	attribute	sues	sues	ed	m©Ãla	,edadicapac	aus	e	seµÃ§Ãacifilauq	saus
,aicnªÃirepxe	aus	moc	meubirtnoc	serodahlabart	so	,opmet	ues	ed	m©ÃlA	.seµÃ§Ãiubirtnoc	sair¡Ãv	saus	ed	amu	adac	a	serolav	♫	♫	♫	♫	♫	♫	♫	♫	♫	02	.02	.)aknaL	irS(	secretivreS	noitaivA	&	tropriA	ni	msieetnesba	eeyolpme	in	ecneulfni	srotcaf	htob	setagitsevni	hcraeser	siht	erofereh	♫	it's	a	♫	it's	a	♫	CcM	divaD	5.2	91.91	.seeyolpme	detavitom	ssel,dedrawer-rednu	lliw	naht	ytilauq	rehgih	a	fo	dna	erom	ecudorp	lliw	seeyolpme	dedrawer	-revo	,lareneg	,taht	nwohs	sah	noitavitom	eeyolpme	dna	y	P	.rotcaf	,tnatropmi	tsom	eht	snow	ton	sesac	emos	ni	dna	,ylno
eht	ton	si	ti	tub	,eeyolpme	on	rof	emoctuo	gnitavitom	yramirp	eht	si	,esruoc	fo	,yeno	M	.noitibma	dna	nemuca	sa	hcus	shtgnertsBy	collecting	this	secondary	data	3.1	Conceptual	structure	Figure	3.1:	Conceptual	structure	Source:	Developed	by	researchers	Independent	variables	Variable	dependent	personal	factors	workplace	working	factors	absenteeism	21.	21	3.1.1	The	dependent	variable	dependent	on	this	study	is	absenteeism,	which	means	the	occurrence	rate	of	habitual	absence	of	work	or	duty.	According	to	previous	literatures,	there	are	several	factors
that	can	influence	an	employee	to	be	absent	at	work.	Basically,	these	factors	are	as	follows.	3.1.2	Independent	variables	are	personal	factors:	i.	Personal	attitude	Individuals	have	different	attitudes	and	bring	these	attitudes	to	the	workplace.	Employees	with	strong	ethics	at	the	workplace	will	respect	their	work	and	appreciate	their	contribution	to	the	organization	and,	as	such,	will	not	be	withdrawn	from	the	workplace.	On	the	other	hand,	employees	with	low	or	unethical	work	are	indifferent	and	have	behavioral	problems.	As	they	do	not	feel	obligation	to	the
organization,	absenteeism	comes	easily	to	them.	ii.	Age	the	age	of	an	employee	usually	affects	his	attitude	towards	work.	The	younger	the	employees	tend	to	get	restless,	they	want	to	have	fun	and	be	with	friends,	rather	than	being	held	to	responsibilities.	This	leads	to	lack	of	ownership	and	usually	leads	to	an	unplanned	and	unauthorized	clearance.	iii.	Gender	women	are	usually	challenged	to	balance	their	time	between	work	and	home.	Their	families	are	always	the	top	priority,	so	they	prefer	to	be	absent	from	work	to	solve	family	problems.	22.	22	Workplace
factors:	i.	Organizational	culture	Every	organization	is	a	culture	with	its	own	standards.	An	organization	with	an	embedded	absenteeism	culture,	the	screen	interpreted	by	its	administration	and	supervisors	the	lack	of	euq	euq	olep	adaicneulfni	©Ã	soir¡Ãnoicnuf	sues	e	o£Ã§Ãazinagro	a	ertne	o£Ã§Ãaler	a	asnepmocer	e	o£Ã§Ãavitom	ed	atlaF	.ii	.soir¡Ãnoicnuf	sod	omsÃetnesba	o	siam	airavitnecni	o	etnarud	aicnªÃsua	alep	sodidrep	siaudividni	said	ed	oremºÃn	,amrof	etniuges	ad	odidem	res	edop	omsÃetnesba	oa	odived	uerroco	euq	odidrep	opmet	o	uedrep	opmet
O	1.2.3	omsÃetnesba	ed	o£Ã§Ãidem	ed	syaw2.3	.ohlabart	o	anodnaba	e	acid©Ãm	a§Ãnecil	acsub	e	o£Ãsserped	uo	essertse	oa	es-	eµÃpmoced	,missa	,e	lepap	on	odiugesrep	e	odassertse	etnes	es	ele	,sadartemonorc	saferat	s	Ã	e	sagertne	s	Ã	e	opmac	on	adauqeda	aicnªÃirepxe	ed	atlaf		Ã	odiveD	.sodauqeda	otnemaniert	e	aicnªÃirepxE	32	.32	mes	,oruoseT	od	otnematrapeD	o	raicnereg	arap	etneilc	oa	otnemidneta	ed	etnereg	mu	a	etnematerrocni	riubirta	,olpmexe	omoC	.sadauqedani	sadangised	seµÃ§Ãnuf	ed	uo	ohlabart	ed	agrac	ad	asuac	rop	ohlabart	o
odnezafââ	sodassertse	metnes	es	sele	,otnatroP	;ohlabart	ues	moc	sotiefsitasni	o£Ãtse	soir¡Ãnoicnuf	so	euqrop	erroco	oir¡Ãtnulov	omsÃetnesba	O	.aknaL	irS	od	saserpme	san	amelborp	roiam	o	©Ã	ohlabart	on	sserts½Å	¬â	¢Ã	:TF	yliaD	on	odatic	oir³Ãtaler	mu	moc	odroca	ed	:ohlabart	on	essertsE	.4	.somsem	is	a	rarohlem	mairahnag	euq	me	seµÃ§Ãazinagro	e	soifased	seroiam	ed	acsub	me	o£Ã§Ãazirotua	mes	ohlabart	od	maplucsed	es	sele	,otnatroP	.oda§Ãaema	¡Ãtse	arierrac	an	otnemicserc	ues	euq	metnes	e	sotiefsitasni	,sodavitom	metnes	es	soir¡Ãnoicnuf	so
,etnesua	¡Ãtse	megazidnerpa	ed	arutluc	amu	euq	me	o£Ã§Ãazinagro	amu	mE	.soticÃlpxe	sodot©Ãm	sortuo	e	sotnemaniert	,o£Ã§Ãatneiro	,otnemaniert	ed	oiem	rop	sodaclucni	res	mairedop	euq	,otnemicehnoc	ed	otnemaicnereg	e	lanoicazinagro	megazidnerpa	ad	s©Ãvarta	arierrac	aus	e	somsem	is	a	mairarohlem	edno	o£Ã§Ãazinagro	amu	me	rahlabart	maroda	soir¡Ãnoicnuf	sO	.seµÃ§Ãazinagro	sad	aic¡Ãcife	a	ratefa	edop	a§Ãnadum	a	euq	acifingis	odazidnerpa	ed	odazidnerpa	ed	aicnªÃsua	A	.III	ohlabart	ed	lacol	on	omsÃetnesba	o	,otnatrop	,otnemitemorpmoc	e
o£Ã§Ãavitom	ed	atlaf		Ã	airavel	sacesnÃrtni	e	sacesnÃrtxe	sedadissecen	saus	s	Ã	redneta	e	soir¡Ãnoicnuf	so	ravitom	ed	serodagerpme	uo	setnereg	ed	edadicapacni	A	.aled	mavired	euq	o£Ã§Ãafsitas	e	sasnepmocer	sa	e	rahlabart	arap	sele	X	100	(number	of	employees)	x	(number	of	working	days)	This	rate	can	also	be	based	on	the	number	of	hours	instead	of	a	number	of	days.	Likewise,	the	individual	“individual	å“	individual	acidni	o£Ãn	ossi	,otnatne	oN	.megatnecrop	amu	omoc	osserpxe	,oir¡Ãnoicnuf	rop	saicnªÃsua	ed	oid©Ãm	oremºÃn	o	artsom	odot©Ãm	O
