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Individual performance appraisal systems are equally important as 

organizational performance management practices. These appraisal systems facilitate 

the executives to make progressive decisions on human resource practices including 

rewarding. It is a shocking fact that an executive appraisal system that has been 

implemented since 1998 has not adequately conceived by the Northern Provincial 

Council. There had been no appraisal system from the inception of provincial councils 

in 1988 until introduction of the present system. Though there is a lack of objective 

clarity in central government circulars which introduced the system, ways of 

implementation do not seem to benefit individuals as well as provincial departments. 

There has been no system evolution since inception, in the midst of pseudo-

compliance among the departments. I make an attempt in this study to reason out why 

the system ended up with a situation near equivalent to failure. First, I describe the 

respective circulars to understand its intentions, and then analyze real implementation 

practices with responses of selected executives and available documentary evidences. 

I further study causes which keep this system still alive.  

Key words: Northern Provincial Council, appraisal system, circular, appraisee, 

appraiser, moderator  
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CHAPTER ONE 

INTRODUCTION 

 

In Sri Lanka, the initial monthly salary of a class III officer is fixed at 22,935 

Rupees and the highest monthly salary of a class I officer is 53,555 Rupees. An 

executive officer gets 645 Rupees of monthly salary increments for first 10 years and 

790 and 1,050 Rupees for 11-18 and 19-35 years, respectively, if his or her annual 

performance appraisal is done consecutively with two promotions. However, there is 

no performance-related salary increase in practice.  

The Government of Sri Lanka introduced the performance appraisal system in 

1998. The Ministry of Public Administration, Home Affairs, and Plantation Industries 

sent circulars and introduced the prescribed design and implementation process of the 

appraisal system. The Northern Provincial Council (NPC) and the Eastern Provincial 

Council (EPC), which were separated from the North East Provincial Council in 2007, 

adopted the appraisal system right after the release of these circulars.  This new 

system had broad objectives for the betterment of executive officers (hereinafter 

referred as appraisees) and their organizations. An extrinsic incentive of annual salary 

increment has been linked with performance explicitly by these circulars. However, 

the Provincial Public Administration Secretariat has not provided any provincial 

circular on specific provincial performance procedures until now.  

The Provincial Public Administration Secretariat keeps appraisal forms that 

appraisees filed but, there is no way to get some useful performance information out 

of the documents. All appraisees are very keen to fulfill requirements of the system in 
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order to get their annual salary increments but they mechanistically repeat the almost 

same contents of appraisal every year. Appraisals failed to reflect annual achievement 

of organizational targets and individual contributions to the respective achievements. 

Annual salary increments are not strictly related to performance and only few are 

denied increments due to disciplinary grounds such as insubordination or misuse of 

power. What happened to this appraisal system? 

The purpose of this study is to examine the existing performance appraisal 

system to explain why it has remained futile. Specifically, this research investigates 

(1) to what extent the appraisal system supports the intended purposes; (2) how actual 

system practice moves on in the Northern Provincial Council; (3) what went wrong in 

this system; (4) how the system with many lapses persists without collapsing, (5) to 

what extent motivation level persists among practitioners to implement the system, 

and (6) what actions would be taken to mitigate the issue by pointing ways out. 

The Northern Provincial Council spends about US $ 100 million every year. If 

the council has a sophisticated executive performance appraisal system after 

identifying current pitfalls, it will increase accountability among the appraisees and 

contributions in terms of outputs/outcomes from non executives as well. Although this 

research is a case study of the Northern Provincial Council, research findings can be 

generalized to as the existing performance appraisal system is applied throughout the 

island. 

This research is organized as follows. Chapter 2 reviews important studies and 

their findings related to performance management. Then, the executive appraisal 

system in Sri Lanka is explained. Chapter 4 describes the methodology employed. 
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Chapter 5 analyzes how the system is implemented in practice and explains why the 

system still prevails in the Northern Provincial Council. Finally, Chapter 6 concludes 

with policy implications for the performance appraisal systems. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

This chapter reviews previous studies on performance appraisal systems in an 

organization and performance management.  

2.1 Public Policy Initiatives 

Hatry’s (1999) simple model is based on factors such as inputs, activities, 

outputs and outcomes. These four factors have links and the model explains 

relationships among these performance information. He invites public managers to 

collect explanatory information with data. Then interpreting data, finding problems, 

and taking appropriate organizational actions follow. 

Most performance appraisal systems are meant to (1) provide managers a 

valuable communication apparatus for performance planning of employees with 

individual goals; (2) increase productivity through motivation; (3) pave way for 

discussions towards growth and development of employees; (4) form a foundation for 

compensation administration; and (5) offer an array of useful information for future 

decisions on human resources (Longenecker & Nykodym, 1996). 

The OECD report (1993) mentions that themes of policy objectives for 

performance related pay are common across countries though policy statements vary. 

These main themes are establishment of high accountability for employee 

performance while making a strong understanding that rewards link with 

performance, creation of high inter-relation between employee goals and 

organizational goals, delegation of discretionary powers to public organizations and 

IU
J I

NTERNAL U
SE O

NLY



5 

 

 

its managers for recognition and rewarding employee performance, controlling cost of 

personnel emoluments through putting a hurdle for employee salary increases, 

increasing individual job satisfactions through fair distribution of rewards, and 

reducing employee turnover. 

2.2 Expectancy and Equity Theories  

Vroom’s expectancy theory and Adams’s equity theory do have strong 

influences on performance-related pay (OECD, 1993). Rewards must be sufficient to 

motivate employees who expect reasonable compensations for their related 

performance in total. Distribution of rewards should be demonstrated well to correlate 

performance with rewards and for better understanding among employees. The same 

kind of reward for all who perform at similar level should be assured and built upon 

strongly for employees’ perception of reward equity. Rainey (2009: 282) pointed out 

that managers put their effort to make employees feel existing rewarding system is 

fair enough and it is a challenging responsibility in deed. He further explained if 

managers cannot fairly reward their capable and active employees whom they heavily 

depend upon, it would discourage the latter; this issue is heightened in very structured 

reward systems, public managers often blame (p. 282). Heinrich & Marschke (2010) 

assume that if the principal is unable to identify and reward effort of an agent, the 

agent tends to exercise under-optimal level or inappropriate levels since the effort is 

costly. This could happen in a very structured-pay environment.  

2.3 Performance Management 

Longnecker & Nykodym (1996) mentioned a few aspects for effectiveness of 

performance appraisals. Organizations should design their appraisal systems and 
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procedures in order to cater goals to be achieved. Managers and employees should 

accept the way it is designed. The practitioners should possess shared perspectives not 

only towards intended purposes and processes but also in trusting its benefits to 

individuals. Through this clarified purpose and specified role, the system is expected 

to satisfy the practitioners. Managers should have willingness to involve in the system 

and raise the question whether an appraisal system is worth in terms of its 

applicability in any time and effort given. 

