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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, employee, employer,
policymaker, or labour inspector - there is
a greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, a rise in
precarious employment and analysis of the
impact of regulatory regimes.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Wages Boards Ordinance, Ordinance
No. 27,1941

Shop and  Office  Employees
(Regulation of Employment and
Remuneration) Act, 1954, last
amended by Act No. 14 of 2018, last
amended by Act No. 14 of 2018
Budgetary Relief Allowance of
Workers Act 2016

National Minimum Wage of Workers
Act 2016

Industrial Disputes Act, 1950
Payment of Gratuity Act, 1983

The Health Services Act, 2000
Maternity Benefits Ordinance, 1939
Factories Ordinance, 1942
Workmen's Compensation
Ordinance, 1934

Employees' Provident Fund Act, 1958
Employees' Trust Fund Act, 1980
Penal Code, 1885

Shrama Vasna fund Act

Employment of Women, Young
Persons and Children’ Act, 1956
Hazardous Occupations Regulations,
2010

The Constitution of Sri Lanka 1978,
amended up to 2015

Trade Union Ordinance, 1935

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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01/13NVORKWAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

Sri Lanka has ratified the Convention 95 and 131 only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their family members.
Moreover, it must relate reasonably to the general level of wages earned and the living
standard of other social groups. Wages must be paid regularly on a daily, weekly, fortnightly or
monthly basis.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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1 Wages Boards Ordinance, Ordinance
No. 27, 1941

1 Shop and Office  Employees
(Regulation of Employment and
Remuneration) Act, 1954, last
amended by Act No. 14 of 2018

1 Budgetary Relief Allowance of
Workers Act 2016

1 National Minimum Wage of Workers
Act 2016

There is no single minimum wage in Sri
Lanka. Minimum wages are determined by
sector specific tripartite wage boards for
more than 40 trades in Sri Lanka. Minimum
wage may be determined on hourly, daily,
weekly or monthly basis by Wage Boards
constituted under the Wage Boards
Ordinance. Employers are required to pay
the minimum wage determined by a trade
specific Wage Board.

There are no specific criteria for
determining the minimum wage rate. It is
adjusted according to the variation in cost
of living index applicable to workers in that
trade.

Minimum wage rates vary in accordance
with the occupation, sector, region and the
category of workers. Increase in minimum
wage rate is mutually decided by the
Government, trade union representatives
and employers.

Under the National Minimum Wage for
Workers Act 2016, national minimum
monthly wage for all workers in any
industry or service is set as 10,000 (ten
thousand) rupees and the national
minimum daily wage of a worker is set as

400 (four hundred) rupees. Employer is
required to maintain a register at the
premises, which should contain the
following information: name of each
worker employed by him; class of work
performed by each employed worker; and
the amount paid to each worker. Employer
is required to preserve such register for a
period of 6 years.

The Wage Boards determine a minimum
rate of wages for time worked (referred to
as general minimum time rate), a minimum
rate of wages for piece work (referred to as
general piece rate), a minimum time rate
applicable to the piece rate workers to
ensure a minimum remuneration based on
time worked (referred to as guaranteed
time rate), and a minimum rate for overtime
work done by the workers (referred to as
overtime rate).

Under the Budgetary Relief Allowance of
Workers Act of 2016, employers are
required to pay the following amount with
effect from 01 May 2015 (to December 2015)
to every worker the following amounts as
“budgetary relief allowance”, depending on
the worker’s usual remuneration:

a) 1,500 rupees per month if the monthly
pay does not exceed 40,000 rupees;

b) 60 rupees per day if his/her daily rate
does not exceed 1,600 rupees;

c) 15% of the wages or salary payable to
a worker in a month for piece rated
workers;

d) Difference between the maximum
wage and actual wage where the
wage rate exceeds 40,000 rupees but
does not exceed 41,500 rupees
(maximum wage); and

e) 4% of the difference between 41,500
rupees and the total wages for the
relevant month if the daily rate is
between 1,600 and 1,660 rupees.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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The maximum amount of budgetary relief
allowance for the first three cases is 1,500
rupees.

From January 2016 onward, the following
amounts are paid as “budgetary relief
allowance”, depending on the worker’s
usual remuneration:
a) 1,000 rupees per month if the monthly
pay does not exceed 40,000 rupees;
b) 40 rupees per day if his/her daily rate
does not exceed 1,600 rupees; and
c) 10% of the wages or salary payable to
a worker in a month for piece rated
workers;

The maximum amount of budgetary relief
allowance in 2016 is 1,000 rupees.

As provided under the Wage Boards
Ordinance, compliance with minimum
wages is ensured by the office of Labour
Commissioner, which appoints officers in
order to give effect to the provisions of
Ordinance. Employers of workers in any
trade are required to maintain and keep in
the premises where the trade carried out a
clear and accurate written record of the
following information in respect of each
wage period:

(a) the wage period,;

(b) the names of the workers who are
paid wages in respect of such wage
period;

(c) the number of hours or days during
which each such worker has worked in
such wage period;

(d) the wages paid to each such worker in
respect of such wage period;

(e) the date of payment of such wages;

(f) the deductions from such wages; and

(g) particulars of such other matters as
may be prescribed.

