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Survey Analysis Report of Job Provider Institutions
Jaffna District

1. Background
Reducing unemployment remains one of the core macroeconomic priorities of the Sri Lankan

government. As part of this mandate, the Department of Manpower and Employment
established the Public Employment Service Centre to directly address rising unemployment
levels, particularly among youth aged 15-24 years. The Public Employment Service Centre
serves as a district-level mechanism to strengthen the labour market by providing efficient
services to both employers and job seekers. The Public Employment Service Centre
contributes significantly to improving labour market outcomes, reducing unemployment, and

fostering a more productive workforce within the Jaffna District.

2. Introduction

Job provider survey is conducted to gather information about current employment trends,
workforce needs and skill demands across various aspects.

The findings of this survey will help to fulfill the gap between job seekers and employers. By
sharing information about the organization’s recruitment practices, challenges and future
workforce plans, the information will contribute to creating a more efficient and responsive
labour market. It leads to effective job matching services.

3. Objectives of the study
e To identify the present situation of job demand side dynamics.
e To analyze the current employment trends.
e To assess the status of human resources within those industries.

4. Methodology

Target group — Small scale /medium scale / large scale job providers
Sample size -103

Data collected by the officers attached to the District and Divisional Secretariat Officers
under the Department of Manpower and Employment. The data were gathered through a
structured questionnaire via google form.

Data collection period — Starting Date — 2025.10.21

The sample was limited to Jaffna district.



5. Data analysis
5.1 Types of Jobs providing institutions
5.1.1 Registered institutions in Department of Manpower and Employment

The graph shows the proportion of institutions registered with the Department of Manpower and
Employment. A significant number of job providers are registered, demonstrating awareness of
government employment services, while a notable portion remains unregistered, indicating scope for

improved outreach and awareness programs.

Figure: 01
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5.1.2 Willingness to register with Department of Manpower and Employment

Figure: 02
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This figure reflects employers’ willingness to register with the Department of Manpower and
Employment. The majority express positive willingness, suggesting strong potential to expand the

formal labour market network through targeted facilitation and awareness.

5.1.3 Distribution of companies
Figure: 03
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Companies are spread across a diverse set of industries, shedding light on sectoral employment
patterns. This diversity enhances labour market resilience and provides opportunities for job seekers

with varied skill levels.

5.1.4 Scale of Business Category

This graph illustrates the distribution of job-providing institutions by type. The results indicate
that small and medium-scale enterprises form the majority of job providers in the Jaffna
District. Large-scale institutions represent a smaller proportion, highlighting the dominant role
of SMEs in employment generation at the district level.

Figure: 04
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5.1.5 Market

Figure: 05

Market behaviour of institutions
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This graph indicates the market focus of institutions. Most businesses cater to local and regional
markets, while fewer operate internationally. This reflects limited market expansion and highlights

the need for support in market access and competitiveness.

5.2 Employment Details
5.2.1 Current Employees
Figure: 06

Current employees in the institutions - Gender wise

Total number of employees reported is 3412 in the survey. This chart shows the gender
distribution among employees. Male represent is 51 percent and female represent is 49 percent
among the employees in this survey.



5.2.2 Level of Employees

Figure: 07

Distribution of employee levels in the institutions

Skilled Workers 57.4
Unskilled Workers
Middle Management
Top Management
Trainees/Interns
0 20 40 60 80

This figure presents the distribution of employees within the institutions across five categories. Skilled
workers are highlighted in this survey and it represents 57.4 percent. Unskilled workers are having 20.3

percent job opportunities in these companies.

5.2.3 Provide job opportunities for persons with disabilities job seekers
Figure: 08
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The graph shows that only a limited number of institutions currently employ persons with disabilities.

This indicates existing barriers and a need for inclusive employment policies and incentives.



5.2.4 Hiring Disabled People according to Employee Level

Figure: 09

Distribution of job classification in providing employment to
people with disabilities
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This figure reveals that persons with disabilities are mostly employed in lower-level positions.
Employment at supervisory or managerial levels remains minimal, suggesting restricted upward
mobility and skill utilization.

5.2.5 Willingness to provide job opportunities for persons with disabilities

Figure: 10

Willingness to provide job oppurtunities for persons
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Majority (65 percent) of them were responded” No”, job providers rejected the consideration of Persons
with disabilities for Employment to their organizations. However one third answered “Yes”, suggesting

some openness to consideration.



5.2.6 Trend of Hires

Figure: 11
Number of recruitments
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Permanent hires count was 2325 and it is 70 percent from that past year hires. It is the reported highest
Hire value category. Second hire category represented by temporary hires and it represented 28 percent.

5.2.7 Common Recruitment Methods

Figure: 12
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This graph identifies informal recruitment methods such as personal networks, referrals, and direct
applications as the most common. Formal channels and institutional support services are used less

frequently.



5.2.8 Employee Turn Over

Figure: 13
Employee turnover in the institutions
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It presents how organizations categorized their turnover rates. Less than 5% -10% percent turnover is the
most common and it reveals 29.1 percent. 24.3 percent indicates the companies don’t monitor turnover at

all. Less than 5% turnover is reported by 25.2 percent.