aicnªÃsua	ed	aicnªÃuqerf	ed	axat	ad	olucl¡ÃC	3.2.3	.aicnªÃsua	ed	socifÃcepse	samelborp	ralever	arap	soir¡Ãnoicnuf	ed	sopurg	ed	siaudividni	sotnematraped	arap	etnemadarapes	odaluclac	res	edop	%	8	=	001	x	055.1/421	·Â	¯Ã	:©Ã	adidrep	opmet	ed	axat	a	,saossep	055.1	ed	rof	levÃnopsid	latot	opmet	o	e	saossep-saroh	421	ed	rof	odoÃrep	on	latot	aicnªÃsua	a	es	,olpmexe	rop	,odoÃrep	on	)said	uo	saroh(	latot	levÃssoP	001	x	odoÃrep	on	)said	uo	saroh(	latot	aicnªÃsuA	·Ââ	¯Ã	:aicnªÃsua		Ã	odived	odidrep	iof	euq	,levÃnopsid	latot	opmet	od	megatnecrop	a	asserpxe
adidem	atsE	odidrep	latot	opmet	o	raluclac	2.2.3	:omsÃetnesba	o	ridem	ed	seralupop	sarienam	sa	sadatneserpa	o£Ãs	,riuges	A	.saviterroc	sadidem	ramot	ed	mif	a	,omsÃetnesba	od	sovitom	so	e	o£Ãsnetxe	a	menimreted	otnemaicnereg	o	e	HR	a	euq	etimrep	omsÃetnesba	od	o£Ã§Ãidem	A	.aicnªÃsua	ed	opit	o	odnaicnegilgen	,laudividni	aicnªÃsua	ad	aicnªÃuqerf	an	e	latot	oremºÃn	on	serotaf	sanepa	euqrop	erroco	ossI	;omsÃetnesba	od	etnemavitefe	o£Ã§Ãidem	an	atruc	e	adatimil	aipoim	aus	rop	odacitirc	iof	drofdarB	ed	rotaf	o	,otnatne	on	,sotnop	081	=	)5	x	6	x	6(
said	siod	rop	mu	adaC	;saicnªÃsua	ed	saicn¢Ãtsni	6	sotnop	08	=	)5	x	4	x	4(	said	sies	ed	mu	e	ortauq	ed	mu	,mu	ed	mu	;aicnªÃsua	ed	saicn¢ÃtsnI	4	42	.42	sotnop	5	=	)5	x	1	x1(	said	51	ed	o£Ã§Ãarud	amu	moc	aicnªÃsua	ed	aicn¢Ãtsni	1	:olpmexe	roP	.odoÃrep	sanames	25	ed	etnalor	mu	omoc	odinifed	etnemlamron	©Ã	otnujnoc	ed	odoÃrep	o	,odinifed	odoÃrep	omsem	o	etnarud	oudÃvidni	essed	aicnªÃsua	ed	said	ed	latot	oremºÃn	o	©Ã	D	odinifed	odoÃrep	mu	etnarud	oudÃvidni	mu	ed	aicnªÃsua	ed	)saicn¢Ãtsni(	so§Ãitief	ed	latot	oremºÃn	O	S	drofdarB	rotaf	od
o£Ã§Ãautnop	a	©Ã	b	:ednO	d	x	2s	=	b	:amrof	etniuges	ad	odaluclac	res	edop	drofdarB	ed	rotaf	O	·Â	·Â	¯Ã	001x	)soir¡Ãnoicnuf	ed	oid©Ãm	oremºÃn/setnesua	soir¡Ãnoicnuf	ed	oremºÃn(	=	laudividni	aicnªÃuqerf	,alumr³Ãf	etniuges	a	odnasu	odidem	res	edop	euq	euq	od	siam	memot	euq	soir¡Ãnoicnuf	ed	o£Ã§Ãacidni	reuqlauq	men	,aicnªÃsua	ed	odoÃrep	adac	ed	o£Ã§Ãarud	Fellow	of	Audance:	ã	â	€	š	·	Nona	of	the	spells	of	absent	X	100	25.	25	NOT	OF	EMPLOYMENTS,	for	example,	if	in	a	mother	and	organization	employed	in	Mother	©	80	workers,	and	during	this
period	there	were	a	total	of	16	ways	of	mission,	the	rate	of	frequency	is:	â	Â	·	16/80	x	100	=	20%	counting	the	number	of	employees	that	They	take	at	least	one	sorcerer	of	absence	in	the	period,	instead	of	the	total	number	of	mission,	this	calculation	provides	an	individual	frequency	of	simple	sampling	3.3	sample	will	be	used	as	data	of	the	sampling	collection	3.4Dats,	collected	from	file	sources	and	secondary	sources.	Secondary	data	are	referred	to	in	information	obtained	from	reports	of	the	Human	Resources	Department	in	airports	and	aviation	(Sri	Lanka)



Limited	and	Passuys	Researches.	The	elementary	data	were	collected	by	all	questions.	3.5DATA	MOTHER	OF	DESCRIPTIVE	STATERY	WATERS	It	was	used	to	analyze	the	data	through	the	application	of	the	signal	leaf.	26.	26	Chapter	04	Data	Quality	4.1	Introduction	This	chapter	of	data	dwarf	consists	of	the	research	output.	According	to	this	research,	the	impact	of	personal	factors	and	workplace	factors	on	absenteeism	was	analyzed.	In	this	survey,	the	researcher	used	three	personal	factors	and	four	workplace	factors	under	independent	variance	and	the
preference	of	being	absent	is	measured	under	the	dependent	variance.	For	the	purposes	of	data	dwarf,	Microsoft	Excel	was	used.	4.2	GÃ)	DISTRIBUTION	Figure	4.1:	Distribution	of	respondents	in	the	sample	Source:	Research	data	according	to	the	data	analyzed,	between	50	employees	in	the	selected	sample	17	values	consist	of	employees	of	the	male	gender	and	33	values	consist	of	employees.	27.	27	4.3	Age	distribution	Figure	4.2:	Distribution	of	age	of	respondents	in	the	sample	Source:	Research	data	four	o£Ãs	o£Ãs	soir¡Ãnoicnuf	ed	oremºÃn	roiam	o	e
adanoiceles	artsoma	ad	ortned	sodacifitnedi	marof	edadi	ed	:	A	atad	yevruS	:ecruoS	yrogetac	ega	no	desab	tnesba	ot	ssengnilliW	:5.4	erugiF	yrogetac	ega	no	desab	tnesba	ot	ssengnilliW	2.5.4	92	.gnikrow	rof	sedutitta	avoidgen	evah	krow	ot	tnesba	eb	ot	refer	fowmunme	see	22	dna	msieetnesba	in	the	detcapmi	ylhgih	sah	krow	sdrawot	seeyolpme	eht	fo	edutitta	avoidgeN	atad	yevruS	:ecruoS	sedutitta	avoidgen	in	the	desab	tnesba	ot	ssengnilliW	:4	erugiF	sedutitta	see	avoidgen	in	the	desab	tnesba	S	krow	ot	tnesba	gnieb	rof	ecnereferp	eeyolpmE	:3.4	erugiF
krow	ot	tnesba	gnieb	rof	ecnereferp	eeyolpmE	4.4	.yrogetac	ega	03-52For	the	absence	of	the	source	of	the	learning	environment:	Research	data	due	to	lack	of	training	and	development	of	the	organization	17	numbers	of	employees	prefer	to	be	absent	to	work.	32.	32	4.6.4	Absent	provision	due	to	working	stress	Figure	4.10	Absent	provision	due	to	working	stress	due	to	stress	in	the	workplace,	13	employees	do	not	prefer	regularly	meet	your	work.	33.	33	Chapter	05	Conclusion	and	recommendation	5.1	Conclusion	The	absenteeity	of	employees	can	be	an