If an employer fails to comply with the
Wages Boards Ordinance or a Wages Board

determination on minimum wage, the

employer is liable to a fine of:

(i) notlessthan 100 rupees but not more
than 250 rupees in the case of a first
offence;

(ii)  notlessthan 250 rupees but not more
than 500 rupees in the case of a
second offence; and

(iii)  notless than 500 rupees but not more

than 1,000 rupees in the case of a third
and subsequent offences.

If the fine relates to the failure to pay the
minimum wages as are determined by a
Wages Board, the employer is further liable
to a fine not exceeding 50 rupees for each
day on which the offence is continued after
conviction. In the event of a third or
subsequent offence, an employer may also
be liable to a term of imprisonment not
exceeding 6 months.

In addition to the above penalties (fine or
prison sentence), the court may order an
employer to pay:

(a) the difference between the due
amount (minimum wage) and the
amount actually paid and the
surcharge as payable in accordance
with §4(2A) Wages Ordinance Board;

(b) such sums as are determined by the
court plus any surcharge as payablein
accordance with 84(2A) Wages
Ordinance Board if no wages are paid
by the employer to the worker.

Under the Minimum Wage Act 2016,
employers are required to maintain and
keep in the premises the relevant record
setting out the name of each worker
employed by him; the class of work
performed by each worker employed by
him; and the amount paid to each such
worker as wages. If an employer fails to pay
the national minimum wage (monthly or
daily) payable to  workers, the

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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Commissioner-General, may after
investigation, require the employer to
deposit with him the amount of such part of
the national minimum wage that is
defaulted in respect of such worker or
workers for the period the amount is due,
within the date specified in such notice.

If an employer contravenes the provisions
on payment of minimum wage, he is guilty
of an offenceiis liable on conviction to a fine
not exceeding twenty-five thousand rupees
or to imprisonment of either description for
a term not exceeding six months or to both
such fine and imprisonment.

Source: §21-22 and 40-44 of the Wage
Boards Ordinance; §3 of the Budgetary
Relief Allowance of Workers Act 2016; §3-9
of the National Minimum Wage of Workers
Act 2016

For updated minimum wage rates, kindly
refer to the section on minimum wages

In accordance with the Wage Boards
Ordinance, wage includes any
remuneration due in respect of overtime
work or of any holiday. Both the Wage
Boards Ordinance and the Shop & Office Act
have provisions related to the payment of
wages.

A Wage Board may fix a wage period for a
specific trade and specify the days at the
end of which the wages must be paid to the
workers. If a worker is not covered under
the Wage Board decision, an employer may
fixthe wage period. However, in either case,
wage period cannot exceed one month. The
Wage Board Ordinance and the Shop &
Office Act require payment of wages at the
following intervals:

- within 3 days of the end of wage
period if the period does not exceed 1
week;

- within 5 days of the end of wage
period if the period does not exceed 2
weeks; and

- within 10 days of the end of wage
period if the period exceeds 2 weeks
(butis less than one month)

In certain unavoidable circumstances,
when the employer is unable to pay
remuneration to the worker within
specified time period, the employer must
retain the remuneration and pay it at the
earliest possible opportunity.

The Wages Boards Ordinance and the Shop
& Office Employees Act specifically require
the employer not to make any deduction
other than those authorized by the law.
Deductions imposed by Statute are those
relating to the collection of income tax at
source, Employees’ Provident Fund
deductions (8% of a worker’s total
earnings) and deductions on account of
payments to approved provident funds,
etc. If an employer makes unlawful
deductions, there is a risk of prosecution.

The employer is authorized to deduct
certain amounts from the employee’s
salary in case of misbehaviour. The
employee in turn is called to maintain a
certain standard to avoid such fines. One
can interpret such standards as the actual
responsibility that the law calls the
employee to fulfil. Examples are: absence
from work without a reasonable excuse,
late attendance at work without a
reasonable excuse, wilful failure on the part
of the employee to comply with any lawful
order given to him in relation to his work
and intoxication during working hours.
However, such fines cannot amount to
more than 5% of the total salary due for the

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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period to which they refer to, while the
approval of the Commissioner is needed if
the amount is higher.

The Regulation 17 under the Shop & Office
Employees Act requires an employer to
keep salary record, which should include
following information: name of the
employee; age; sex; class or grade, if any;
category or designation or occupation;
remuneration period (month, fortnight or
week); number of hours of work performed
during the remuneration period; number of
hours of overtime work performed during
the remuneration period; rate of
remuneration payable; allowances payable
(showing each allowance separately); gross
remuneration earned for the remuneration
period; all deductions made from the gross
remuneration (showing each deduction
separately); all advances made out of the
remuneration during the remuneration
period; contributions made by the
employer and employee respectively in
respect of the remuneration period, to any
pension or provident fund; the amount of
balance remuneration paid and the date of
payment; the total amount of overtime
remuneration paid in respect of each
remuneration  period; the amount
recovered under the Income Tax Ordinance
or under any other written law or order of
court; acknowledgement of the employee
in proof of receipt of net remuneration.
Employers are required to keep the
remuneration record up to date and
preserve it for a period of 4 years.