5.2.9 Turnover Category

Figure: 14
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The Skilled workers category show highest turnover in this survey. It is 46.9 percent. The Unskilled
workers show 28.4 percent of turnover value but they are vulnerable. The Skilled workers are less

vulnerable. Top management category and the middle management shown 8.6 percent.



5.2.10 Reasons for turnover

Figure: 15

Reasons for employee turnover
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This bar chart highlights the various factors that contribute to employees leaving their jobs. The
main reasons for turnover include lack of career growth and poor work —life balance.

It represented 25.9 and 21.6 percent respectively.

Retirement is 17.2 percent, Better pay elsewhere 13.8 percent, Termination/ performance issue

is 10.3 percent reported as reasons for turnover. 13 percent indicated other reasons for turnover.

5.2.11 Willingness to provide formal training

Figure: 16

Willingness to provide formal training for employees
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Employers generally recognize the value of training and are willing to provide it. This opens

opportunities for partnerships in skill development programs, benefiting both job seekers and industries.



5.3 Human Resources
5.3.1 Willingness to offer part-time jobs

Figure: 17

Willingness to offer part-time jobs

This graph shows majority of the institutions don’t offer part time jobs for employees.
5.3.2 Part time jobs in employment categories

Figure: 18

Part time jobs in the employment categories in the institutions
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Middle Management 14.3
Unskilled Workers 14.3
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Part-time jobs are mainly available in operational and support roles, with limited opportunities in

professional or managerial categories.
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5.4 Employment / Training

5.4.1 Available vacancies

Table 01
Employee category Count
Top Management 24
Middle Management 67
Skilled Workers (e.g., technicians, IT staff) 500
Unskilled Workers 129
Trainees/Interns 63
Figure: 19
Available vacancies in the institution by employee category
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Majority vacancies are reported for Skilled workers. Therefore public employment service has to work
with training institutions to generate required human needs for skilled category. Top and middle

management vacancies are less.
5.4.2 Willingness to expand the business
Figure: 20
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Majority of the institutions don’t like to expand their business. It is reported 65 percent.



5.4.3 Job Creation

Figure: 21

Job Creation through business expansion
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37 job providers had answered to this question and 70 percent indicate that new jobs will be created and

30 percent indicated that new job will not be created within in their organizations.

5.4.4 Creating vacancies by employee category

Figure: 22

Creating vacancies in the institution by employee category
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Vacancies are predominantly available in lower and mid-level positions, reflecting current labour market

demand and skill requirements.



5.4.5 Internship

Figure: 23

Willingness to provide internship training

71%

Only 29 percent job providers have shown willingness to provide internship training to DOME
candidates.

5.4.6 Providing vacancies in the institution by employee Category

Figure: 24

Providing vacancies in the institution by employee category
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Skilled worker category, unskilled worker category and Trainees/Intern categories were selected to
provide internship trainings. Top management level internship is absent.
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5.4.7 Willingness to provide internship allowance
Figure: 25

Willingness to provide internship allowance

Yes
45%

This graph shows mixed responses regarding internship allowances. While some institutions are willing
to provide financial support, others face financial constraints, suggesting the need for policy-level

incentives.
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Recommendations
1. Enhance Registration of Job Providers

The number of institutions registered with the Department of Manpower and Employment remains
comparatively low. Therefore, Jaffna Public Employment Service Centre should implement strategic
initiatives to increase registration, such as awareness campaigns, direct outreach programs, and
simplified registration procedures. Ensuring that all potential job providers are formally registered will

strengthen labour market coordination and improve service delivery.
2.. Support for Small-Scale Enterprises

As small-scale job providers (11-50 employees) form the majority of organizations in the district, the
Public Employment Service Centre should direct more focused attention toward their needs. This
includes assisting them in filling vacancies, improving recruitment practices, and strengthening human
resource management. Supporting small enterprises can significantly enhance local employment

generation.

3. Promote Skills Development for Job Seekers

Given that most existing jobs fall within skilled categories, it is essential for job seekers to possess
relevant vocational and technical abilities. The Public Employment Service Centre should actively guide
job seekers on required skill competencies and collaborate closely with vocational training institutes in

the Jaffna District to facilitate upskilling and reskilling programs aligned with labour market demand.

4. Encourage Employment Opportunities for Persons with Disabilities

Promoting inclusive employment is crucial in the current socio-economic environment. Therefore, the
Public Employment Service Centre should advocate for greater recruitment of persons with disabilities
among job providers in the district. Awareness programs, employer sensitization, and incentives can

strengthen disability-inclusive hiring practices.

5. Raise Awareness on Employee Turnover Tracking

A significant number of job providers do not monitor employee turnover, despite turnover creating
measurable costs and operational disruptions for any organization. The Public Employment Service
Centre should educate employers on the importance of tracking turnover rates, understanding causes, and
implementing effective retention strategies. This will contribute to improved organizational efficiency

and workforce stability.
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Conclusion

Based on the above recommendations it can be concluded that PES officers should take actions to
enhance register job providers, promote expansion of small scale enterprises and encourage employment
opportunities for disable persons. On the other hand it is also required to promote skill development for

job seekers.
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