 Managers and employees have diverse expectations towards appraisals 

(Longnecker & Nykodym, 1996). They concluded that practitioners differed in such 

main issues as purpose of appraisals, extent of fairness, design of performance-related 

pay, righteous communication, the entirety of feedback mechanisms, arrangements for 

enhancing manager-employee relationship and ability of an appraisal to let employees 

know their performance status.  

 Courty & Marschke (2003, 2007) argue that the appraisal system designer 

does not know possible distortions of performance measures taken place at principal 

and agent sides due to imperfect performance measures to be chosen by the principal 

and easy exploitation of this weakness by the agent.  

Buchanan (1974, 1975) argues that public managers face difficulties in 

designing jobs that are challenging amid ambiguity of organizational goals; they 

cannot recognize what contributions they make towards organization’s performance; 

and this phenomenon weakens commitment and satisfaction. Rainey & Chan (2010) 

suggest that goal ambiguity deteriorates public executives’ administrative authority 

and leads to centralization of authority; rule-driven bureaucracy makes formulation of 
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performance measures a difficult task; in turn, assessing employee or unit 

performance based on results becomes a hard task; appraisals are done based on 

inputs and processes with strong adherence of rules; and top public managers who 

face difficulties in performance measurement delegate only a little down the line. 

Performance information cannot be interpreted correctly unless actors meet in 

person and do interactive dialogue (Moynihan, 2008). The theory of information use 

implies that every part of this use should be built through a dialogue. Moynihan 

(2008), citing Wildavsky’s social interaction, mentioned that the actors are able to 

demonstrate their point of views and have interests and discretion too. Bargaining in 

between two actors is common. There is no finite and right decision.  

Moynihan (2008) further suggests that interpretation of information may vary 

among different actors. Interactive dialogue produces ambiguity and subjectivity in 

meaning generation. It takes actors through a healthy process before coming to an 

agreement. Usage of information and way of usage depend on motivations of users 

and contribution of particular information to users’ goals (Moynihan, 2008). 

Performance management and appraisal documentation are not the ‘ends’ but are 

‘means’ for fruitful policy and management change in future (Moynihan, 2008).  
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CHAPTER THREE 

PERFORMANCE APPRAISAL SYSTEM 

 

This chapter explains the current executive performance appraisal system in 

the Northern Provincial Public Service that has been implemented for the past 13 

years.  

3.1 Circular on Performance Appraisal System  

The Government of Sri Lanka introduced an executive performance appraisal 

system in 1998. Public Administration Circular No: 7/98 (Appendix A) ordered an 

island-wide implementation of appraisal systems for different segments of work force 

in public sector and Public Administration Circular No: 8/98(ii) (Appendix B) 

introduced the appraisal form for executives. The phrase ‘staff officers’ indicated in 

the circulars means ‘executives.’ 

The central Ministry of Public Administration, Home Affairs, and Plantation 

Industries intended to link annual increment with proper performance appraisals of 

executives in every calendar year. All executives should not demand or treat the 

increment as a right but, they should earn their annual increments by their efficient 

and diligent service (§01 of 7/98). The system was also applied to the provincial 

administration too. However, the circular itself left a room for other existing executive 

performance practices already implemented before the introduction of this new 

system. It was subject to the approval by the minister in charge of public 

administration in the central government (§02 (a) and (b) of 7/98). According to the 

circular, appraisal consists of three stages shown in Figure 3.1. 
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Figure 3.1 Three Stages of the Performance Appraisal System 
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Part A contains basic details of the appraisee including his/her name, date of 

birth, ministry/department affiliated, title of position, date of appointment to the post, 

and referred appraiser (Form 1 in Appendix B). 

Every appraisee should possess an approved performance plan by the 

commencement of performance year (calendar year). In part B (Form 2 in Appendix 

B), an appraisee writes down “main areas of responsibilities,” “key tasks to be 

performed in relation to each responsibility during the year,” and “specific 

performance indicators for each task.”  The circular 7/98 did not explain about 

methodologies or procedures for drawing out these three areas that will be the basis 

for two periodic reviews namely mid-term review and final appraisal. In addition, the 

appraisee can mention facilities and resources to be requested to the appraiser on the 

space provided in this page. The appraisee, his/her appraiser, and moderator sign the 

form to complete this performance planning stage. Again, the circular 7/98 did not 

explain procedures leading to agreements among the appraisees, appraiser and 

moderator unexplained. The circular does not fix a due date for completion of this 

stage. 

3.1.2 Stage II: Mid Performance Review 

After first six months of a calendar year (Form 3 in Appendix B), the 

appraisee puts his/her comments on own performance during the first half year. The 

circular did not mention how the appraisee should make this judgment though it 

seems to be subjective in nature. Then, the appraiser fills out “comments on the 

appraisee’s performance,” “strategies for improvement,” ”amendments to 

performance plan if there is any,” and “reasons for amendments.” Finally, the 
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moderator places comments after checking the comments of the appraisee and 

appraiser in this mid-term review. All three actors put their signature endorsements at 

the bottom of this page one after the other. Again, the circular does not mention a due 

date for completion of this stage. 

 3.1.3 Stage III: Final Performance Appraisal  

By the end of year, the appraisee indicates own performance level for each 

task agreed upon and written down earlier during performance planning (Form 4 in 

Appendix B). Then, the appraiser makes own comments on the appraisee’s comments. 

The appraiser should select an overall rate of evaluation after explaining his/her 

decision to the appraisee verbally before signing below the pre-set paragraph in the 

form: “Assessment (provisional) – Having examined the comments of the appraisee in 

regard to his/her performance and having verbally explained my comments on 

performance and the reasons therefore, I (The appraiser) assess that the performance 

of the appraisee is unsatisfactory/satisfactory/above average/excellent.” Here again, 

the circular did not elaborate the definitions of the rating scale to assess overall 

performance. 

The moderator is expected to examine the mid-term review and provisional 

assessment, and then make final assessment. This part has two sections. One section 

chosen by the process of moderation (Form 4 in Appendix B) says that “Having 

examined both (a) the mid-term appraisal outcome (b) the provisional assessment, I 

(the moderator) confirm the provisional assessment.” The second one requires the 

moderator to discuss with the appraisee and the appraiser before making the final 

decision. It says, “Having examined (a) the mid-term appraisal outcome, (b) the 
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provisional assessment and, (c) having discussed the above with the apraisee in the 

presence of the appraiser, I (the moderator) confirm the provisional assessment/revise 

the provisional assessment as follows.” If the moderator chooses the provisional 

assessment revision, the proposed actions should be written on the space provided.  

The respective appraisal forms should be filed in appraisees’ personal files for 

future purposes including approval of increments although the circular does not 

explain it in detail. 