incidence	that,	if	left	without	vigilance,	can	become	a	significant	expense	for	any	company	that	includes	the	loss	of	productivity.	It	affects	all	business	in	different	ways.	The	absenteeity	does	not	discriminate	and	affect	the	individuals,	regardless	of	their	gender,	branch	or	religion.	It	is	important	to	recognize	that	absenteeism	has	consequences	and,	most	importantly,	costs	funds.	In	these	times	and	different	eco	-monsters,	the	absences	are	not	scheduled	to	cost	the	rotation	companies,	disease	time	and	replacement	costs.	It	is	the	nature	of	the	beast.	Employers
should	do	well	to	recognize	this	and	try	to	combat	their	effects.	It	is	less	probable	that	a	busy	employee	is	usually	absent.	Let	them	know	what	is	expected	and	routinely	reward	them	for	their	efforts.	Management,	absenteeism	is	an	important	concern	of	the	views	of	the	provision	of	services,	effectiveness	and	a	concern	for	their	employees.	The	absenteeity	is	also	an	important	concern	and	legally	unions	in	their	role	of	supporting	the	measures	that	alleviate	the	causes	of	absenteeism,	including	counseling	programs,	welfare	programs	and	improvement	of	the
support	of	the	co-worker.	and	supervisor	and	the	construction	of	best	work	agreements	that	meet	employer	and	employee	needs.	To	be	stretching	effective,	need	to	focus	on	oxelpmoc	oxelpmoc	otium	©Ã	omsÃetnesba	essE	43	.43	.setrap	sassed	o£Ã§Ãarepooc	a	o£Ãrigixe	e	sotacidnis	e	o£Ã§Ãartsinimda	,serodahlabart	soa	mumoc	o£Ã§Ãapucoerp	tnatropmi	na	si	snoitazinagro	nihtiw	dna	seirogetac	yrtsudni	nihtiw	gnikramhcneB	53	.53	.nrecnoc	fo	stimil	detseggus	evah	emos	hguoht	ecnesba	ssenkcis	rof	smron	wef	yrev	era	erehT	.hcaorppa	citametsys	a	ekat	ot
naht	rehtar	melborp	deviecrep	a	no	sucof	ro	tnetxe	eht	sseug	tsuj	ot	ycnednet	tneuqerf	a	si	erehT	.ecnadnetta	ecalpkrow	fo	tnemssessa	eht	ot	pets	tnatropmi	na	si	tnemerusaeM	gnikramhcneb	dna	tnemerusaeM	2.5	.snoitaler	reyolpme	eeyolpme	doog	retsof	dna	slevel	esaerced	llew	yrev	yam	ti	tub	ecalpkrow	ruoy	morf	msieetnesba	etanimile	ton	yam	tI	.seeyolpme	ediug	dna	tsissa	ot	seicilop	dna	semmargorp	tnemelpmi	dna	seussi	eseht	eldnah	ot	woh	no	seeyolpme	eht	morf	snoitseggus	ward	,msieetnesba	esuac	taht	srotcaf	lanretxe	eht	egdelwonkcA	.serudecorp
dna	slliks	yrosivrepus	fo	tnempoleved	,noitacinummoc	dna	seicilop	evitceffe	nopu	desab	noitnevretni	evitceffe	rof	ytinutroppo	eht	ecuder	yam	,ruoivaheb	ecnesba	fo	tnanimreted	gnorts	a	si	Taht	noitazinagro	na	fo	erutluc	eht	eb	yam	of	yberehw	,n	oitautis	eht	gnirongI	.msieetnesba	ot	etubirtnoc	hcihw	,srotcaf	ycilop	dna	larutcurts	erolpxe	ot	ytinutroppo	eht	no	sucof	ot	tcelgen	sehcaorppa	esehT	.setacifitrec	eht	gniussi	srotcod	erusnec	ro	sredneffo	enilpicsid	,evael	kcis	ot	ssecca	tcirtser	,stnemeriuqer	noitacifitrec	pu	nethgit	ot	era	msieetnesba	ot	sesnopser
nommoc	ehT	.tnemmoc	dna	ELAROM	FEEL	REHGIH	A	HTWE	ECROF	KOW	A	FO	Noitcuducorp	Eht	Morf	DNA	stsooced	FO	smret	by	the	Morf	Tifeeneb	tsum	noitazum	na	evitceffe	tmirmrege	ot	krow	ro	devas	yenom	fo	smret	ni	rettam	eht	redisnoc	ylerem	ton	dna	sdeen	dna	ruoivaheb	sti	ytinamuh	fo	ytixelpmoc	eht	tnuocca	otni	ekat	ot	deen	ecnadnetta	ecalpkrow	ot	sehcaorppA	.ti	ecuder	ot	stpmetta	ni	desu	yllanoitidart	neeb	evah	taht	sdohtem	lautceffeni	yltsom	eht	dna	,ti	ot	Etutirtnoc	ot	Deveileb	Srotcaf	FO	Rebun	Suomrone	eht	yb	Nwohs	he	aneuqep	amu	a
odived	©Ã	odidrep	opmet	od	edatem	seµÃ§Ãazinagro	sad	airoiam	aN	.roirepus	oir³Ãtaripser	otart	od	asoiccefni	a§Ãneod	ad	ocip	o	moc	o£Ã§Ãaicossa	me	sacit¡Ãmilc	seµÃ§Ãaretla	sa	euq	me	sesem	so	etnarud	merroco	sievÃn	sod	otnemuA	.seralocse	sair©Ãf	sa	etnarud	e	socilbºÃp	sodairef	ed	otrep	,ohlabart	ed	atsil	amu	ed	mif	on	uo	oicÃni	on	etneuqerf	siam	eceraP	.etnatropmi	©Ã	m©Ãbmat	a§Ãnecil	ed	opmet	O	.setnerefid	otium	res	medop	a§Ãnecil	ed	sopit	setsed	seµÃrdap	sO	.levÃnopsid	adacifitrec	o£Ãn	e	adacifitrec	a§Ãnecil	ed	latot	on	setimil	odnacoloc
o£Ãrdap	a§Ãnecil	a	maicneulfni	soimªÃrp	sO	.etne¼Ãqerf	e	otruc	odnes	soid³Ãsipe	sod	airoiam	a	moc	,adidec	etnemacipit	©Ã	a§Ãnecil	ed	adamot	ad	o£Ã§Ãiubirtsid	A	.sasuac	sa	res	medop	siauq	e	odnecetnoca	ratse	edop	euq	o	erbos	ocuop	zid	son	,otnatne	on	,axat	assE	.o£Ãn	uo	ohlabart	on	¡Ãtse	laossep	o	euq	acifingiS	.lic¡Ãf	atsoporp	amu	res	ecerap	omsÃetnesba	o	ridem	,atsiv	ariemirp	Ã	.sodacifitnedi	res	medop	omsÃetnesba	oa	sodaicossa	serotaf	,sianoicazinagro	sotneve	ed	serodacidni	siapicnirp	e	soic³Ãgen	ed	emulov	,edadivitudorp	,)adacifitrec	o£Ãn	uo
adacifitrec	a§Ãnecil	omoc(	o£Ã§Ãacifissalc	uo	aicnªÃsua	ed	otnemirpmoc	omoc	seµÃrdap	,sartxe	saroh	,anames	ed	snif	,sa§Ãnadum	a	sadanoicaler	siaropmet	seµÃ§Ãaler	ed	o£Ã§Ãailava	ad	s©Ãvarta	,olpmexe	roP	.omsÃetnesba	od	sasuac	sievÃssop	sa	erbos	o£Ãsiv	amu	rad	medop	a§Ãneod	ed	aicnªÃsua	ad	odidrep	opmet	od	o£Ã§Ãiubirtsid	a	e	o£Ãrdap	o	,axat	A	.savitacifingis	siam	seµÃ§Ãamrofni	recenrof	ed	laicnetop	o	met	otnemagap	ed	sortsiger	e	soir¡Ãnoicnuf	arap	rodatupmoc	ed	sodad	ed	socnab	ed	etnecserc	osu	O	.acit¡Ãmetsis	esil¡Ãna	arap	sievÃsseca
etnemlicaf	o£Ãs	o£Ãn	,otnatne	on	,sodad	siaT	.seµÃtrac	uo	laossep	ed	soviuqra	me	oditnam	etnemetneuqerf	©Ã	ossI	.sodassap	sotierid	solep	atsag	ajes	o£Ãn	a§Ãnecil	a	euq	ritnarag	arap	sacitsÃlibatnoc	seµÃzar	rop	sortsiger	m©Ãtnam	saserpme	sad	airoiam	A	.oxelpmoc	siam	es-anrot	ridem	euq	o	sam	,selpmis	©Ã	ridem	ed	edadissecen	ad	o£Ãtseuq	A	.aicnªÃsua	ed	o£Ãtseg	arap	aicnªÃsua	aicnªÃsua	ed	lifrep	mu	,	ona	rop	siamron	ohlabart	ed	said	,siamron	ohlabart	ed	saroh	-rodanimoned	mu	rinifed	,	aicnªÃsua	ed	a§Ãnecil	ed	sopit	so	rinifed	:	:o£Ãs	sacits‐
