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The Spensonian Experience

A complex organisational DNA reflecting the learnings of 150+ 
years handed down by stories from one generation to another, 
watched over by portraits remind us daily of our heritage, the 
progress made and our obligations to pass the torch to the 
next generation. 

The HR value chain encompassing the key HR pillars from 
Talent Acquisition to Talent Retention is embodied with a 
value-centric culture and the drive for continuous innovation. 
These elements in combination create a truly unique 
Employee Experience (EX) for Spensonians.
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 » Transition to 'Semi-Virtual 
Mobility' - remote working for 
78% of targeted office-based 
executives

 » 92% of employees satisfied with 
SVM as per employee survey 

 » Remodeling of Aitken Spence 
competency framework 

 » Over 100% increase in training 
hours

 » 31% increase in new recruits*

 » 1% reduction in labour turnover

*  Recruitment during the year in review increased 
subsequent to the subsiding of pandemic 
induced challenges.

Human Capital 

Our team of 12,606 employees is our key strength, enabling us to 
forge ahead despite the unprecedented challenges faced during 
the last two years. Ensuring the physical and mental well-being of 
our employees by providing a safe, enriching and fulfilling work 
environment therefore remains a key priority as we continue to 
adapt to the changing requirements of a post COVID-19 work world.

Strategic Priorities Key Achievements Future Focus

 » Ensuring employee wellness and 
well-being 

 » Rewarding innovation

 » Fostering a culture of learning 
and development

 » Enhancing employee 
engagement on digital platforms  

 » Implementation of 'Semi-Virtual 
Mobility' (SVM)

 » Digitalisation of HR processes 

 » Transform HR to a more strategic 
and dynamic function  

 » Enhance bench strength 
(leadership pipeline) for critical 
positions  

 » Improve objectivity in the 
talent management eco-system 

 » Attract best in class talent 
despite macro-economic 
challenges 

 » Nurture a performance 
driven work culture 

 » Focused talent retention for 
critical mass  

 » Employee engagement in the 
new normal 

 » Managing challenges posed by 
evolving labour regulations

Our Team 

The strength of our team is the diversity our employees bring in terms of gender, age, ethnicity, religion, 
nationality, education and experience. The following section dissects the diversity of our employee base. 

Female

40% 60%

Male

26%

13%

2%

59%

TourismServices 

Maritime and Freight LogisticsStrategic Investments

Gender representationSector-wise workforce distribution
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Sector-wise gender representation

17%

25%

58%

Less than 30

30 to 50

Over 50

Age analysis

Distribution of workforce by geographical location

Mozambique

Bangladesh

Myanmar

Fiji

Oman

Maldives

Sri Lanka 
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HR Governance Structure 

A robust HR governance structure with clearly defined responsibilities and reporting lines 
ensure transparency and accountability in all HR aspects. 

HR Polices 

A comprehensive suite of policies govern 
the HR functions of the Group ensuring 
smooth operation and transparency in 
decision making. All policies are reviewed 
on an ongoing basis and updated regularly 
to suit evolving dynamics as required. To 
ensure all employees are aware of and 
understand these policies, an annual 
communication campaign is conducted 
and employee knowledge on selected 
HR policies and procedures is regularly 
evaluated through 'Tartan', the Group 
Learning Management System (LMS). 

HR Compliance

Key indicators of HR policy compliance 
are collated by the respective segments 
and are reviewed on a monthly basis via 
HRBP dashboards at the HR Committee 
Meeting to spot early warning signs. These 
indicators are also taken up during GSB 
and MC monthly meetings. External audits 
including the annual payroll audit, annual 
Private Provident Fund audit and annual 
ISO Information Security Management 
Systems audit are also carried out to 
ensure compliance. 

We are committed to fostering a culture 
of inclusivity and dignity for all. Our 
governance framework and work practices 

include a zero-tolerance policy on sexual 
harassment, child labour and forced 
labour while also including stringent 
policies with regards to safeguarding 
human rights. Strict compliance is 
maintained to laws and regulations on 
labour standards, such as the Factories 
Ordinance, Wages Board Ordinance, Shop 
& Office Employees Act, Employment of 
Women, Young Persons and Children Act, 
Minimum Retirement Age of Workers Act, 
National Minimum Wage for Workers Act 
etc. There were no reported incidents of 
discrimination or non-compliance with 
labour laws during the year. 