3.2 Executives and Increments 

According to provisions of the circular on the appraisal system, appropriate 

authority and chief secretary of the provincial council can approve granting annual 

increments (§06 b. of 7/98). Once the increment is approved, the appraisee can 

receive the whole amount of increment for the year. But there is no other 

performance-based incentive. Therefore, all appraisees are requested to submit their 

completed performance appraisal forms to the chief secretary in order to get their 

annual increments approved. If an appraisee’s increment date of a particular year falls 

before June, his/her performance appraisal of previous year and the performance plan 

of increment year should be submitted (§04 (b) of 7/98)
1
.  In case of increment date 

falling just after July, his/her whole performance appraisal of the previous year, and 

the performance plan and the mid-term review of the increment year should be 

required.  

Secretaries of central ministries for most of main services can disallow 

increments on recommendations of the chief secretary of the province (§07 a and b of 

                                                 
1 An increment date is the date of first appointment or the date of promotion to subsequent 

grades/classes. 
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7/98). However, an appraisee who is denied increment can appeal to the authorities 

including the governor of the province or the Provincial Public Service Commission 

(§08 of 7/98). 

Table 3.1 Executive Cadre Strength of the Northern Provincial Council (2011) 
Executive service category                                  Appointment type            Existing number of staff 

Administrative Service    National but attached to provincial council    15 

Accountant Service           National but attached to provincial council   27 

Engineer Service     National but attached to provincial council        48 

Planning Service     National but attached to provincial council     7 

Education Administrative Service    National but attached to provincial council   55 

Agriculture Service               National but attached to provincial council                  8 

Animal Production&Health Service  National but attached to provincial council         42 

Architect Service                              National but attached to provincial council                 0 

Medical Officer Service               National but attached to provincial council             312 

Ayurvedhic Medical Officer Service National but attached to provincial council                69 

Public Management Assistant (Special)               Provincial appointment               34 

Source: Extracted from a database at the Provincial Public Administration Secretariat (2011) 

Executives of public service are recruited to preliminary grades of first ten 

services by the central government (Table 3.1). According to requirement from the 

Northern Provincial Council, executives in these ten services are attached
2
 by the 

central government. The numbers indicated in the table are actual number of those 

executives in 2011. Only special grade officers of Provincial Management Assistant 

Service (last in the Table 3.1) are treated as executives. 

If any appraisee is transferred out of the department or promoted during the 

performance appraisal period and new duties or change of job in the new department 

is inevitable, his/her interim appraisal should be made at the previous department. 

There must be a new performance plan to be prepared in the new department. Then, it 

goes through mid-term and final appraisals within the rest of the year (§09 of 7/98).  

                                                 
2
 The Public Service Commission of the central government makes recruitments to these ten services. 

The recruits get appointments in executive positions at central ministries. The respective central 

ministries temporarily transfer some of these executives to provincial councils time to time. However, 

the executives could be recalled by the center after serving a period or on executives’ personal reasons. 

Traditionally, this temporary working arrangement is called as ‘attached’.  
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The circulars have an initial idea to have a good performance appraisal system 

for executives but seem to be released hastily with lot of flexibility in 

implementation. The circulars requested compliance from the government 

organizations without explaining purposes of the appraisal system.     

3.3 Revitalizing the Appraisal System   

In year 2000, nearly after two years of introduction of the new system, the 

Ministry of Public Administration and Home Affairs issued Public Administration 

Circular No.2/2000 (Appendix C) to call for the attention to previous circulars 

concerned. This circular stated the objective of performance appraisal as follows (§02 

of 2/2000). 

“The objective of this performance appraisal programme is to 

plan the activities of the public officers in term of set targets, to initiate 

action to meet such targets and to assess at the end of the relevant 

period whether those targets have been achieved. It is expected to 

improve the overall performance of the institution through efficient 

discharge of the duties assign to each officer.”  

The above statement could be more meaningful if it appeared impressively in 

its very first circular 7/98. The circular further stated that a good job description for 

each officer must be in place and it eases the preparation of individual performance 

plan. The chief secretary’s personal attention was once again requested to implement 

this programme smoothly in the circular (§03 of 2/2000). 

This circular tries to create full compliance of 7/98 and 8/98(ii) in public 

organizations. The Ministry of Public Administration and Home Affairs seemed to 
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believe that training programmes conducted in this regard go well towards its desired 

compliance. Therefore, the ministry was in hope for proper implementation of the 

performance appraisal system.  

The provincial council that adopted this system after the release of these 

circulars has been still adhering with its own way of implementing practices. The 

provincial departments took these practices as granted actually because there are grey 

areas in the performance appraisal system stages.  

3.4 Appraisal System in the Northern Provincial Council 

The 2.8 percent of the appraisees (N=617) in the Northern Provincial Public 

Service do not give much attention to existing performance appraisal system. What is 

meant by the word ‘attention’ here is a thoughtful approach to the existing appraisal 

system. It was intended to gauge their performance contribution for achieving 

organizational purposes as well as supporting career advancement. 

Results-based budgeting in every year leads these appraisees to prepare their 

departments’ service performance plans adhering with budgetary objectives
3
 under six 

main strategic results areas (SRAs). These SRAs are very specific in nature for the 

war ravaged northern and eastern provinces. The ten-year horizon development 

framework (2006-2016) clearly mentions that the development thrust in the conflict-

affected areas was “developing the northern and the eastern provinces as hospitable 

and attractive places, and creating an environment where people can live in freedom 

and pursue livelihoods of their choice where peace and ethnic harmony will prevail in 

a way that permit rapid social and economic development.” All service delivery 

                                                 
3
 Budgetary objectives are derived from the central government’s development policies and national as 

well as provincial priorities. 
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activities are based on these SRAs of (i) restoring livelihoods, (ii) reactivating 

services and facilities, (iii) rehabilitation of infrastructure facilities, (iv) development 

of human capabilities and capacities, (v) targeting vulnerable groups to provide 

sustainable livelihoods to ensure their dignity, and (vi) establishment of good 

governance. Every strategic result area has key result areas (KRAs) and each KRA 

has number of service deliveries. For example, ‘enhance the supply of quality fruit 

crop propagation material’ is a service delivery under the KRA: ‘improving human 

and institutional resources for service delivery’ of the Department of Agriculture. This 

KRA is under the SRA: ‘reactivating services and facilities.’  

Appraisees of a provincial organization contribute their efforts in preparing a 

service performance plan for that organization. The appraisees show high interest in 

getting budgets for their organizations and low in focusing on their individual 

performances in service deliveries while spending budgets they fought for. It is 

seldom to see direct and close relationships between budgetary targets and individual 

appraisee’s targets. Careful preparation of service performance plans can assure 

organizations’ budgets. On the other hand, the appraisees know that their performance 

appraisals do not have a feature of performance-related pay except the basis for 

annual increments.  