Employers are required under the Shop &
Office Employees Act to pay remuneration
directly to the person in legal tender and
without any deductions (except those
authorized under the law and with the
consent of such person). The law however
requires that the aggregate of such
deductions must not exceed 60% of the

remuneration due to a worker.

The Wages Board Ordinance however has a
different provision. It also requires an
employer to pay remuneration directly to a
worker in legal tender and without any
unauthorized deductions. However, such
deductions must not exceed 75% for
workers engaged in a trade specified by the
Minister and 50% of wages for workers
engaged in any other trade.

Source: §2, 5 & 23 of the Wage Boards
Ordinance; §19 and Regulation 17 under
the Shop & Office Employees Act

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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02/13COMPENSATION &
WORKING HOURS

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

Sri Lanka has not ratified any of the above-mentioned Conventions.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
- minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, the overtime pay rate should not be less than one and a quarter-time
(125%) of the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires the performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they must be given a
compensatory holiday. A higher rate of pay for working on a public holiday or a weekly rest day
does not take away the right to a holiday/ rest.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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1 Shop and Office  Employees
(Regulation of Employment and
Remuneration) Act, 1954, last
amended by Act No. 14 of 2018

In accordance with the Shop and Office
Employees Act, normal working hours are 8
hours per day and 45 hours per week. The
Factories Ordinance states that the normal
working hours must not exceed 09 hours
per day, exclusive of intervals allowed for
meals and rest. The normal working hours
limit does not apply to any person who
holds an executive or managerial position
in a public institution and who is in receipt
of a consolidated salary the initial of the
scale of which is not less than Rs. 6, 720 per
annum.

If a worker works beyond the stipulated
working hours, he/she is entitled to an
overtime pay that is 150% (1.5 of X) of the
rate of his ordinary pay. The overtime hours
in a week cannot exceed 12 hours.

The number of hours constituting a normal
workday is fixed by a Wages Board for a
trade in respect of which it is established.
The daily working hours cannot exceed 9
hours if the interval(s) specified for meals or
rest do not exceed one hour. If this interval
exceeds one hour, the length of a working
day cannot be more than 9 hours plus the
time period by which such duration exceeds
one hour. The normal working days cannot
exceed 12 hours even if such aggregate
exceeds 12 hours. For a special class of
workers, Wages Board may determine a
working day of more than 12 hours.

Source: Regulation 3, 6 & 7 of the Shop and
Office Employees Act of 1954; §67 of the
Factories Ordinance

There is no premium payment for night
work.

No provision could be identified in laws to
require an employer to provide
compensatory rest day to those workers
working on weekly rest day. However, if a
worker works on a public holiday, he/she
has to be allowed a holiday with full pay on
or before the 31st of December.

Source: §7 of Shop and Office Employees
Act, 1954

Employees may be required to work on
weekend and public holidays. If workers
have to work on a public holiday, they are
entitled to 200% of the normal rate of
wages. No premium is provided for working
on weekly rest days.

Source: §7 of Shop and Office Employees
Act, 1954

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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03/13ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

Sri Lanka has ratified the Convention 106 only.
Summary of Provisions under ILO Conventions

An employeeis entitled to at least 21 consecutive days of paid annual leave, excluding national
and religious holidays. Collective agreements must provide at least one day of annual leave on
full remuneration for every 17 days the employee worked or was entitled to be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours every 7 days, i.e.,
a week.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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1 Shop and Office  Employees
(Regulation of Employment and
Remuneration) Act, 1954, last
amended by Act No. 14 of 2018

An employee is entitled to take annual
leave when the next calendar year starts.
The duration of that first annual leave
period is determined according to the
date/month on which the employment
commenced. From the second vyear
onward, an employee is entitled to 14 days
of paid annual leave, after completion of 12
months of continuous service. For the first
year, an employee would have following
annual leave, depending upon the time of
commencement of his employment:

- 14 days if the employment
commences on or after the first day of
January but before the first day of
April;

- 10 days if the employment
commences on or after the first day of
April but before the first day of July;

- T7days if the employment commences
on or after the first day of July but
before the first day of October; and

- 4 daysif the employment commences
on or after the first day of October.

Aworkeris required to take his annual leave
within twelve months of its entitlement.
Annual leave schedule is determined by the
mutual agreement between the employer
and the employee. It may be split however
its minimum duration cannot be less than
07 days. Weekends and public holidays
should not be counted as part of annual
leave. If a weekend or public holiday falls
during a period of annual leave, the

employee is entitled to an additional day of
leave or an extension of their leave.

Employers are not allowed to compel
workers to work during annual leave.

Ifthe employment contract expires before a
worker could acquire the right to annual
leave, the employee is entitled to the
annual leave earned by him or her in
respect of the previous year plus the days
earned during the year of termination.

Under Wages Board Ordinance, a higher
level of annual leave (up to 21 days) is
provided for some trades by the Wage
Boards.