Ãretcarac	siapicnirp	sA	.ohlabart	ed	a§Ãrof	ad	ot	si	msieetnesba	eeyolpme	gnicuder	ot	yek	ehT	.krow	ot	ti	ekam	ot	selcatsbo	emocrevo	seeyolpme	detavitoM	;sa	derutpac	era	reyolpme	eht	morf	eeyolpme	na	fo	seicnatcepxe	eht	;sdeen	fo	yhcrareih	gnidroccA	.reyolpme	eht	morf	noitaicerppa	dna	noitapicitrap	,tnemeveihca	dna	egnellahc	fo	esnes	a	;sedulvircni	hcihw	sdrawer	lacigolohcysp	eht	ot	setaler	noitavitom	cisnirtn	M	sdrawer	dna	noitavitom	kroW	2.3.5	73	.73	.noitazinagro	sih	ni	setar	msieetnesba	tsehgih	eht	fo	eno	dedrocer	secitcarp	ecnadnetta	ot
tnemtimmoc	elttil	detartsnomed	ohw	reganam	a	,ynapmoc	liater	a	ni	.g.	E	.ecnadnetta	in	tcapmi	tnatropmi	in	evah	erutluc	yrotapicitrap	dna	stnemtimmoc	lairegana	M	tnemtimmoc	dna	gnilledom	pihsredaeL	1.3.5	:suht	sa	deganam	eb	nac	dna	smelborp	lanoitazinagro	rulesl	fo	smotpmys	netfo	si	msieetnesb	The	msieetnesba	gniganaM	3.5	.smetsys	desab	retupmoc	fo	esu	eht	eriuqer	lliw	siht	yltneuqer	F	.ytilibisnopser	fo	saera	ot	elbarefer	serugif	htiw	erutcurts	lanoitazinagro	htiw	enut	ni	eb	ot	deen	smetsys	gnirotino	:	P	serusaem	ecnamrofrep	rehto	htiw
detargetni	ï	citsongaid	eb	ot	elba	·	€	)ytivitcudorp	dna	laicnanif(	tsoc	a	gnihcatta	·	€	63elba	eb	tsum	eeyolpme	eht	taht	raelc	ti	ekaM	.emit	niatrec	a	erofeb	,yad	eht	rof	ecnesba	rieht	troper	ot	srosivrepus	etaidemmi	rieht	tcatnoc	ot	seeyolpme	seriuqer	taht	ynapmoc	eht	ni	elur	a	ecudortnI	.ycilop	msieetnesba	dna	ecnadnetta	evitceffe	na	tnemelpmi	dna	ynapmoc	eht	ni	sdnert/	smelborp	tniopnip	nac	ynapmoc	a	,secnesba	eeyolpme	gnisylana	dna	gnidrocer	yB	yciloP	msieetnesbA	na	etaerC	2.4.5	.msieetnesba	ni	esaerced	a	tuoba	gnirb	nac	yeht	,lufsseccus	era
snoitnevretni	eht	fI	.snoisses	laudividni	ni	seeyolpme	detceffa	sserdda	elbissop	erehw	dna	srollesnuoc	tbed	deniart	yb	detatilicaf	spohskrow	eeyolpme	dloh	ot	degaruocne	era	seinapmoC	ecalpkroW	eht	ni	tbeD	sserddA	1.4.5	msieetnesba	lortnoc	ot	snoituloS	4.5	.krow	morf	ecnesba	yrassecennu	eziminim	dluow	yeht	,lasiarppa	rieht	fo	trap	a	eb	dluow	ecnadnetta	taht	erawa	era	seeyolpme	fi	,slasiarppa	ecnamrofrep	ot	setar	ecnadnetta	hcatta	dluohs	tnemeganaM	.Setar	ecnadnetta	Eeyolpme	tsoob	Nac	Siht	Lasiarppa	Ecnamrofrep	6.3.5	.snoisesses	Noitatne	iro	dna
snoitcudni	ta	detaclucni	era	smron	esehT	.boj	eht	no	yad	tsrif	eht	dehsilbatse	eb	dluohs	smron	ecnadnettA	gniniart	dna	noitatneiro	eeyolpmE	5.3.5	83	.83	.secnerefer	ni	dedulcni	eb	dluohs	noitamrofni	sihT	.sdrocer	ecnadnetta	doog	htiw	seeyolpme	tiurcer	dluohs	sreyolpmE	noitceles	dna	tnemtiurceR	4.3.5	.etar	ecnadnetta	ni	decnedive	eb	lliw	hcihw	boj	eht	rof	evol	desaercni	na	dna	noitcafsitas	boj	,noitubirtnoc	dna	gnignoleb	fo	esnes	,seeyolpme	sevig	yletamitlu	sihT	.noitazinagro	eht	ni	stcilfnoc	gnicuder	elihw	noitacinummoc	dna	gninrael	lanoitasinagro
segaruocne	,gnignoleb	dna	evol	fo	deen	lacigolohcysp	slaudividni	eht	slifluf	,spihsnoitaler	lanosrep	retni	segaruocne	gnidliub	maet	dna	puorg	evitceffE	.smaet	lautriv	dna	tcejorp	,spuorg	lamrofni	dna	lamrof	edulcni	esehT	.snoitazinagro	fo	nrettap	krow	eht	fo	serutaef	laitnesse	era	smaet	dna	spuorG	gnidliuB	maeT	dna	spuorG	evitceffE	3.3.5	.krow	ot	emoc	ot	tnaw	SEEYOLPME	EREHW	ERUTLUC	a.	Provide	a	satisfactory	explanation	if	it	does	not	do	the	report.	39.	Interview	Form.	For	the	immediate	supervisor	to	complete	each	time	an	employee	returns	from
sick	licenthan.	This	will	serve	as	a	form	of	gesture.	of	the	problem	how	the	company	will	be	seen	to	address	issues	as	they	arise	and	will	also	discourage	those	regular	criminals.	Employers	need	to	think	about	their	contributions	to	these	programs	are	not	in	terms	of	benefit	from	workers,	but	as	an	investment	in	productivity	for	the	company.	5.4.5	Ask	employees	what	they	want	and	implement	what	is	possible	suggestion	boxes	and	research	that	seeks	dwarf	feedback	on	the	workplace	provides	information	on	interest	and	engagement	between	employees.
Implement	many	of	these	suggestions	are	free	or	cheap.	Casual	Fridays	or	a	day	of	spontaneous	jeans,	it	is	engaging,	motivating,	and	is	for	succession	planning.	The	employees	involved	are	missing	missing.	5.4.6	Reward	great	results	do	not	save	the	recognition	of	good	work	for	annual	functions	and	performance	appraisals.	Recognition	does	not	have	to	be	monetary;	In	fact,	studies	of	verbal	praise	is	more	effective,	as	well	as	present	certificates	for	goods	or	services	or	an	afternoon	of	time	off.	All	employees	provide	some	beneficial	company.	A	recognized
employee	is	less	probable	that	is	absent.	5.4.7	Provide	a	good	work	environment	as	much	as	possible,	make	sure	that	environmental	employees	work	is	clean,	technologically	updated	and	pleasant	with	ergonomically	correct	writing	furniture	or	40.	40	moms	.	Provide	a	where	employees	can	eat	or	take	a	break	and	ensure	that	occupational	health	and	safety	procedures	are	followed.	5.4.8	Keep	Communication	Lines	Open	Open	a§ÃnaduM	·Â	'	aicnªÃloiv	,o£Ãsolpxe	,oidnªÃcni	:sotneve	sednarg	·Â	ââ	ââ	¯Ã	ââ	ââ	¯Ã	o£Ã§ÃacoleR	â¯Ã	ohnamat	ed	o£Ã§Ãuder	·Ââ	¯Ã