In every quarterly meeting of the provincial planning committee, overall 

physical and financial progresses of each department are discussed. Appreciations for 

expected achievements or critiques for poor achievements are given collectively to 

departments. The committee checks the departmental progresses in monetary terms 

against annual budgetary allocations. Each department collectively accepts credits for 
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successes or blames for failures from the committee.  This responsibility dilution 

practice underestimates the importance of individual’s performance. Such a situation 

never demands a fruitful individual performance appraisal. Individual contribution for 

success or failure cannot be measured properly from the existing appraisal system. In 

this circumstance, carefree treatment of the appraisal system, as a shocking fact, 

obviously affects performance measurements in each step down the line of provincial 

departments’ hierarchies. As a result, these appraisees admit poor and unworthy 

performance appraisals of their subordinates. In an organization point of view, this 

ineffective system has resulted in difficulties of individual performance reviews and 

unproductive initiatives of human resource development. Table 3.2 summarizes the 

performance appraisal system that has been explained so far.  

Table 3.2 Summary of Performance Appraisal System 
 Appraisee Appraiser Moderator 

Pre-planning stage Not mentioned Not mentioned Not mentioned 

Stage I - Planning Compliance needed; 

procedure not 

explained. 

Approving authority; 

procedure not 

explained. 

Final authority for 

completion; procedure 

not explained. 

Stage II – Mid review Compliance needed; 

procedure not 

explained. 

Commenting authority; 

formulation of 

strategies to improve 

performance. 

Final authority for 

completion; procedure 

not explained. 

Stage III – Final 

appraisal 

Compliance needed; 

procedure not 

explained. 

Appraising authority 

for provisional 

assessment; procedure 

not explained. 

Final authority for 

making decision on 

provisional assessment; 

procedure not 

explained. 

Post appraisal stage Not mentioned Not mentioned Not mentioned 

 

 In addition to appraisee, appraiser, and moderator, the chief secretary has a 

prominent role to play in this performance appraisal system. The chief secretary, as an 

outsider to the system, has been given power of approving annual increments by the 

circular. This arrangement contrasts with the norms of performance appraisal systems. 
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Current system provides a legitimate stewardship with the chief secretary to oversight 

this appraisal system. The chief secretary plays both roles of appraiser and moderator 

in case of individual performance appraisals of provincial ministry secretaries and 

deputy chief secretaries.  
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CHAPTER FOUR 

METHODOLOGY 

 

This research is a case study of the Northern Provincial Council. In general, 

instructions on administrative or financial procedures are drafted and disseminated 

from the head offices. This particular aspect strengthened my decision to choose the 

head offices and focus on some high ranking executives who can say about the current 

performance appraisal system.  

Interviewees are six executives including the former chief secretary who have 

shown interests in various government systems and procedures in the past (Table 4.1). 

They belong to administrative, engineering, animal production and health, and 

ayurvedhic medical services. They all are Tamils and they served in various executive 

positions prior to their designation at the time of interview. Semi-structured 

interviews were arranged in advance and lasted 30-45 minutes. Their responses were 

written down since the interviewees did not allow to record interviews. A rule 

prohibits public officials to speak out publicly except occasions formally approved by 

higher authorities.  
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Table 4.1 The Characteristics of Interviewees 
Executive position                            Gender 

 

Period of service 

in the position (in 

years) 

Total period of 

service in executive 

positions (in years) 

Ex Chief Secretary 

(Secretary to the governor 

at the time of interview) 

            Male 

 

     7 34 

Secretary to Ministry of 

Infrastructure 

            Male 

 

3.5 28 

Secretary to Cooperative 

Employees Commission  

            Female 

 

Just started  8 

Provincial Director to 

Department of Indigenous 

Medicine 

            Female 

 

4.5 18 

Provincial Director to 

Department of Animal 

Production and Health 

            Male 

 

     2 31 

Irrigation Engineer Male       4  4 

 

The question topics range from performance practices to utilization of 

performance information. Sixteen common questions are grouped into indicators 

selection, measurement and monitoring, feedback mechanism and bureaucratic 

resistance.  

1. How do you feel about staff performance appraisal system in practice? 

2. What is your overall opinion on budgetary objectives of this financial year? 

3. How did you derive those objectives? Any policy guidelines…..etc. 

4. How often do you face budget alterations after passing the final budget? Is 

it due to purely political interferences or bureaucratic shift or both?  In this 

scenario, what is to be done to the original performance plan of the staff 

officers?  

5. How do your subordinates use performance targets of your own to 

formulate their performance plans?  

6. How do you  or your middle managers formulate performance plans for a 

year?  
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7. How do your middle level managers contribute to an effective appraisal 

system in general? 

8. Can you elaborate your own departmental process on performance appraisal 

system? 

9. How do you monitor appraisees’ performance before and after the mid-term 

review? 

10. How do you communicate performance related issues with your branch 

offices and make necessary performance target changes? 

11. How do you interpret performance differences in a meaningful way? 

12. How do you handle poor performers? 

13. What do you think about delegation of authority and discretionary power? 

14. What could be drawn out from each final performance appraisal? 

15. How can performance outcomes be best used as motivators (positive or 

negative) within the current context? 

16. How do performances of politically affiliated executives that deviate from 

original performance plans work well as an intrinsic motivator? 

The questions 2, 3, 4 and 5 focus on indicators selection, while 6, 9, 11 and 12 

ask about performance measurement and monitoring. Feedback mechanism questions 

are 13, 14, 15 and 16. The questions 1, 7, 8 and 10 relate to bureaucratic resistance. 

There were few other questions that were asked depending on the situation. Examples 

are “What could be the best advice that you can give to your subordinates in case of 

preparation of performance plans?” and “What is the percent of contribution given by 
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the current executive performance appraisal system in particular to performance 

management as a whole in the province?” 

 This research also uses past circulars, appraisal patterns, documentation 

variances of appraisals, uses of current system, and perception of the clerical staff on 

the system practice of the Northern Provincial Council. The circulars and current 

appraisal practices were studied to find discrepancy of intention and reality. 

The next chapter examines the performance indicators, performance 

measurements, performance feedbacks, stakeholders’ motivations, provincial job 

descriptions and dynamic context of the appraisal system. 
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CHAPTER FIVE 

ANALYSIS AND FINDINGS 

 

The whole Northern Provincial Council has adopted the new system for its 

innovative approach to uniformity and simplicity in 1998. The circulars gave enough 

flexibility for implementers to draw up effective performance appraisal procedures 

towards achieving intended purposes. Let me begin with discussion on the circular 

adoption. 