Source: §6 & 51 of the Shop and Office
Employees (Regulation of Employment and
Remuneration) Act, 1954, last amended by
Act No. 14 of 2018

Workers are entitled to paid Festival (public
and religious) holidays. Festival holidays
are announced by Sri Lankan Government
at the start of calendar year (usually 16 in
number). The public holidays are regulated
under the Holidays Act (No. 29 of 1971). The
Shop and Office Employees (Regulation of
Employment and Remuneration) Act, 1954,
last amended by Act No. 14 of 2018 also
provides for Full Moon Poya Day and 8 other
public holidays. If a public holiday falls on
weekly rest day, no additional holiday is
granted.

Public Holidays includes Thai Pongal day;
National day (Feb 4); Day prior to Sinhala
and Tamil New Year; The Sinhala and Tamil
New Year day; May day (May 01); Vesak Full
Moon Poya Day (May 03); The day after the
Full Moon day, in the Sinhala month of
Vesak (May 04); Poson Full Moon Poya Day

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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(June 02); Adhi-Esala Full Moon Poya Day
(July 01); Id-ul-Fitr (July 18); Binara Full
Moon Poya Day (August 29); Vap Full Moon
Poya Day (October 27); Deepavali Festiva
Day (November 10); Il Full Moon Poya Day
(November 25); Milda-un-Nabi (December
24); Unduwap Full Moon Poya Day
(December 24); Christmas day (December
25)

Source: §7 of the Shop and Office
Employees (Regulation of Employment and
Remuneration) Act, 1954, last amended by
Act No. 14 of 2018; Holidays Act (No. 29 of
1971)

Workers are entitled to at least one and a
half day of rest per week at the worker's full
rate of remuneration. However, the
entitlement of full remuneration is not
applicable to workers who have worked for
less than 28 hours, exclusive of overtime
work.

Weekly rest day is not specified in the Act.
Therest day can be postponed and taken in
5-weekly blocks, provided that the
Commissioner is satisfied that such
postponementis necessary by reason of the
nature of the business or for unforeseen
circumstances.

Source: §5 of Shop and Office Employees
Act, 1954

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Sri Lanka has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirements are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed-term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written; however, workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct).

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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9 Shop and Office Employees Act, 1954
9 Industrial Disputes Act, 1950
1 Payment of Gratuity Act, 1983

The Shop and Office Employees Act, 1954
requires the employer to furnish the
particulars of a worker's employment on
the commencement of his/her work.

The written employment contract must
include the following particulars: the name
of the employee and designation and
nature of the appointment; the date on
which the appointment takes effect; the
grade to which the person is appointed,;
basic remuneration and the scale of
remuneration; whether the remuneration is
paid weekly, fortnightly or monthly; cost of
living allowance, if any, and other
allowances if any; the period of probation
ortrial, if any, and the conditions governing
such period of probation or trial along with
the circumstances under which the
appointment may be terminated during
such probation or trial; conditions
governing the employment along with the
circumstances and conditions under which
the employment can be terminated; normal
hours of work; number of weekly holidays,
and annual holidays; overtime rate
payable; provision of medical aid, if any, by
the employer; the provision of and the
conditions governing any provident fund,
pension scheme or gratuity scheme
applicable to the employment; and
prospects of promotion.

The contractis written in a language that is
completely understandable by the worker
and it is duly signed by the employer. The
employer must retain a copy of this

contract. In absence of written employment
contract, the terms and conditions of
employment would need to be ascertained
from the oral agreement; the common law;
any applicable statutory provisions;
customs or usage and practices in the
workplace; and any Collective Agreement
or decisions of Labour Tribunals.

There is no provision on internship
contracts in the labour legislation. This
entails, amongst other, that for an
internship payment of an allowance during
the period is optional, not mandatory.

Source: §17 &Regulation 15 of the Shop and
Office Employees  (Regulation of
Employment and Remuneration) Act, 1954,
last amended by Act No. 14 of 2018

Sri Lankan labour Law allows hiring fixed
term contract workers for tasks of
permanent nature. (EWI)There is no
provision on fixed term contracts in the
labour laws. The Law does talk about
temporary employees and specifies that
these are employed "temporarily by an
employer to perform work of a temporary
nature on not more than one hundred and
eighty days in any year in the aggregate.

Source: §54 of the Employees’ Councils Act,
No.32 Of 1979

Thereisno clear provisionin labour laws on
the duration of probation period in Sri
Lanka. Generally, probation period is six
months. The Shop and Office Employees
Act requires the employer to clearly
mention the period of probation,
conditions governing such probation and
circumstances under which the
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employment contract may be terminated
during probation.

Employment of Trainees (Private sector)
Act No. 8 of 1978 provides that employers
and workers may enter a contract of
training for up to maximum one year. At the
end of the training period, unless for
disciplinary reasons or for failure to attain
satisfactory competencies in the vocation
chosen, the Employer should provide
employment to the trainee or in the
alternative find him a suitable employment.

Source: Regulation 15(g) of the Shop and
Office Employees  (Regulation of
Employment and Remuneration) Act, 1954,
last amended by Act No. 14 of 2018;
Employment of Trainees (Private sector)
Act No. 8 of 1978

The contract of employment can be
terminated by the employer on disciplinary
grounds; or non-disciplinary grounds; or
death or operation of law, (this category
would include termination of the contract
of employment due to factors such as
frustration of contract and impossibility of
performance); or an act of the employee
which  may arise in a variety of
circumstances such as resignation,
vacation of post or abandonment of
employment. In case of fixed term contract,
it would terminate by reaching the term of
fixed period, as specified under the
contract.