14	.14	odacifidom	uo	odizudortni	,etnetsixe	-ohlabart	ed	ohlabarT	·Â	ââ	:saicn¢Ãtsnucric	setniuges	san	sodarepse	res	medop	o£Ã§Ãapicitrap	ed	sotcapmi	sO	.soir¡Ãnoicnuf	e	setnereg	arap	sasoilav	o£Ãs	sotilfnoc	ed	o£Ã§Ãuloser	e	sotilfnoc	ed	otnemaicnereg	me	sedadilibah	sA	.ohlabart	ed	siacol	e	serotes	snugla	me	etnatropmi	lepap	mu	ret	medop	essertse	ed	otnemaniert	o	e	essertse	ed	otnemaicnereg	O	.o£Ãsicerp	e	otsuc	ed	somret	me	saditucsid	o£Ãs	sacinc©Ãt	sair¡Ãv	,socit¡Ãrp	siaicnereg	sotnemidecorp	e	socimªÃdaca	sodot©Ãm	ed	o£Ãsiver	amu	mE
.lanoicapuco	essertse	ed	setneuqerf	soid³Ãsipe	e	adizuder	edadivitudorp	,larom	oxiab	,edadivitator	atla	,omsÃetnesba	otla	¡Ãh	edno	setneibma	me	setnatropmi	res	medop	sele	,air¡Ãmirp	aig©Ãtartse	amu	metneserper	o£Ãn	sele	arobmE	.aicnªÃsua	ed	otnemaicnereg	ed	sacit¡Ãrp	sad	etnenopmoc	mu	omoc	ohlabart	ed	lacol	on	essertse	o	railava	arap	selpmis	e	sezacife	saig©Ãtartse	metsixE	.sezacife	siam	res	medop	lanoicazinagro	levÃn	ed	seµÃ§Ãnevretni	sa	euq	meregus	euq	saicnªÃdive	¡ÃH	.sianoicapuco	serossertse	sod	a§Ãrof	a	e	soremºÃn	so	odnizuder	,ragul
odnuges	me	,e	soudÃvidni	sod	setrof	sotnop	e	sedadilibah	sa	odnaromirpa	e	odnarohlem	,oriemirp	,ohlabart	on	essertse	od	aicnªÃirepxe	a	rizuder	arap	sadineva	saud	ecenrof	ossI	.aossep	ad	etneibma	od	etsuja	ed	oledom	o	©Ã	lanoicapuco	essertse	edââ	sodasu	siam	soledom	sod	mU	ohlabart	ed	lacol	on	essertse	ed	aig©Ãtartse	a	rizudortnI	9.4.5	.adizuder	ohlabart	ed	anames	amu	uo	lanoicidart	o£Ãn	oir¡Ãroh	,asac	me	rahlabart	omoc	,ozarp	otruc	ed	seµÃ§Ãulos	ed	o£Ã§Ãpecnoc	an	ovitaorp	e	levÃxelf	ajeS	.odatracsed	uo	odanilpicsid	res	asicerp	osotiepsersed	e
odasseretnised	¡Ãtse	etnemaralc	euq	oir¡Ãnoicnuf	o	,otnatne	oN	.aserpme	ad	o£Ãsserpmi	aus	¡Ãratefa	ossi	e	odatart	©Ã	odnatul	¡Ãtse	euq	m©Ãugla	omoc	odnitsissa	o£Ãtse	soir¡Ãnoicnuf	sortuO	.asoiretirc	e	zacife	arienam	ed	mezaf	o	sam	,sacitÃlop	5.4.10	Workplace	Organization,	Work	Practices	and	Management	·	Flexible	Work	Agreements	The	introduction	of	flexible	work	practices	requires	a	high	level	of	organization,	planningnamuH	fo	daeH	fo	noissimrep	eht	htiw	,tnemeganaM	fo	draoB	eht	yb	detimiL	)aknaL	irS(	secivreS	noitaivA	&	tropriA	fo	seeyolpme
fo	nrecnoc	eht	ot	deussi	seciton	dna	sralucric	elbaliava	eht	morf	detcartxe	erew	sexidneppa	evoba	ehT	SEEYOLPME	ELAMEF	ROF	EVAEL	YTINRETAM	-	23/PA	.	ON	RULCRIC	:	E	ecnawolla	laem	fo	tnemyap	-	871/Pa	.on	ralucric	:	d	emehcs	ecnarusni	htlaeh	-	usni/5/536/rh	:on	eciton	:	c	ON	ECITON	:	B	SEEYOLPME	GNINREVOG	SELUR	DNA	SNOITIDNOC	GNIKROW	ÂÂÃ¢	1/PA	.ON	RALUCRIC	:	A	XIDNEPPA	34	.34	php.yasse-tnemeganam-msieet	nesbagniganam/tnemeganam/syasse/moc.syasseku.www//:ptth	:Yasassek.www	morf	,6002-3002	Deveirter	.).D.N(
.Yasse	tnememese	mseseetnesba	gnniganam	.3	.Lanruo	tnegemememeseam	craoser	namuh	.yrtsude	fo	epacte	elappa	1	iktA	.S	treboR	,namdooG	.S	luaP	.1	SECNEREFER	24	.24	.tnelavibma	si	msieetnesba	no	tceffe	stI	.tnemtiurcer	gnivorpmi	dna	revonrut	gnicuder	ni	noisivorp	eracdlihc	fo	ssenevitceffe	eht	troppus	ot	ecnedive	doog	si	erehT	.evitceffe	yrev	eb	yam	ti	taht	stseggus	taht	noinipo	fo	thgiew	a	si	ereht	hguoht	,ecnadnetta	eeyolpme	no	eracdlihc	fo	noisivorp	eht	fo	ssenevitceffe	eht	no	noissucsid	evitcejbo	elttil	si	ereht	yletanutrofnU	.snoitaredisnoc
lufesu	era	gninnalp	rewopnam	drawrof	htiw	rehtegot	syad	ruof	ot	eno	morf	gnignar	sevael	yranoitercsid	ro	lanoitaercer	trohS	.snrettap	gnikat	evael	evitcurtsed	ni	tluser	nac	snoitisiuqer	evael	dna	stnemeriuqer	gniffats	fo	noitaredisnoc	fo	kcal	,gninnalp	rooP	.deined	era	sevael	rehto	ro	evael	launna	nehw	evael	kcis	fo	gnikat	eht	htiw	railimaf	eb	yam	sreganam	ynaM	.ecnavda	ni	deredisnoc	eb	ot	deen	lliw	stnemyap	ytlanep	dna	noituloser	etupsid	,gnirotinom	,	Noitapicitrap	fo	ytiuqe	in	hcus	seussi	.Troppus	44.	44	APPENDIX	A	:	CIRCULAR	NO.	AP/1	AIRPORT	&
AVIATION	SERVICES	(SRI	LANKA)	LIMITED	WORKING	CONDITIONS	AND	RULES	GOVERNING	EMPLOYEES	1.	Normal	Hours	of	Work	-	Monday	to	Friday	0830hrs	to	1645hrs	1.1	Intervals	-	Lunch	:-	1230hrs	to	1315hrs	Tea	:-	There	will	be	no	tea	breaks	1.2	-	Unless	otherwise	specifically	instructed	by	the	Management	every	employee	shall	present	himself/herself	for	work	each	day	at	the	starting	time	of	the	office	and	shall	remain	there	available	for	work	throughout	the	normal	working	hours	as	at	¢ÃÂÂ1¢ÃÂÂ	above.	1.3	-	The	hours	of	work	as	given	in
¢ÃÂÂ1¢ÃÂÂ	is	subject	to	change	from	time	to	time	depending	on	exigencies	of	service.	2.	Recording	of	Attendance	-	Employee	will	record	their	exact	time	of	arrival	and	departure	on	attendance	registers.	2.1	Late	Attendance	-	i)	A	grace	period	of	5	minutes	only	will	be	given	in	respect	of	late	attendance.	ii)	Any	arrival	after	the	grace	period	of	5	minutes	will	be	subject	to	pay	45.	45	deductions	in	the	following	manner	:-	06	¢ÃÂÂ	14	-	15	minutes	15	¢ÃÂÂ	30	-	30	minutes	iii)	Any	arrival	after	30	minutes	may	be	allowed	to	sign	on	at	the	sole	discretion	of	the