5.1 Circular Adoption 

There was no initiative at the provincial level to get this system actively 

institutionalized. Based on documents found in the Provincial Public Administration 

Secretariat, the circulars 7/98, 8/98(ii) and 2/2000 were disseminated to all provincial 

departments for necessary action.  Since the provincial council was managed by 

almost all officers attached by the central government, they were willing to 

implement these circulars instantly. They never attempted to modify any part of 

circulars to reflect provincial contexts. The phrase “for necessary action” is 

commonly used in provincial covering letter for any central circular. There was no 

exception for these circulars too. However, it should not be the way to introduce an 

important system for performance management of appraisees. Chief secretary to 

whom generally central circulars are addressed to asked each provincial department 

to implement the system with a covering letter bearing “for necessary action.” All 

departments came to know that they cannot get annual increments unless they adopt 

the circulars. They never inquired about the grey areas in the circulars because, they 
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knew when all central government circulars should be implemented immediately 

regardless of their relevance. Training programmes were conducted for top executives 

just after the circulars, but they did not give much impact expected in comprehensive 

system instructions.  

If the provincial council enforced and deployed a concrete appraisal 

procedure, corrective measures could have been possible when identified. In 1998, 

the system has merely been adopted and ended up with a passive institutionalization; 

the system is practiced regularly without expected outcomes.   

A long-served chief provincial administrator said, “As a system of 

performance appraisal and a good practice, it has to be appreciated. But, it is not 

properly implemented in the right spirit.” Another department head clearly stated, 

“Though the objective of the system is to monitor, motivate, and award executives for 

better performance, practically it is a routinized paperwork with little meaning.”  The 

ex-chief administrator admitted the failure in creating a shared perspective among 

managers and suggested that an enlightened leadership is essential to implement a 

meaningful system.  

Existing appraisal system practices can be reviewed under three major 

performance stages including setting performance indicators, performance 

measurement, and performance feedbacks.  

5.2 Performance Indicators  

The six SRAs provide strategic directions to provincial departments. Each 

department selects one or more SRAs and draws KRAs under the selected SRAs. The 

KRAs reflect the department’s fields of engagement of a financial year to contribute 
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to national and provincial priorities. Each provincial department should prepare its 

service performance plan in connection with these SRAs and KRAs. This service 

performance plan consists of six columns: project number, KRA, service delivered, 

key output indicator, key outcome indicator, and the serial number of SRA to which 

KRA contributes. The services indicated under each KRA have their own key output 

and outcome indicators.  This service performance plan is the basis of each provincial 

department’s annual budget and is approved by the council body (Provincial Treasury 

Circular, PT/03/2012).  

If the service performance plan of a department determines necessary 

resources (i.e. budget) of the department, why that department needs to concentrate on 

individual performance appraisal system? The individual performance appraisal 

system contributes to the departmental efficiency because “main areas of 

responsibilities” in the appraisal form of an appraisee should reflect those services 

mentioned in the service performance plan. The “key tasks” in the same form are 

measured by performance indicator(s) that can be derived from the key output 

indicators. Therefore, service performance plan is a good source to plan over 

individuals’ performance in connection with organizational goals. However, there is 

no established procedure to link this service performance plan and the individual 

performance indicators of appraisees in departments.  

In general, an appraise and his/her appraiser do not meet to fix their 

performance indicators just before finalizing his/her performance plan. The meeting 

is neither mandatory nor requirement. In individual performance plan, the appraisee 

arbitrarily decides his/her performance indicators within the limits of departmental 
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key output indicators specified in the service performance plan. The appraisee’s 

judgment is approved by the appraiser who does not conduct close scrutiny to ensure 

that collaborative efforts by all appraisees are arranged toward a common 

organizational goal. The moderator, the head of department or ministry secretary, 

accepts and approves the appraiser’s submission unless the contents are not related to 

the KRAs of that department.   

No key outcome indicator from the service performance plan is considered as 

an indicator in the individual performance plan of an appraisee. It has become a 

custom to use the service performance plan’s output indicators in the individual 

performance plan because they directly link with the departmental resources put into 

use. The appraisee and the appraiser are comfortable in this custom. Instead of 

surveying appropriate individuals’ performance plans and indicators for the year, 

appraisees tend to repeat almost the same contents that were written in past years. 

Knowing that the outcome indicators obviously demand different performance 

measures, the appraisees tend to avoid specific and relevant indicators in the 

individual performance plans. The appraiser too avoids questions on impacts of 

public spending from the top. In this situation,  

The appraisee should get approval signatures of the appraiser and moderator. 

It is hardly to have any face to face meeting or communication between the appraisee 

and the appraiser before finalizing individual’s performance targets. There is no 

governing practice to keep this individual performance plan stage time-bound because 

the Provincial Public Administration Secretariat has not issued any instruction on this 
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issue. It paved a way for care-free treatment of appraisal procedure. The performance 

form sheet is filled by an appraisee and then passed to appraiser and moderator.  

No department has a compulsory annual meeting for all appraisees to instruct 

them for a constructive and meaningful preparation of individual performance plans 

with focus to the service performance plan. The chief secretary is keener on financial 

progresses of departments than individual contribution and keeps issuing financial 

guidelines. Also the heads of departments fear about requests from the appraisees on 

shortage of resource allocations to their respective work stations. As a result, 

standards and integrity of tasks and indicators are not likely even in individual 

performance plan of two appraisees in the same department. 

While some departments get additional budgets at the commencement of year, 

others get budget cuts after commencement of the financial year. These changes are 

common and happen within the total annual allocation for the Northern Provincial 

Council as a whole. The performance plans of appraisees of those departments should 

be changed accordingly, but they have not. A head of department states, “Most 

probably four times in a year, we have to alter the capital budget because of total 

reduction of capital allocation by the central government. It may happen due to 

political will too. In this situation, the original performance plan of the appraisees will 

be deviated.” As the original individual performance plans do not reflect robust and 

carefully assigned targets, these deviations are not corrected by the appraisees.  

More importantly, appraisers and moderators do not pay adequate attention to 

item number 5 “facilities and resources that are necessary to ensure performance” of 

the appraisal form. The appraisers often ignore this request since the appraisees very 
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often mention unspecific things, such as “shortage of subordinates,” “transport 

issues,” and “trainings needed.” A department head said that poor performance 

outputs of an appraisee could be interpreted as the result of inadequate resource 

availability in the appraisee’s side. This quick judgment without scrutiny weakens the 

item number 5. As a result, the appraisees fill it with one or two sentences for just 

sake of filling. Finally, the appraisees can have chances to point out inadequacies of 

what they mention under this item, if their performances are questioned. However, 

inquiries on individual performance lapses are not in common.   