In accordance with the terms of TEWA, the
employer is required to inform the
employees of the reasons for dismissal
except for disciplinary dismissal) However,
any dismissal of a worker covered by the
Termination of Employment of Workman
Act (TEWA) which is not a disciplinary

dismissal cannot take place without the
prior written consent of the workman or the
prior written approval of the Commissioner
of Labour. However, cases where written
approval is not required, include voluntary
resignations by employees; retirements on
the date clearly specified in the letter of
appointment; retirements according to a
provision of a collective agreement;
termination by reaching the end of the fixed
term; and termination by operation of law.
These provisions are applicable only to
“scheduled employment”, i.e., the
employment contract that falls under Shop
& Office Employees Act, Wages Board
Ordinance and Factories Act.

The law requires termination notice before
terminating services of an employee.
However, the law does not deal with
individual dismissals rather it talks only
about retrenchment (collective dismissals).
Workers may be retrenched only after
giving at least one month's notice. A worker
is eligible for this one-month notice only
after one year of service. A worker with less
than one year of service is not entitled to
any notice.

Source: §31 of the Industrial Dispute Act,
1950

Workers who have completed five years of
service with an employer employing fifteen
or more workmen, are entitled to gratuity at
following rates in the event of termination
(whether by the employer or workman, or
on retirement or by the death of the
workman, or by operation of law, or
otherwise) of the services:

1. Half a month's wages or salary for
each completed year of service for
monthly rated workmen; and

2. 14 days salary for each year of

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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completed service for other workmen.

This amount is payable in all circumstances
whatever the reason for termination may
be, (resignation, dismissal, retirement,
death of the worker, by operation of law, or
otherwise), and may only be withheld in
certain narrowly defined instances.

Under the Termination of Employment of
Workmen (Special Provisions) Act 1975,
there is provision for redundancy payment.
The compensation in lieu of reinstatement
is only payable in the event of termination
by the employer resulting from the closure
of any business which is in violation of the
Act in accordance with the following
compensation formula:

i.  2.5-month pay peryear of service for
1%t to 5™ year of service (maximum
compensation: 12.5 months);

ii.  2-month pay per year of service for
6t to 14™ year of service (maximum
compensation: 30.5 months);

iii.  1.5-month pay peryear of service for
15" to 19% year of service (maximum
compensation: 38 months);

iv.  1-month pay per year of service for
20t to 24™" year of service (maximum
compensation: 40 months); and

v.  0.5-month pay peryear of service for
25™-34" year of service (maximum
compensation: 48 months).

Source: §5 & 6 of Payment of Gratuity Act;
Termination of Employment of Workmen
(Special Provisions) Act 1975

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Sri Lanka has not ratified the Convention 156 and 165.

Summary of Provisions under ILO Convention

Paternity leave is for new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take a long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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Regulations on family
responsibilities:

1 Shop and Office Employees Act,
1954

Paternity Leave

There is no provision for paternity leave in
the labour & employment laws of Sri Lanka.

Parental Leave

There is no provision in the law on paid or
unpaid parental leave.

Flexible WorlOption for Parents /
WorkLife Balance

No provisions could be located in the law
supporting work-life balance for parents or
workers with family responsibilities.
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06/13MATERNITY & WORK

ILO Conventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Sri Lanka has ratified the Convention 103 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two-thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to the same or equivalent position after availing maternity
leave.

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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The Health Services Act, 2000
Maternity Benefits Ordinance, 1939
Shop and Office Employees Act,
1954

= =4 -4

Under the Health Services Act of 2000,
maternity homes are established. Family
Health Bureau, established under the
Ministry of Health in Sri Lanka is responsible
for provision of comprehensive ante-natal
and post-natal care. The medical care is
available to all free of charge.

Shrama Vasna Fund Act provides medical
and other facilities, assists employees when
inquiries are instituted, in the time of
distress they will be provided with financial
assistance, it also focuses on welfare of
employees. In case the institutions they
were working in, are closed down without
prior notice then financial assistance must
be provided.

Source: Health Services Act, 2000; § 6 of
Shrama Vasna fund Act

Pregnant workers (covered under the
Maternity Benefits Ordinance, 1939 or the
Shop and Office Employees Act, 1954) must
not be employed in any such work that may
be injurious to her or her child's health
during the three months before the
expected date of confinement. Similar
prohibitions are enacted for employmentin
injurious work in three months after
childbirth.

Source: §10(B) of the Maternity Benefits
Ordinance, 1939; §18(D) of the Shop and

Office Employees Act, 1954

The duration of maternity leave is 12 weeks
(84 days) excluding weekly holidays, Poya
days and statutory holidays. Out of these 12
weeks, 02 weeks maternity leave is before
confinement (including the day of her
confinement) and 10 weeks following the
day of confinement.