Management,	subject	to	Ã½Â	days	leave/pay	cut.	iv)	Late	attendance	will	entail	disciplinary	action	including	:-	(a)	Withholding	of	increments	(b)	Dismissals	3.	Half	Days	Leave	-	Employees	taking	half	days	leave	should	report/leave	office	at	following	times	:-	i)	1230hrs	¢ÃÂÂ	leaving	time	ii)	1315hrs	¢ÃÂÂ	reporting	time	4.	Leave	-	Permanent	employees	are	entitled	to	the	following	leave	for	a	year	:-	Casual	-	7	days	Annual	-	14	days	Sick	-	21	days	4.1	Casual	Leave	-	Casual	leave	is	intended	to	enable	an	employee	to	absent	himself/herself	for	a	short	period	for
personal	reasons,	46.	46	An	employee	is	entitled	in	the	first	year	of	employment	to	one	day¢ÃÂÂs	casual	leave	for	each	period	of	2	months	completed	service	and	to	the	full	quota	of	7	days	from	the	2nd	calendar	year	in	service.	Casual	leave	shall	not	be	yad	)lanoitaN(	ecnednepednI	yaD	lagnoP	iahT	-:	syadiloH	yrotutatS	sa	tnemnrevoG	eht	yb	deralced	yltneserp	neeb	evah	hcihw	syad	gniwollof	eht	ot	deltitne	era	seeyolpme	llA	-	syadiloH	yrotutatS	.7	.yadiloh	ylkeew	lluf	a	eb	llahs	yadnuS	.yad	gnikrow	flah	a	yadiloh	ylkeew	fo	ESOPRUP	EHT	ROF	DRAGER	EB
LLIW	YAD	GNIKROW	-NON	A	HGUOHT,	YADRUTAS	.SYADILOH	YLKEEW	EB	LLAHS	YADNUS	DNA	YADRUTAS	-	SYADILOH	YLKEEW.	pohS	eht	fo	smret	ni	detnarg	eb	lliw	seeyolpme	eciffo	elamef	ot	evael	ytinretaM	-	evaeL	ytinretaM	.5	.rotcod	devorppa	ynapmoc/rotcod	tnemnrevoG	a	morf	etacifitrec	lacidem	a	yb	detroppus	eb	dluohs	syad	41	gnideecxe	ecnesba	suounitnoC	.sralucitrap	lluf	gnivig	tnemeganam	eht	mrofni	yletaidemmi	llahs	ehs	/eh	tnemtaert	rof	latipsoh	tnemnrevog	a	sretne	eeyolpme	na	.Syad	12	atouq	lluf	eht	ot	deltitne	eb	lliw	ehs/eh	ecivres
fo	raey	radnelac	dnces	eht	ni	.raey	a	rof	syad	12	gnideec	xe	tone	tube	ecivres	fo	htnom	Detelpmoc	hcae	rof	evael	kcis	Syad	2	ot	tnemyolpme	fo	raey	radnelac	tsrif	eht	ni	delitne	and	eeyolpme	na	-	evael	kcis	3.4	.secnemmoc	eva	hcihw	no	eTa	eht	erofeb	mrof	mrof	staiirPorppa	noniatbo	nodeba	dna	40	â	„â	€	ã	¢	rebmeced	â“	â	€	ã	¢	rebotco)	VI	74	.74	Syad	70	-	Rebmetpes	â	“â	€	ã	¢	yllu)	III	Syad	01	-	enuj	â“	â	€	ã	lirpa)	II	Syad	41	-	HCRAM	-	HCRAM	Â	„â	€	ã	¢	yraunaj)	i	.retfaereht	atouq	lluf	eht	ot	dna	rednuereh	Detacidni	SA	tnemyolpme	fo	tnemecnemmoc	foad
eht	no	gnidneped	sisab	etoanitroporp	a	no	tnemtiurc	fo	Raey	radnelac	dnces	eht	tuba	gnird	EvaL	Ni	Evael	Launna	ot	delitne	eb	ton	lliw	eeyolpme	Swollof	SA	Detnarg	Eb	Lliw	Evael	Launna	-	Evael	Launna	2.4	.Deriuquer	Su	Evael	hcihw	morf	Emit	eht	Erofeb	42	Tsael	tsael	etairPorppa	eht	ni	noitacilppa	yb	ellisso	deniatbo	deniatbo	Syad	2	naht	erom	rof	latnemercni	ona	o	etnarud	odagerpme	o	b	aditbo	yap-oN	ahloF	reuqlauq	uo	atsopmi	ranilpicsid	o£Ã§Ãa	reuqlauQ	otnemercni	ues	uohnag	,missa	,e	latnemercni	ona	o	etnarud	edadiledif	e	aicnªÃgilid	,aicnªÃicife
moc	sereved	sues	odirpmuc	ahnet	asuac	me	oir¡Ãnoicnuf	o	euq	ed	o£ÃsiviD	ad	efehC	ovitcepser	olep	oditime	odacifitrec	mu	ed	setnedneped	o£Ãres	e	o£Ã§Ãaemon	ed	satrac	san	odacidni	emrofnoc	,ona	adac	ed	orienaj	ed	o1	ed	ritrap	a	otiefe	moc	sodidecnoc	o£Ãres	siauna	sotnemercni	sO	-	sotnemercnI	.11	.ohlabart	ues	o	es	oir¡Ãnoicnuf	reuqlauq	ed	so§Ãivres	so	etnemairamus	ridnicser	ed	otierid	o	es-avreser	o£ÃtseG	a	.o£Ã§Ãaemon	ed	laudividni	atrac	adac	me	odacificepse	emrofnoc	,o£Ã§Ãaemon	ed	atad	ad	ritrap	a	o£Ã§Ãaborp	ed	ona	10	ed	odoÃrep	mu	a
satiejus	o£Ãtse	seµÃ§Ãaemon	sa	sadoT	-	o£Ã§ÃaborP	ed	odoÃreP	.01	.arutreboc	ed	o£Ã§Ãavorpa	aus	arap	laicifo	roirepus	ues	oa	ol-¡Ãivne	e	a§Ãnecil	ed	odidep	ed	oir¡Ãlumrof	mu	rehcneerp	05	.05	ohlabart	oa	anroter	ale	/	ele	euq	missa	eved	ale	/	ele	a§Ãnecil	ebecer	oir¡Ãnoicnuf	mu	odnauQ	.ohlabart	o	arap	odataler	airet	ale/ele	euq	opmet	od	saroh	42	ed	ortned	oiem	ortuo	reuqlauq	uo	enofelet/amargelet	rop	roirepus	ues	o	¡Ãramrofni	,sotsiverpmi	sovitom	rop	aiv©Ãrp	o£Ãssimrep	revit	o£Ãn	oir¡Ãnoicnuf	mu	eS	.roirepus	laicifo	ovitcepser	ues	ed	aiv©Ãrp
o£Ãssimrep	a	mes	reved	od	iartsid	es	o£Ãn	oir¡Ãnoicnuf	mU	-	reved	od	aicnªÃsuA	.9	2	x	03	lasnem	yralaS	â	aid	oiem	araP	03	lasnem	yralaS	â	aid	mu	araP	042	lasnem	yralaS	â	aroh	amu	roP	:amrof	etniuges	ad	odaluclac	¡Ãres	sªÃm	1	a	roirefni	odoÃrep	rop	oir¡Ãlas	O	.sªÃm	adac	ed	52	aid	on	ogap	¡Ãres	oir¡Ãlas	ues	ogap	res	eved	oir¡Ãnoicnuf	adaC	-	lasneM	airalaS	-	sotnemagaP	1.8	.sartxe	saroh	ed	ohlabart	omoc	sodaredisnoc	94	.94	©Ã	ohlabart	ed	lamron	oir¡Ãroh	od	arof	ohlabart	O	-	sartxe	saroh	ed	ohlabarT	.8	lataN	yaD	nooM	lluF	kaseW	odnedecus
etnemataidemi	yaD	soreH	oreH	lanoicaN	aiD	oiaM	yaD	raeY	weN	udniH/alahniS	yaD	raeY	weN	udniH/alahniS	ed	setna	etnemataidemi	aid	O	)oir¡ÃsrevinA	ssdemahoM	ateforP	yloH(	4102/21/30	etnediserP	DNGS	o£Ãsivid	aus	me	soir¡Ãnoicnuf	so	sodot	ed	osivA	o	moc	o£Ã§ÃacinumoC	siht	fo	stnetnoc	eht	gnirb	ot	detseuqer	yldnik	era	snoisiviD	fo	sdaeH	llA	·ÂÂ¯Ã	.4102	rebmeceD	ni	stnemyap	gnikam	nehw	evoba	denoitnem	mus	latot	eht	morf	ffo-tes	eb	lliw	4102	raey	rof	sunoB	eht	tsniaga	4102	lirpA	ni	diap	ydaerla	ecnavda	ehT	·ÂÂ¯Ã	.aserpme	ad	oriecnanif