5.3 Performance Measurements 

The performance of an appraise is measured twice in mid-term review and 

final appraisal. However, it is difficult to measure actual performance of an appraisee 

as specified in his/her performance plan. As mentioned earlier, performance 

indicators of an appraisee are arbitrarily selected from the service performance plan 

by himself/herself. The integrity of indicators of appraisees is low. An interviewee 

admits, “There is no lateral or vertical links between individual performance plans (of 

appraisees in his department).”
4
 There is no uniform procedure to materialize the 

‘link’ meaningfully. In this situation, the appraiser has no option but gives 

“satisfactory” or “above satisfactory” remark by subjective judgments and avoid 

confrontation with the appraisee. This performance review cannot support to any 

form of corrective measures for appraisee’s performance.  

Interestingly, the appraisers often do not possess or call upon any evidences 

such as work assignments and work completion report to verify performances of their 

                                                 
4
 Two interviewees from departments with quantifiable outputs (e.g. 100 artificial inseminations for 

cows per year at one veterinary surgeon’s office) argued that targets of department heads have links 

with targets of the appraisees. 
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appraisees. Cross examination of these evidences is essential since the appraisers fill 

out the appraisal forms in the absence of the appraisees. The appraisers naturally may 

remember the latest performance of the appraisees. However, recalling the latest 

performance is difficult if appraisees do not submit mid performance review form on 

time. Late reviews are common in practice. 

The mid-term review is done in mostly late June. The appraisee just puts a self 

judgment on past performance based on only what things can be measured. In most 

cases, he/she chooses “above satisfactory” since “satisfactory” remark is not accepted 

for future promotions. Then the appraiser places own comments through the 

subjective judgment in one or two words without consulting any written or verbal 

references. The appraiser brings overall mental picture of departmental performance 

in terms of financial progresses before writing comments. Here also, the “above 

satisfactory” remark is chosen frequently while keeping that promotion regulation in 

his/her mind. It is hardly to see any comments at “strategies for improvement,” 

“amendments to performance plan,” and “reasons for amendments” in this mid-term 

review (Form 3 in Appendix B) because the appraiser does not have a base to 

compare and comment. At last, the moderator heavily depends on the appraiser’s 

comments in the present context when making his/her decision; the review ends up 

unscrupulously without face to face meetings of three actors.     

By the end of year, the appraisee decides performance level for each task 

mainly by words such as “completed satisfactorily” or “above satisfactory" (Form 4 

in Appendix B). Then, the appraiser writes comments for each of the task and overall 

assessment on performance without talking to the appraisee even though the already 
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formatted sentence says that it is verbally explained to the appraisee in concern. 

Because there is no action usually taken to amend individual performance plan during 

mid-term review by the appraiser, only the subjective judgment on the appraisee’s 

performance is made with bringing the overall picture of departmental performance 

for consideration. This practice cannot, however, distinguish the good performer from 

the bad one. Since almost all executives get “above satisfactory” grading in final 

appraisal, this system fails to differentiate individuals based on performance 

measurement.  

The circulars do not include provisions for performance related rewards and 

punishments except for such expressions as “sanction” or “denial” of full increment 

of salary. Appraisees who perform at a certain level do not expect a scalable raise. 

Salary increment appears to be fixed because the policy level decision of the central 

government on this system has not been modified according to needs of the provincial 

council. Therefore, the appraisees who perform well are not interested in improving 

the current appraisal system because they know that the effort is almost useless in the 

absence of a top level provincial initiative.     

Final appraisal is often manipulated differently and done without credibility 

by the moderator who does not spare time to meet both the appraisee and the 

appraiser. Actually, no department has specified the role of moderator in writing yet. 

In fact, the moderator acts like a person to just complete the process. The appraiser 

and the moderator show little attention to do these appraisals. They are pretty sure 

that they will not be using any appraisal information in future. Their departments’ 

budgets totally depend on financial progresses of the current year. Though it is 
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branded as performance-based budgeting, there is no argument to deny reflection of 

the incremental nature and strong departmental desire. Therefore, they tend to care 

more about the collaborative departmental efforts rather than individual performance 

efficiency.  This behaviour affects not only the measurements but also the 

performance feedbacks obviously. 

5.4 Performance Feedbacks 

It is hardly to find performance tracking and monitoring based on appraisees’ 

performance plans. This situation has resulted from the initial failure of prudent target 

setting and target sharing among appraisees. Interviewees were little reluctant to say 

that they want to show overall departmental progresses but not individual 

achievements/contributions.  

Public employees receive annual increments that are incorporated in the salary 

but are not strictly related to their performance. Filing their appraisal forms is enough 

to get increments. In other words, an appraisal is only treated as a pre requisite for 

increments. These appraisal documents are never used to produce any useful 

information for performance management. The final appraisal is treated as the end 

appraisal process.  

The appraisers are immediate bosses of appraisees, but they do not have a 

right to approve salary increments. Instead, the chief secretary approves the increment 

or recommends for denial. This legitimate involvement of the chief secretary (by the 

circular provision) as a rewarding authority in between principal and agent leads to 

under-optimal or inappropriate levels of performance by the appraisees. The principal, 

the appraiser, cannot identify and reward the agent’s (the appraisee’s) effort (Heinrich 
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& Marschke, 2010).  As a practice, the chief secretary normally inquires any lengthy 

delay in submitting increment forms and asks the appraisee to submit explanation 

through the head of department. The explanation is just a due process and nothing to 

do with improvement of performance appraisal system.  

The performance appraisals are used as an incentive for promotions of 

appraisees. Requirements for promotions are clearly stated in “service minutes.” In 

order to be promoted, any appraisee who belongs to a particular service should 

receive all annual increments prior to promotion date and receive overall performance 

assessment as “above satisfactory” in every year. The rule of getting “above 

satisfactory” remark is to satisfy documentary requirement for promotions. But, there 

has been no rule or regulation about how to derive this remark subjectively or 

objectively. Real performance rating is not considered significantly for promotions 

but “above satisfactory” endorsements and other requirements such as passing an 

efficiency bar examination are.  

5.5 Stakeholders’ Motivations 

Some appraisees do not like to improve or change the appraisal system 

because they used to do in the past and know that there is no performance-related pay 

like the one in the private sector. The Northern Provincial Council has highly 

structured pay scales but does not have practice of performance information. 

Although some well-performing appraisees who are affected by this ineffective 

system like to have an effective appraisal system, they also give up their ideas to put 

the system in right track because their efforts cannot make any remarkable change in 

the context of equal pay for all appraisees. Appraisers and moderators also think in 
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the same way because they also become as appraisees according to organizational 

hierarchy. Just fulfillment of appraisal documentation is sufficient to get fixed 

increments and it does not give any sense of equitable pay to these appraisees. 

However, stakeholders’ motivations for practicing this futile appraisal system starts 

from this fixed salary increments. 

Annual salary increment is conditional upon submission of appraisal forms. 