In accordance with the Maternity Benefits
Ordinance, 12 weeks, inclusive of all non-
working days, maternity leave is allowed. In
line with the Maternity Benefits
(Amendment) Act, (No. 15 of 2018), the 12-
week maternity leave is applicable in the
case of birth of live child while the 6-week
maternity leave is provided in the birth of
non-live child. The earlier restriction, based
on the number of third or subsequent birth,
has been repealed. Now, irrespective of the
prior number of children, women workers
are entitled to maternity leave of 12 weeks
if the confinement results in the birth of a
live child.

Also, in accordance with the amendment of
Shop and Office Employees (Regulation of
Employment and Remuneration)
(Amendment) Act, a female employ is
entitled to have 70 days maternity leave on
her confinement. In case of shop and office
worker, the leave isreduced to 28 days if the
confinement does not result in the delivery
of a live child. Maternity leave is granted to
a female worker upon providing a notice to
her employer mentioning that her date of
delivery is within a month or 14 days. After
confinement, she must inform the
employer, within a week, about her date of
delivery for the purpose of ascertaining the
number of days she is permitted to absent
herself from the employment. She should
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also, specify the number of children she
has.

There is no provision in law regarding
extension of maternity leave in case of
complications or sickness due to
confinement or in case of multiple births.

Source: §02 of the Maternity Benefits
Ordinance, 1939; §18(B) of the Shop and
Office Employees Act, 1954; §2(2) of Shop
and Office Employees (Regulation of
Employment and Remuneration)
(Amendment) Act, No. 14 of 2018

Maternity Leave under the Shop and Office
Employees Act is fully paid leave while
under the Maternity Benefits Ordinance,
6/7th (86%) of a worker's wages are paid for
the period.

Maternity benefits are provided to a woman
who has worked at least one hundred and
fifty days within the period of one year,
under the employer from whom she claims
such benefit, immediately preceding the
date of the notice that women may give to
the employer before confinement.

Earlier, the law limited 12-week maternity
benefits to women workers for the first and
second child only. The Maternity Benefits
(Amendment) Act, (No. 15 of 2018) repeals
this restriction. Now, the difference in
maternity benefits (12 weeks or 6 weeks) is
based solely on the birth of a live or non-live
child.

Source: §18(C) of the Shop and Office
Employees Act; §3-5 of the Maternity
Benefits Ordinance

In accordance with the Maternity Benefits
Ordinance and the Shop and Office
Employees Act, it is illegal for an employer
to dismiss a female employee due to her
pregnancy or any other reason connected
with her pregnancy in all aspects of
employment. So it could be ascertained
that the employment of a worker is secure
during pregnancy and maternity leave.

Source: 8§10 of Maternity Benefits
Ordinance; §18(E) of Shop and Office
Employees Act

In accordance with the Maternity Benefits
Ordinance and Shop and Office Employees
Act, a woman cannot be served a notice of
dismissal during her maternity leave. It
gives workers the right to return to job,
however, not necessarily to same position.

Source: §10 of the Maternity Benefits
Ordinance; §18(E) of Shop and Office
Employees Act

Nursing breaks are not provided under the
Shops and Office Employees Act. However,
Maternity Benefits Ordinance provides for
two paid breaks, each of at least 30-minute
duration during nine hours of working day,
till the child is one-year-old.

Employer should provide nursing facilities
to the workers for nursing their children.
The duration of each nursing break is 30
minutes if a creche or other suitable place is
provided by the employer; otherwise, it
would not be less than one hour.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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Nursing breaks are provided in addition to
the meal or rest break provided and they
are regarded as time worked.

Source: §12(B) of the Maternity Benefits
Ordinance
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07/13HEALTH & SAFETY

ILO Conventions

Most ILO OSH Conventions deal with very specific Occupational Safety hazards, such as
asbestos and chemicals.

Convention 155 (1981) is the relevant general convention here.

Labour Inspection Convention: 81 (1947)

Sri Lanka has ratified the Convention 81 only.

Summary of Provisions under ILO Conventions

The employer, in all fairness, should make sure that the work process is safe.

The employer should provide protective clothing and other necessary safety precautions for
free.

Workers should receive training in all work-related safety and health aspects and must have
been shown the emergency exits.

In order to ensure workplace safety and health, a central, independent and efficient labour
inspection system should be present.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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i Factories Ordinance, 1942

In  accordance with the Factories
Ordinance, it is obligatory for the employer
to ensure health, safety and welfare of
persons at workplace.

The establishment should be monitored to
check the quality of the premises;
cleanliness; overcrowding; maintain
reasonable  temperature;  ventilation;
lighting; drainage of floors and sanitary
convenience.

Safety of the worker must be ensured by
installing and maintaining the machinery,
mechanisms, transmission apparatus,
tools, equipment and machines in best
possible  safety  conditions.  Tools,
equipment, machines, or products used
must be organized properly guaranteeing
the safety of workers.

Safety conditions of an establishment
should also be monitored regarding risks of
falling; moving heavy objects; protection
from dangerous machines and apparatus;
preventive measures to be taken for work in
confined areas or for work done in an
isolated environment; risks of liquids
spilling and fire prevention.