Chairman &  
Board of Directors

Group Supervisory Board (GSB)

(3 Executive Directors + CFO)

*Group CHRO on invitation

Group HR

HR Business Partners at segment level 

Management Council (MC)

(GSB + Heads of business segments + Group CHRO)

Aitken Spence School of 
Management (Learning & 
Development), Employee 
Engagement and Internal 

Communication

HR Services Delivery, 
Compensation 
& Benefits, and 

Operations 

Talent Management  
& Transformation 

HR Policies Reviewed

HR Policies in Review

HR Policies Re-Circulated

 » Grievance Handling Policy 

 » Group Whistle-blowing Policy 

 » Group Disciplinary Policy

 » Recruitment Policy

 » Learning & Development Policy

 » Performance Management Policy

 » Policies related to Benefits

 » Code of Ethics and Professional 
Conduct 

 » Diversity and Inclusion Policy

 » Sexual Harassment Prevention 
Policy 

 » Alcohol and Substance Abuse 
Policy 

 » Anti-Bribery & Anti-Corruption 
Policy 

 » Group Remote Working Policy 

 » Corporate Gift Policy 

 » Social Media Policy



ANNUAL REPORT 2021/22 | 159

The Group Sustainability division engages 
with the Group Security division to 
increase awareness among all externally 
sourced security personnel on topics 
related to human rights at the workplace 
to ensure compliance. The Group is 
currently revising the internal training 
modules on human rights at the workplace 
to make it more accessible to employees. 
Special programmes customised for the 
security personnel at Aitken Spence are 
also in the pipeline.

Focus on Employee Wellness & Well-
being 

Ensuring the wellness and well-being of 
Spensonians is of utmost importance. 
Occupational Health and Safety (OHS) 
processes and systems are built into 
our integrated sustainability framework 
to ensure that the highest standards 
of occupational health and safety are 
adopted across our operation. With the 
gradual recommencement of operations 
amidst lingering threats of the COVID-19 
virus, we continued to adhere to the 
strictest health and safety protocols 
across all our locations. A special focus 
was given to psychological well-being 
during this turbulent period, to ensure that 
employees were equipped with the tools 
required to navigate emerging challenges. 
Employee Assistance Programmes were 
also mobilised to add value to the overall 
wellness of Spensonians.

Occupational Health and Safety (OHS) 
Management System

OHS is an integral part of the Group’s HR 
and Sustainability strategies. All Aitken 
Spence companies have procedures 
in place to ensure OHS in line with 
international benchmarks. Segments 
with higher vulnerability OHS hazards 
have implemented management systems 
aligned to the ISO 45001: 2018 system 
standard with several segments seeking 
certification as well. 

Hazard Identification, Risk Assessment, 
and Control (HIRAC) and Occupational 
Health & Safety (OHS) Procedures

A Group-wide Hazard Identification, Risk 
Assessment and Control (HIRAC) process 
is in place to proactively identify OHS 
hazards and ensure adequate control 
measures are established across all 
operations. The Group has formed a 
core team for Disaster Risk Reduction to 
identify potential risks related to natural or 
man-made disasters and develop required 
plans and procedures for business 
continuity at Group level. 

Meanwhile sustainability sub-committees 
are tasked with identifying OHS hazards 
and risk levels at segment level. Periodic 
internal and external inspections also 
ensure that risks are identified and 
assessed on an ongoing basis. 

Strategic Priorities

 » Formation of a COVID-19 
vaccination taskforce to drive a 
vaccination campaigns across the 
Group 

 » Adding new dimensions to 
the COVID-19 communication 
campaign by inviting medical 
professionals to facilitate webinars 
and create awareness

 » Ensure 60% of office-based 
executives work remotely by 
June 2022 - as of March 2022, 
78% of the targeted employees 
were working remotely with the 
implementation of the 'Semi-Virtual 
Mobility' project 

 » Additional health benefits including 
online medical consultation 
facilities for all executive staff
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All Sectors must have procedures 
to identify OHS hazards and risks 
and establish control measures 
accordingly. 

Operations with a higher potential 
for OHS hazards and risks to 
stakeholders have OHS systems 
with higher standards established. 
E.g. integrated logistics, warehouse 
operations, operations with 
manufacturing functions or hotel 
operations. 

Certification for OHS management 
systems (see page 197 within the 
Intellectual Capital Report for the 
full list of certifications). 

Essential or ‘Must do’ action 
maintained across the Group 

Expected or ‘Should do’ action 
maintained at specific operations 

Exemplary or ‘Could do’ action 
taken by Sectors 

Employee Participation in Occupational 
Health and Safety

The Group’s Sustainability team and the 
OHS teams at segment level are formed 
with representation of employees from all 
levels and business areas. All employees 
have access to these teams to highlight 
any OHS issues and are engaged on a 
random basis as part of the internal 
inspection process.