This requirement makes the appraisee to submit the appraisal forms on time for the 

sake of getting increment. If an appraisee fails to submit the appraisal forms on time, 

he/she is supposed to face an inquiry from the top. In order to get promotions, the 

appraisee needs to prove that all required increments duly earned. The appraisee 

prompts in complying appraisal procedure to earn credits from the appraiser and gets 

new assignments that will provide monetary incentives (e.g., getting an additional 

appointment to a vacant position in the same organization with an acting payment, 

getting a temporary chance to work for a project that pays little higher than the 

substantive salary ). Appraisees want all appraisals done in the current department 

before moving out to other departments. Appraisees in preliminary grades initially 

need to serve for a three year probation period. During this period, they should 

complete their appraisals and earn first two annual increments. It is essential to pass 

the probation period and get confirmed in their appointments. Appraisees use the 

performance planning stage to demonstrate to the appraisers that they are clear about 

organizational goals. The appraisees make their appraisers feel comfortable and 

convinced by writing the individual performance plan. In addition, the appraisees fear 
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about any strict regulations as a change management practice if, although less likely, 

they fail to comply with the present system requirements.  

The appraiser tends to complete all appraisals on time in order to avoid 

conflict with the appraisees for dragging approvals and investigations from the top. 

The appraiser wants to get departmental work done through the appraisees. Go-slow 

by the appraisees is a potential threat if the appraiser does not check the appraisal 

forms immediately after submission. The appraisers seem to use this appraisal 

practice as an annual reminder of key duties of his/her appraisees. Another fact is that 

the appraisers can work on personal interests by having this futile system and 

therefore, sufficient room for politically motivated ad-hoc performances.   

The moderators are often superiors to the appraisers. They use this system 

compliance as a tool to ensure that there is no conflict between the appraisee and the 

appraiser. In the Northern Provincial Council, moderators avoid inquiries on 

complaints made to the governor by appraisees or appraisers or both. The inquiries are 

mostly about dragging appraisal stages. The moderators try to show that they uphold 

an important human resource practice as there are foreign-funded capacity building 

assistances around the corner. 

5.6 Job Descriptions and the Northern Provincial Council Managers 

The circular of year 2000 predicts that job descriptions will be able to 

strengthen the appraisal system. However, it is hard to find a structured job 

description in any of the provincial department. Annual departmental targets can be 

changed or deviated by politicians of the center. An interviewee said, “Due to high 

level unpredictability, original plans are not adhered to.” As a result, this goal clarity 
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issue makes the Northern Provincial Council’s goals more ambiguous than those of a 

general and stable public organization. Due to overlapping interests of power centers 

in the central government and in the northern region, the appraisers are not willing to 

delegate powers down the line. They think that they can answer to the politicians if 

they only have full control over powers. They are reluctant to prepare appropriate job 

descriptions for appraisees with delegated powers. Accordingly, it is difficult to 

formulate good performance measures from the job descriptions. 

5.7 Dynamic Context of the Appraisal System 

  Arbitrary selection of performance indicators lowers the integrity of 

indicators among the appraisees of the same department. Declining integrity of 

indicators makes the performance tracking of the appraisees more difficult. A lack of 

tracking decreases the effectiveness of reviews made by appraiser and moderator. The 

appraisees tend to have low commitment towards the existing system and do not 

contribute for any appraisal system corrections. Again, this erroneous system 

increases the arbitrary selection of performance indicators.  

Deviations amplify over certain time till the system completely collapses if it 

is unattended. There is a reason for its continuous existence. Annual salary 

increments and promotion requirements are based on just following this appraisal 

system in appropriate time intervals. These incentives as external forces increase the 

attention level of appraisees slightly. There has been no attempt to make these 

external and intermittent forces as the strong influential ones. As a result, the three 

actors save the appraisal system from complete breakdown and hide the absurdity of 

arbitrary selection of performance indicators. This triggers impacts through the 
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vicious cycle. The appraisal system is oscillating in between the forces amplifying 

deviations towards a complete breakdown and the intermittent forces to de-

amplifying the effect. 

5.8 Distorted Practices 

Instead of deriving out appraisee’s targets from budgetary targets, repetition of 

contents of appraisals in consequent years is common in most instances without 

giving enough attention to reality and result-oriented individual targets. The 

departmental heads have not tried to put this appraisal system into optimum use with a 

prudent procedure. 

The current appraisal system has several problems. (1) First, many appraisals 

fail to meet the deadlines of each stage. Some appraisals were completed even after 

the performance year without explanations for delays. (2) Second, appraisees, 

appraisers and moderators neglected to write their comments.  Appraiser’s comment 

is missing in mid-term review; moderator failed to complete final appraisal 

examination properly; moderator commented on the mid-term review in the absence 

of appraiser’s comments; and appraisees put dissimilar number of key tasks in their 

plans and corresponding final appraisal columns. (3) Third, individual performance 

plans are lack of clarity. Vague “key tasks to be completed” in the plans showed the 

appraisees’ inability in articulating tasks and lack of willingness among the appraisers 

for corrective measures. Individual performance indicators written on the performance 

plan do not seem to be specific (e.g., monthly progress report on any of the respective 

tasks). Specific indicators are in the form of ‘Number of……’ (e.g., number of 

inspections made) without a target number indicated. There were no actual numbers 
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indicated. (4) Finally, the appraisees repeatedly put same key tasks in every year for a 

specific project spanned for few years (e.g., a five year livelihood support project). It 

depicts that the project commences as fresh (e.g., monitoring of livelihood support 

project). As a result, it is not possible to track continuous development of that project 

with the appraisee’s contribution. There was a lack of monitoring related remarks by 

appraisers on appraisal forms. 

Distortions in performance measures are not known by the system designer 

until real implementation takes place (Heinrich & Marschke (2010). The designer of 

existing appraisal system (central government ministry) has not shown any attempts 

to rectify these distortions. The central ministry simply announced circulars and 

provincial councils have mechanically implemented. The appraisal system has not 

brought intended benefits to the Northern Provincial Council. The distorted practices 

observed from some personal files further strengthened the less effectiveness of the 

system. Unattended distortions induce further exploitation of system weaknesses by 

the appraisees (Courty & Marschke (2003, 2007). Despite these distorted practices, 

appraisees, appraisers and moderators have some incentives and motivations to follow 

the system.   

5.9 Did This System Fail? 

The Northern Province has never had a political stewardship in her history 

except for a short period during the inception of provincial council system in Sri 

Lanka in 1988. Bureaucrats who have run the council could have looked into the 

plight of this appraisal system as they did not want to compromise any councilor. This 

performance appraisal system has been made basically targeting appraisees in 
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executive positions in order to streamline performance appraisals down the hierarchy. 

By contrast, the problem of the current system hampers other appraisal processes of 

non-executive employees too.  