Factories Ordinance further contain
provisions which specifically call for the
employers to put in place all practicable
measures to protect the persons employed
against inhalation of the dust, fume or
other  impurity.  Moreover, specific
conditions for the usage of internal
combustions engines are dictated such as
the need to conduct the exhaust of gases

from the engine into the open air; and to
partition the rooms so that any injurious
fumes from are not shifted to other persons
other than those attending to the engine.

Source: §6-60 of the Factories Ordinance,
1942

Different provisions under the Factories
Ordinance, 1942 require the employer to
provide free protective equipment
(breathing apparatus, eye protection
glasses, exhaust appliances) to the worker
whose work involves exposure to wet or
injurious substances.

Source: §32, 51, 53 & 58 of the Factories
Ordinance, 1942

The Factories Ordinance requires that no
young worker (under the age of 18 years) is
allowed to work on a machine unless he has
been fully instructed about the dangers
involved in operating the machine, has
received sufficient training in that regard
and is working under supervision of an
experienced and acknowledgeable worker.

Source: §26 of the Factories Ordinance,
1942

Labour Inspection system seems quite in
line with the provisions of C081 as Sri Lanka
became the first South Asian country to
launch the Labour Inspection System
Application. The system allows the Labour
Ministry to better coordinate its labour
administration institutions in country's 56
labour department offices. The Industrial
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Safety Division works under the
Department of Labour to ensure safety,
health and welfare of workers at the
workplace by registering factories and
conducting routine inspections. Labour
Inspection system is provided under
various sections of Factories Ordinance.

The inspector has the power to enter the
work premises; take samples for
investigation; carry out investigations on
accidents or dangerous occurrences; and
issue improvement or prohibition notices
until elimination of risk or its reduction to a
suitable level.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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08/13SICK LEAVE &
EMPLOYMENT INJURY BEI

ILO Conventions

Convention 102 (1952), Conventions 121 (1964) and 130 (1969) concerning Social Security,
Employment Injury Benefits and Medical Care and Sickness Benefits

Sri Lanka has not ratified the Conventions 102, 121 and 130.

Summary of Provisions under ILO Conventions

A worker’s rights to work and income should be protected when illness strikes. The national
labour law may provide that sickness benefits may not be paid during the first 3 days of your
absence. Minimally, a worker should be entitled to an income during the first 6 months of
illness. Thisincome should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

A worker should be entitled to medical care without any additional cost during illness.
Employees and their family members should have access to the necessary minimal medical
care at an affordable cost.

During the first 6 months of illness, a worker should not be fired.

If a worker is disabled due to an occupational disease or accident, they must receive a higher
benefit. In the case of temporary or total incapacity/disability, a worker may at least be
provided 50% of his average wage, while in the case of fatal injury, the survivors may be
provided 40% of the deceased worker’s average wage in periodical payments

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
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9 Shop and Office Employees Act, 1954
1 Workmen’s Compensation Ordinance,
1934

In accordance with the Shop and Office Act,
every worker certified by a medical
practitioner is entitled to a paid sick leave
(sickness benefit) for a period of 07 days (in
a 12-month period) for private business, ill-
health or any other reasonable cause.
These are generally known as casual leave.
Casual leave is normally availed from one-
half day to one or more days at a time. This
does not include a case of prolonged ill
health.

The Employment of Trainees (Private
Sector) Act contains specific provision for
medical leave due to ill health. A trainee is
entitled to seven days of sick leave with full
allowances payable to him, for a period, or
aggregate of periods, if the application for
leave is supported by a medical certificate
issued by a registered medical practitioner.

Source: §6(3 & 4) of the Shop and Office
Employees Act; §6 of the Employment of
Trainees (Private Sector) Act

Medical benefits are available for all
citizens free of charge. Members are eligible
to avail medical benefits through
Shramasuwa Rekawarana” Hospitalization
Medical Scheme. Employee Trust Fund Act
requires employer to remit 3% of earnings
of each employee to the Fund monthly,
before the last working day of the following

month, for members to enjoy various
benefits above benefits.

The hospitalization scheme allows
members to get hospitalization expenses
reimbursed. Members are eligible to claim
costs of treatment subject to 25,000 rupees
in a year (maximum amount during
employment period: 50,000 rupees),
subject to conditions applicable to the
scheme (contributions must have been
paid for at least 5 years).

Shrama Vasna Fund Act provides medical
and other facilities, assists employees when
inquiries are instituted, in the time of
distress they will be provided with financial
assistance, it also focuses on welfare of
employees. In case the institutions they
were working in, are closed down without
prior notice then financial assistance must
be provided.

Source: ISSA Country Profile;
https://www.etfb.lk/sub _pgs/ben statutor
y eligibility. Html; §6 of Shrama Vasna fund
Act

Employment of a worker is secure during
the period of his/her sick leave of 07 days.

Source: §6(5) of the Shop and Office
Employees Act

Work injuries are divided into four
categories: (i) permanent total incapacity
(ii) permanent partial incapacity (iii)
temporary incapacity and (iv) fatal injury
leading to death of a worker. The
compensation to the injury depends on a
worker’s wages. Work injury benefits are
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provided to the worker with at least 06
months of employment and the minimum
qualifying period for a temporary disability
is 03 days.