sutats	od	edneped	ona	reuqlauq	me	epiuqe	aus		Ã	aitarg-xe/sun´Ãb	ed	otnemagap	ed	mutnauq	o	euq	razitafne	ajesed	o£Ã§ÃartsinimdA	ed	ohlesnoC	O	.odidecnoc	©Ã	)otsopmi	ed	odiuqÃl(	-/000.04	.sR	-:aitarg-xe	otnemagaP	.)otsopmi	ed	odiuqÃl(	-/000.02	.sR	ed	ominÃm	mu	a	otiejus	,sesem	sªÃrt	ed	ocis¡Ãb	oir¡ÃlaS	-	:sun´Ãb	ed	otnemagaP	.aserpme	ad	ohnepmesed	od	airohlem	an	epiuqe	ad	o£Ã§Ãacided	e	o£Ã§Ãarepooc		Ã	otnemicehnocer	me	,ona	etse	araP	-/000.04	.sR	©Ãta	me	aitarG-xe	ad	otnemagap	o	ratnemua	odidiced	iof	euq	ramrofni	ed	rezarp	o	met
o£Ã§ÃartsinimdA	ed	ohlesnoC	O	.oxiaba	odahlated	emrofnoc	,aitarg-xe	e	sun´Ãb	ed	sotnemagap	so	ragap	uidiced	4102	ed	orbmezed	ed	2	me	adazilaer	o£Ãinuer	aus	me	o£Ã§ÃartsinimdA	ed	ohlesnoC	o	,ona	o	etnarud	sÃap	on	adicelaverP	zap		Ã	odived	etnemlapicnirp	,aihnapmoC	ad	lanoicarepo	ohnepmesed	on	otnemicserc	o	odnaredisnoc	,4102	ed	ona	o	arap	aitarG-xE	e	sun´ÃB	ed	otnemagaP	o	arap	aitarG-xE	e	sun´ÃB	ed	odatimiL	otnemagaP	:on	osivA	-:B	ecidnªÃpA	25	.25	etnediserP	.DNGS	.aserpme	ad	esseretni	ed	laossep	,edadeirporp	a	regetorp	arap
,edadiledif	e	aicnªÃgilid	,aicnªÃicife	moc	sele	a	sadaifnoc	saferat	sa	rirpmuc	ed	odot	opmet	o	sotsag	o£Ãs	aserpme	ad	soir¡Ãnoicnuf	so	sodoT	-	soir¡Ãnoicnuf	sod	o£Ã§ÃagirbO	.41	.o£Ã§Ãartsinimda	ad	ovisulcxe	oir©Ãtirc	a	otecxe	,sona	06	ed	oir¡Ãsrevina	ues	s³Ãpa	ogerpme	me	¡Ãraunitnoc	oir¡Ãnoicnuf	muhneN	-	airodatnesopA	.31	.sÃap	15	.15	od	etrap	reuqlauq	me	aserpme	ad	ohlabart	ed	lacol	reuqlauq	arap	oiv©Ãrp	osiva	mes	,otnemom	reuqlauq	a	sodirefsnart	res	medop	soir¡Ãnoicnuf	sO	-	soir¡Ãnoicnuf	ed	aicnªÃrefsnarT	.21	.otnemercni	ed	snif	arap
o£Ã§Ãaredisnoc	me	odavel	res	&	&	otroporeA	USNI/5/536/RH	:ON	OSIVA	-:C	ECIDNÃPA	35	noitacilppA	emehcS	ecnarusnI	htlaeH	USNI/5/536/RH	:oN	ecitoN	ot	tnemhcattA	55	.55	4102/30/10	NAMRIAHC	dngS	.noisivid	rieht	fo	seeyolpme	lla	fo	eciton	eht	ot	siht	gnirb	ot	detseuqer	yldnik	era	snoisiviD	fo	sdaeH	llA	.4102	lirpA	ts1	Erofeb	ro	did	not	secruóser	namuh	y	no	da	hcaer	mro	noiticilppa	dehm	druter	dna	tcefrep	ot	detsseuqu	hsiw	hsiw	hsiw	hsiw	hsiw	-/000,/005.7	.R.	Tfeneb	Revoc	48,14	.Sr	70,534.3	.Sr	-/000.03	.SR	-/000.0	08.875,62	.sR	09.412,2	.sR	-
/000,52.sR	-/000,051	.sR	2	emehcS	raey	rep	eeyolpmE	rep	noitubirtnoC	htnom	rep	eeyolpmE	rep	noitubirtnoC	tifeneB	roodtuO	tifeneB	roodnI	emehcS	.rednuereh	nwohs	sa	elbacilppa	tnemyap	ylhtnom	eht	gnitubirtnoc	yb	os	Od	dluocs	ecnarusni	htlaeh	eht	3	,2	emehcs	rednu	stifeneb	rehtruf	niatruf	hsiw	hsiw	esoht	45	.40,3	.	/052	.SR	-/005.22	.SR	-/000.0	fo	1	emehcS	eht	rednu	stifeneb	eht	deviecer	ot	eunitnoc	dna	niamer	dluoc	ynapmoC	eht	yb	detarepO	emehcS	ecnarusnI	htlaeH	eht	rednu	stifeneb	eht	yojne	ot	hsiw	ohw	seeyolpme	esohT	-:	snoitcurtsnI
tnemtaerT	lacigruS	laicepS	rof	revoC	ssenllI	lacitirC	stnemtaerT	roodtuO	)noitazilatipsoH(	roodnI	sa	deifissalc	era	emehcs	eht	rednu	stifeneb	lacidem	ehT	-:	egarevoC	.eeyolpme	na	yb	derrucni	ylluf	ro	yltrap	sesnepxe	fo	tnemesrubmier	fo	yaw	yb	stinu	ylimaf	rieht	dna	sevlesmeht	fo	tcepser	ni	yrtnuoc	ngierof	a	ni	ro/dna	yllacol	deniatbo	stnemtaert	lacidem	rof	stinu	ylimaf	rieht	dna	seeyolpme	ynapmoC	ot	ecnatsissa	Laicanif	eedvourp	ot	smohcs	or	tcejbo	none	eht	-:	Evitcejbo	ecnarusni	htlaEh	detimil	)AH	Additional	Benefits	1.	Name	of	the	employee:	2.	Service
N.O:	3.	Designation:	4.	Division:	5.	Registration	no.	Benefits	in	the	case	of	the	Saãº	of	the	insurance	regime.	(Please	mark	())	In	the	appropriate	cage)	Scheme	1	Scheme	2	Scheme	4	Scheme	4	Benefits	Scheme	Inland	Contribution	of	Benefits	abroad	for	employees	for	mothers	contributes	per	year	per	year	Scheme	1	rs	100,000-/	rs.	22,500-/	RS.	250/	RS.	3,000-/	scheme	2	rs	150,000-/	rs.25,000-/	RS.	2.214.90	rs.	26.578.80	scheme	3	rs.	200,000-/	RS.	27,500-/	RS.	2,672,47	rs.	32,069,64	scheme	4	rs.	300,000-/	RS.	30,000-/	RS.	3.435.07	RS	41,220.84	I	consent	to
deduce	a	sum	of	rs	...................	by	my	salon	with	effect	from	January	2015.	Date	...	............	Signature	of	the	employee	..........................	Head	of	Human	Resources,	please	.	Date.................................................	..................................................	..............	Signature	of	the	boss	of	divisions	56.	56	Appendix	D:	Circular	no.	AP/178	AIRPORT	&	AVIATION	SERVICES	(SRI	LANKA)	LIMITED	PAYMENT	OF	MEAL	ALLOWANCE	The	Administration	Council	decided	to	pay	a	permission	of	RS	meals.	65-/	to	all	employees	for	the	days	of	each	mother.	This	decision	will	enter	into
force	from	October	1,	2006.	For	the	purpose	of	payment	of	the	allowance	of	meal,	normal	working	days	of	a	mother	will	be	considered.	Normal	working	days	of	a	mother	=	no.	of	the	days	of	the	â	€	“(SUPPLY	+	Sundays	+	MERCANTILE	HOLIDAYS	+	POYA	DAYS)	The	number	of	licensing	days	disposed	of	by	a	employee	should	be	deducted	from	normal	working	days	for	this	purpose.	If	an	employee	has	taken	advantage	of	half	a	day	Leaves,	he/she	is	not	entitled	to	Meal	to	allow	for	that	day.	All	bosses	are	requested	to	calculate	the	number	of	days	to	right	of
Meal	Allow	by	employee	and	inform	these	details	to	the	Finance	Division	for	the	day	10	of	each	month	using	the	attached	formal	specimen	atad		Ã	etnemroiretna	erroco	euq	otnemanifnoc	od	odatluser	omoc	,amica	)i(	me	sodanoicnem	a§Ãnecil	ed	said	41	so	ratievorpa	odidop	revit	o£Ãn	odagerpme	o	eS	)vi(	).etneviverbos	a§Ãnairc	ed	oremºÃn	reuqlauq	arap	a§Ãnecil	ed	said	07	aditimrep	¡Ãres	aninimef	air¡Ãnoicnuf	amu	,sarvalap	sartuo	me(	a§Ãnairc	amu	met	uo	a§Ãnairc	amuhnen	,otnemanifnoc	lat	ed	atad	an	,met	ale	e	aviv	a§Ãnairc	amu	ed	o£Ãtseuq	an