The appraisees in preliminary class III, class II, class I and special class 

receive 2.6 % to 2.9% annual salary increments once their performance appraisals are 

passed through this weak procedure. There is no performance-based incentive in the 

provincial council. They are rarely denied of the salary raise. The appraisees tend to 

prefer a system which does not require a strict compliance and measure their actual 

performance with respect to organizational goals.  All provincial appraisees including 

senior public managers contribute to this futile system intentionally or 

unintentionally.  
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CHAPTER SIX 

CONCLUSION 

 

 The executive performance appraisal system that has been adopted since 1998 

does not assist the provincial council to measure individual contribution to 

organizational goals. The system never supports to managerial decision making in 

performance management. The appraisees undervalue the importance of individual 

executive appraisal in the absence of real performance-related pay in this system. On 

the other hand, lack of power on incentive decisions and lack of responsibility in 

hiring and firing of appraisees tend to weaken the appraisers’ role.   

According to responses from the interviewees, the system provides less than 

30% of contribution to the intended purposes. It serves the purpose of granting annual 

increments. The circulars were successful in creating a mandatory requirement in this 

regard. However, the circulars have left much ambiguity in terms of procedure for 

performance planning, periodical review, and performance information use. 

Since the circulars have flexibility, the public managers (appraisers and 

moderators; in times appraisees too) felt comfortable without any strong pressure. 

They get some pressure to produce overall departmental targets. They do not like to 

get an additional pressure to prove achievements of individual targets too. 

Entropy of this appraisal system has not been addressed by managers 

particularly in middle level who mostly deal with frontline workers and are often 

asked for overall results. They always wait for orders from the top instead of taking 

initiatives in their own.  
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Visionary entrepreneurship and inspirational stewardship of top political chief 

are essential for any initiative like this appraisal system. There were few 

administrative reform  measures taken by then central government just before 

releasing the first circular on this system. However, there has been no appraisal 

system evolution since the year 1998. The central ministry has not released any 

circulars after that except for the one revitalizing the same system in the year 2000. 

The provincial council just adopted the central circulars for the appraisees who were 

mostly from the central government. It did not even change a single line of the 

circular according to the provincial government context. The strong belief is that the 

appraisees should be accountable to the central government. This is partly because no 

political body has been elected for a long time. Therefore, the evolution is expected 

from the central government. However, the central ministry cannot do this without 

evaluating the present system practices throughout the island.  

There are motivations among actors of this system to keep this passive system 

running. This trend can be utilized to make incremental changes to the present system. 

There is a need for fresh instructions to provincial organizations for mandatory and 

strong relationship between organization targets (budgetary targets) and appraisee 

targets. Appraiser’s discretion for incentive decision is very essential. Goal clarity 

issues will be minimal once the elected officials occupy the office. Thereafter, 

feedbacks on performance appraisal system from those elected officials will provide 

healthy atmosphere for system development. In fact, creation of interactive dialogue 

culture is another need throughout the system stages.  
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Due to lack of outcome, it is hard to apply Hatry’s (1999) simple model to 

study performance management in the Northern Provincial Council that practices the 

present appraisal system with haphazard handling of the model’s components.  

The major portions of public officials in this province are Tamils who are the 

second majority in the country. They had lived a war battered life in last thirty years 

of conflict between the government and Tamil separatists. Responses to some 

questions by the interviewees might be influenced by conflict and post-war 

developments. However, there can be possibilities to draw conclusions with the above 

limitation too. 

This study will help top executives revamp the systems that have similar 

problems as does in the Northern Provincial Council. There is no doubt that this study 

will be a painstaking effort. 
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APPENDIX B 

 

Public Administration Circular No. 08/98 (II) 

My No. AR/15/1/1 

Ministry of Public Administration 

Home Affairs and Plantation Industries 

Independence Square 

Colombo 07. 

December 11, 1998 

 

To : All Secretaries of Ministries and 

Heads of Department 

 

PERFORMANCE APPRAISAL OF STAFF OFFICERS 

 

This has reference to the Public Administration Circular No. 08/98 issued by me on 

the above subject. 

 

02. In terms of paragraph 05 of Public Administration Circular No. 07/98 the Form to 

be used (Four, .A.) for performance appraisal in respect of all staff officers in the 

public service from the year 1999 is hereby prescribed and attached to this circular. 

 

03. The use of Form .A. which was introduced by the Circular No. 08/98 should be 

discontinued after completion of the final appraisal for 1998. 

 

 

Sgd. P.A. Senaratne 

Secretary 

Ministry of Public Administration, Home Affairs 

and Plantation Industries 
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Form 1 A Personal details 
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Form 2 B Performance plan 
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Form 4 D Final appraisal (provision) and final 
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APPENDIX C 

Public Administration Circular No. 02/2000 My No.AR/15/1/1/(ii) 

Ministry of Public Administration & 

Home Affairs. 

Independence Square 

Colombo 07. 

15. 01.2000 

 

Secretaries of All Ministries, 

Chief Secretaries of Provincial Councils and 

Heads of Departments 

 

Performance Appraisal Programme in the Public Service. 

 

01. Your kind attention is invited to Public Administration Circular Nos. 

07/98,08/98(i) and 08/98(ii) dated 13.03.1998, 30.04.1998 and 11.12.1998 

respectively regarding the implementation of performance appraisal programme in the 

public service and to the Public Administration Circular No. 28/98 dated 23.12.1998 

on the preparation of job descriptions. 

02. The objective of this performance appraisal programme is to plan the activities of 

the public officers in terms of set targets, to initiate action to meet such targets and to 

assess at the end of the relevant period whether those targets have been achieved. It is 

expected to improve the overall performance of the institution through efficient 

discharge of the duties assign to each officer. 

03. A series of training programmes was conducted for the officers in this regard and 

it is believed that the performance appraisal programme is being implemented 

smoothly in your institution. You are kindly requested to pay your personal attention 

to implement this programme in your institution more meaningfully in year 2000 in 

order to ensure a more efficient management. The performance plans could be 

prepared meaningfully through the preparation of job descriptions of the officers in 

terms of PA circular No. 

28/98. Accordingly please take steps to instruct all your officers in the staff grades to 

prepare the performance plans for the year 2000, before 31.01.2000, in the format 

prescribed by the PA Circular No. 08/98(ii). 

04. In future the progress of the performance appraisal programme will be reviewed 

by this Ministry. Please nominated an officer at the level of S.A.S/Deputy Head or 

above in your Ministry/Department/Institute to coordinate this activity and send me 

the name of the officer before 31.01.2000. 

05. Your attention is also invited to the PA Circular No. 09/97 dated 12.02.1997 

which has been issued for the purpose of improving the productivity in public sector. I 

wish to emphasize the need to implement the provisions of this circular in your 

organization along with the performance appraisal programme. 

Sgd. Mahinda Bandusena 

Secretary 

Ministry of Public Administration & Home Affairs 
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