In the case of permanent total
incapacity/disability, amount of
compensation is paid as a lump sum
according to the wage category of a worker.
The minimum permanent disability benefit
is 196,083.80 rupees while the maximum
disability benefit is 550,000 rupees.
Employees’ Trust Fund Board also provides
benefits in the event loss of employment
due to permanent disability. The benefit is
subject to a ceiling of 200,000 rupees
depending on the degree of disablement. A
worker qualifies for this benefit only when
disability is found to be more than 50% and
employer certifies that the employment has
ceased due to disability.

In the case of permanent partial disability,
amount of compensation depends on the
assessed degree of disability. In the case of
temporary disability, 50% of the wages are
paid for up to five years. After six months,
benefit can be paid as lump sum. Minimum
temporary disablement benefit is Rs. 1,320
while the maximum benefit is Rs. 5,500.

In the case of fatal injury, dependents
(widow, children, widowed mother) receive
survivors’ benefit as a lump sum amount in
accordance with the wage class/category of
aworker. The minimum survivors’ benefit is
Rs. 196,083.80 while the maximum
survivors’ benefit is Rs. 550,000.

The funeral cost is deducted fr'm the
survivors’ benefit and is paid to the person
who incurred such expenses. It can’t be
greater than:
(i) Rs. 10,000 if the compensation does
not exceed Rs. 200,000;
(ii) Rs. 15,000 if the compensation does

not exceed Rs. 300,000; and
(iii) Rs. 20,000 if the compensation does
not exceed Rs. 500,000.

Source: §6, 12, Part Ill& Schedule IV of
Workmen’s Compensation  Ordinance,
1934; ISSA Country Profile for Sri Lanka
2014;http://www.etfb.lk/sub_pgs/ben stat
utory eligibility.html
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09/13SOCIAL SECURITY

ILO Conventions

Social Security (minimum standards): Convention 102 (1952). For several benefits somewhat,
higher standards have been set in subsequent Conventions

Employment Injury Benefits: Conventions 121 (1964),

Invalidity, Old age and survivors’ benefits: Convention 128(1967)

Medical Care and Sickness Benefits: Convention 130 (1969)

Unemployment Benefits: Convention 168 (1988).

Sri Lanka has not ratified the above-mentioned Conventions.

Summary of Provisions under ILO Conventions

In the normal circumstances, the pensionable age may not be set higher than 65 years of age.
If retirement age is fixed above 65 years, it should give “due regard to the working ability of
elderly persons” and “demographic, economic and social criteria, which shall be demonstrated
statistically”. Pension can be set as a percentage of the minimum wage or a percentage of the
earned wage.

When the breadwinner has died, the spouse and children are entitled to a benefit, expressed
as a percentage of the minimum wage, or a percentage of the earned wage. This must at least
be 40% of the reference wage.

For a limited period of time, the unemployed has a right to unemployment benefit set as a
percentage of the minimum wage or a percentage of the earned wage.

Invalidity benefit is provided when a protected person is unable to engage in a gainful
employment, before standard retirement age, due to a non-occupational chronic condition
resulting in disease, injury or disability. Invalidity Benefit must at least be 40% of the reference
wage.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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1 Employees' Provident Fund Act, 1958
1 Employees' Trust Fund Act, 1980

Insured workers are eligible for old age
benefit (pension) when they reach the age
of 60 years (50 years for women workers), or
when they retire from the covered
employment and join public service, on the
marriage of an employed women, on
emigrating from Sri Lanka permanently, on
permanent disability or on the closure of a
workplace by government orders. The
required contribution by dividend is at least
10 years.

The amount of old-age benefit is a lump
sum of employee and employer
contributions plus interest. Dividend
benefit is 1,000 rupees per year.

Under the Employees' Provident Fund Act,
an employee’s contribution is 8% of his/her
total earnings while employer’s
contribution is 12% of worker’s earnings.
Employer is required to remit 20% of the
total employee earnings to the EPF
department of the Central Bank of Sri Lanka
before the last day of the next month.

Source: §10 & 23 of Employees' Provident
Fund Act, 1958

The laws provide survivor benefit to
nominee or legal heirs if the fund member
dies before retirement. The benefit is paid
to one or more eligible survivors as a lump
sum of the total employee and employer
contributions plus interest.

Source: §25 of the Employees' Trust Fund
Act, 1980

No provision in law for unemployment
insurance and benefits.

The Employees' Trust Fund Act, 1980
provides for invalidity benefit in the case of
non-occupational accident/injury/disease
resulting into permanent invalidity. The
benefit is paid as a lump sum of the total
employee and employer contributions plus
interest. The worker must be assessed with
a permanent and total incapacity for work.

Source: §24 of the Employees' Trust Fund
Act, 1980

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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10/13FAIR TREATMENT

ILO Conventions

Convention 111 (1958) lists the discrimination grounds which are forbidden.
Convention 100 (1952) is about Equal Remuneration for Work of Equal Value.
Convention 190 (2019) is about elimination of violence and harassment in the world of work.

Sri Lanka has ratified the Conventions 100 and -

Summary of Provisions under ILO Conventions

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation
in Sri Lanka in Spanish, please refer to: https://salary.lk/
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