uotluser	otnemanifnoc	o	es	otnemanifnoc	ed	atad	an	odna§Ãemoc	a§Ãnecil	ed	ohlabart	ed	said	07	.	-:	euges	omoc	a§Ãnecil	a	aditimrep	¡Ãres	m©Ãbmat	aninimef	air¡Ãnoicnuf	amu	,sodanoicnem	amica	said	41	sod	m©ÃlA)iii(	.otnemanifnoc	ed	atad		Ã	roiretna	etnemataidemi	aid	on	ranimret	arap	a§Ãnecil	ed	said	41	euq	¡Ãritimrep	o£ÃsiviD	ed	efehC	o	,osiva	lat	ed	o£Ã§Ãpecer	s³ÃpA	)ii(	.osiva	on	ale	rop	adacificepse	res	a	atad	ad	ritrap	a	said	41	ed	ozarp	on	adanifnoc	ratse	arepse	euq	ahlabart	euq	me	o£ÃsiviD	ed	efehC	oa	otircse	rop	osiva	rad	eved	adanifnoc	ratse
avarepse	euq	aninimef	air¡Ãnoicnuf	amU	)i(	.edadinretam	ed	a§Ãnecil	ed	seµÃ§Ãatserp	s	Ã	sovitaler	sotnemidecorp	setniuges	so	sodacilpa	o£Ãres	,5891	ed	44	o.n	ieL	ad	,eciffO	&	pohS	ad	soir¡ÃnoicnuF	sod	ieL	ad	o£Ã§Ãaretla	a	moC	EYOLPME	ELAMEF	rof	EVAEL	YTINRETAM	DETIMIL	)AKNAL	IRS(	SECIVRES	NOITAIVA	&	TROPRIA	23/PA	.ON	RALUCRIC	:	E	XIDNEPPA	85	.85	edadilauQ	ed	aitnaraG	e	anretnI	airotiduA	ed	efehC	:	cc	o£ÃsiviD	ed	efehC	od	arutanissA	....................................................	:	rop	odamrifnoC	:	rop	odaraperP	:	ataD	.a§Ãnecil	s.yad	10
omoc	adatart	res	eved	a§Ãnecil	sevael	aid	2â1	edadilanif	atse	araP	*	seµÃ§Ãiefer	ed	o£Ãssimrep	a	arap	sodalutitni	said	ed	,o£ÃN	*levÃnopsid	a§Ãnecil	ed	said	ed	.oN	sªÃm	o	arap	sietºÃ	said	ed	.oN	oir¡Ãnoicnuf	od	emoN	.oN	FPE	.oN/S	:	sªÃM	:	o£ÃsiviD	LAEM	OÃÃARETLA	A	ARAP	SOTIERPME	ED	SLIATED	871/PA	a	oxenA	75	.75	6002/11/80	OLUTÃPAC	.dngS	.soir¡Ãnoicnuf	so	sodot	ed	osiva	oa	ralucriC	atsed	odºÃetnoc	o	evel	,rovaf	roP	.edadilauQ	ed	aitnaraG	&	anretnI	airotiduA	ed	efehC	arap	aip³Ãc	amu	moc	it	will	be	authorized	to	take	the	period	of
unsolicited	license	balance	from	the	14	days	after	the	end	of	the	license	it	will	.oN	noitartsigeR	tnedutS	SCCI	.ekayanutaK	,ekianaradnaB	ed	lanoicanretnI	otroporeA	,detimiL	)aknaL	irS(	secivreS	noitaivA	&	otroporeA	oN	omsÃetnesbA	od	o£ÃtseG	e	o£Ã§ÃideM	:	eset	ad	olutÃT	ROSIVREPUS	ALEP	SCCI	ED	SETNADUTSE	ED	OÃÃACIFITREC	A	ARAP	SISET	AKNAL	IRS	AD	SACITSÃRETCARAC	SODROPROC	SERTERCES	SOD	OTUTITSNI	16	.16	.6102	ed	orienaj	ed	41	aid	on	odataD	aserpme	aus	arap	sit¡Ãrg	oicnºÃnA	anoD	:	etnadutse	od	otelpmoc	emoN	:
etnadutse	od	arutanissA	6900:	.oN	noitartsigeR	tnedutS	SCCI	.sodatimil	socimªÃdaca	snif	arap	raipoc	arap	uo	SCCI	od	acetoilbiB	an	aicnªÃrefer	arap	adazilibinopsid	ajes	o£Ã§Ãatneserpa	atse	euq	arap	otnemitnesnoc	uem	uod	uE	.amargorp	lat	reuqlauq	arap	arutadidnac	me	etnemaenatlumis	oditembus	odnes	¡Ãtse	o£Ãn	e	,sodutse	ed	amargorp	ortuo	uo	uarG	,amolpiD	reuqlauq	arap	aicn¢Ãtsbus	me	otieca	etnemaiverp	iof	o£Ãn	ohlabart	etsE	.cte	,aifargoilbib	an	,otxet	on	acifÃcepse	aicnªÃrefer	rop	,saton/©Ãpador	ed	saton	san	sadicehnocer	o£Ãs	setnof	sartuo
siaT	.amrifa	es	amrof	artuo	ed	odnauq	otpecxe	,setnednepedni	o£Ã§Ãagitsevni	e	ohlabart	uem	od	odatluser	o	©Ã	eset	atse	euq	acifitrec	areewidnaN	ihtnaliK	irunA	anoD	adatuped	arohnes	A	.ekayanutaK	,ekianaradnaB	ed	lanoicanretnI	otroporeA	,detimiL	)aknaL	irS(	secivreS	noitaivA	&	otroporeA	on	omsÃetnesbA	od	o£ÃtseG	e	o£Ã§ÃideM	:eseT	ed	olutiT	OD	SETNADUTSE	SOD	OÃÃACIFITREC	AD	SETNADUTSE	ED	OÃÃACIFITREC	A	ARAP	SISEHT	AKNAL	IRS	AD	SACITSÃRETCARAC	SODROPROC	SOTERCES	SOD	OTUTITSNI	06	.06	OLUTÃPAC	.dngS
.o£Ãsivid	aus	ad	soir¡Ãnoicnuf	so	sodot	ed	osiva	oa	ralucriC	atsed	odºÃetnoc	o	ravel	a	sodagirbo	o£Ãs	o£ÃsiviD	ed	sefehC	so	sodoT	.sodÃulcxe	res	meved	edadinretam	ed	a§Ãnecil	ed	odoÃrep	on	meac	euq	aserpme	ad	siaicepse	sodairef	e	soir¡Ãtutatse	sodairef	,ayoP	ed	said	,lanames	aglof	ed	saiD	.atnoc	me	odavel	res	eved	,sietºÃ	said	sanepa	,a§Ãnecil	ed	said	so	ratnoc	oA	)v(	95	.sair¡Ãssecen	seµÃ§Ãacidni	sa	ªÃd	euq	a§Ãnecil	ed	odidep	ues	on	omsem	o	odanoicnem	ahnet	euq	edsed	,)iii(	o£Ã§Ãircsbus	ed	o£Ã§Ãacilpa	a	)a	I	oversaw	the	attached	thesis	of	the
student	above	the	ICCS.	The	student	haso£ÃN	miS	?lev¡Ãozar	amelborp	muhnen	¡Ãh	o£Ãn	omsem	ohlabart	oa	recerapmoc	o£Ãn	euq	uitnes	¡Ãj	ªÃcoV	8.2	oN	miS	?o£Ã§Ãazinagro	a	arap	uo	ªÃcov	arap	soicÃfeneb	rad	aunÃtnoc	aicnªÃuqerf	a	etnes	ªÃcoV	7.2	oN	miS	?raticilos	ªÃcov	es	a§Ãnecil	amu	¡Ãd	,otaidemi	efehc	,rosivrepus	ues	O	6.2	oN	miS	?rahlabart	mes	ol-inup	otaidemi	efehc	,rosivrepus	ues	O	7.2	oN	miS	?atlaf	mes	a§Ãnadum	me	etneibma	mu	me	rahlabart	ereferp	ªÃcoV	6.2	oN	miS	?ohlabart	/	ohlabart	ues	on	sa§Ãnadum	sednarg	sA	5.2	oN	miS	?
etneicifus	©Ã	ossi	euq	ahca	ªÃcoV	4.2	o£ÃN	miS	?o£Ã§Ãazinagro	aus	ed	met	ªÃcov	euq	sasnepmocer	ed	seµÃ§Ãavitom	metsixE	3.2	36	.36	oN	miS	?ohlabart	oa	recerapmoc	o£Ãn	arap	o£Ãzar	amu	Ã	2.2	oN	miS	?ohlabart	on	essertse	etnes	ªÃcoV	1.2	omsÃetnesba	o	matefa	euq	serotaF	â	2	o£Ã§ÃeS	sona	04	ed	siam	sona	03	-52	sona	04	-	03	sona	52	-	81	?snet	edadi	euQ	2.1	oninimeF	onilucsaM	orenªÃG	1.1	siaosseP	seµÃ§ÃamrofnI	-	1	o£Ã§ÃeS	.litneg	o£Ã§Ãarepooc	aus	alep	etnemadapicetna	odnecedargA	.o£Ãinipo	airp³Ãrp	aus	ed	kram.gnikcit	rop	satnugrep	sa
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