Employee Training on Health & Safety

The Group routinely educates employees 
on OHS topics as well as general health 
and wellness. Meanwhile A network of 
over 470 team members across the Group 
have been trained on OHS priorities such 
as first-aid, fire safety, and emergency 
response.

Promotion of Worker Health

As an organisation that prioritises the 
well-being of our employees, we strive 
to ensure that our employees have 
access to quality medical and healthcare 
services. Employees are provided a range 
of medical facilities including medical 
insurance, OPD reimbursements, access 
to medical professionals and lab services 
recommended by the Group among 
others. Additionally, taking into account 
the virtual working environment, online 
medical consultation platforms have been 
extended. Meanwhile specific support 
systems for health, safety and welfare 
are provided based on the employee 
demographic of each sector.

In the Apparel segment, workers are 
provided with Employee Assistance 
Programmes such as counselling 
services due to the relatively high 
levels of domestic violence witnessed 
among workers. The company has 
taken many measures to educate 
its employees on support services 
available to them in an instance of 
domestic violence. 

Aitken Spence Printing provides 
on-site medical assistance to all 
employees via a doctor who visits the 
site 3 days per week. Additionally, the 
company bears the consultation fees 
while purchasing and distributing 
prescribed medicine to all factory 
staff. 

Aitken Spence Plantations provides a 
range of health and welfare facilities 
to its estate worker community. 
Facilities include paid leave for 
medical consultations, special medical 
assistance for pregnant workers, 
creche facilities for children, special 
assistance for children with special 
needs among others.

Apparel segment Printing segment Plantations segment

Our employee safety record 2021/2022

Workplace related accidents  

187

Workplace related fatalities 

1

No. of lost work days due to 
work place related injuries  

135
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Aitken Spence Competency 
Framework

During the year we revisited the existing 
Aitken Spence competency framework, 
revamping it with eight core behavioural 
competencies and an aligned proficiency 
directory. These competencies are 
applicable to executives across the Group. 
The framework was branded as ‘Aitken 
Spence Behavioural Competencies’ or 
‘ABCs’, to emphasise its fundamental 
importance. The framework will enable 
the Group to strengthen the competency-
based HR architecture which complements 
our core HR strategies of attracting, 
developing, rewarding, and retaining talent.

Creating a Culture of Learning and 
Development

The Aitken Spence School of Management 
(ASSM) drives the Group-wide learning 
initiatives while business segments also 
have specialised training programmes in 
place, based on unique business needs. 
Adapting to the post COVID-19 new normal, 
ASSM has adopted a blended approach 
in delivering its learning programs, 
incorporating innovative learning models 
such as bite-sized ‘Power Learning 

Strategic Priorities

 » Launch of 'Transcend', the 
first ever structured learning 
curriculum based on the Aitken 
Spence competency framework, 
comprising eight core behavioral 
competencies for all executives

 » Roll out of 'Power Learning 
Sessions': enlightening and 
thought-provoking talks delivered 
by well-known personalities in 
Sri Lanka and overseas as well 
as a series titled 'Undeterred' 
on popular and lesser known 
personalities who have reached the 
epitome of success

Sessions’, interactive e-learning solutions through ‘Tartan’, webinars and KPI linked self-
learning into its mainstream learning and development channels. 

In order to promote a self-learning culture in the Group, a weightage of 20% was 
assigned under ‘Developmental Goals’ for completing 40 self-learning hours during 
the performance cycle. ASSM continued to drive the weekly learning series titled ‘Self-
Learning Supplement’ and also initiated a self-learning portal to register individual 
training hours.

Leadership Development 

Succession planning is a vital component of the Group’s long-term growth aspirations. For 
critical leadership positions potential successors are identified and groomed proactively. 
All Management Council members are mentored by the Deputy Chairman and Group 
Supervisory Board through monthly meetings, continuous dialogue, and bi-annual formal 
appraisals.

Blended  
Learning

Self-learning and 
project work

Bite-sized 
learning 

Classroom and  
on-the-job learning

e-learning solutions  
through 'Tartan' 
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ASSM competency-based talent development model

OBJECTIVES

TALENT DEVELOPMENT MODEL 

SERVICES

OUTPUT AND IMPACT

Facilitating People Development Supporting the Leadership Creating a Supportive Learning Culture

Flexible, relevant learning opportunities  
for all employees

Individual Development

These programmes are 
primarily focused on the 
development of various 

competencies of individuals, 
which in return, will enhance 

their soft and behavioral skills to 
perform the job role effectively 

and to grow professionally

Managerial Development 

These programmes will 
enable the participants to 

understand the various aspects 
of leadership, management and 
will provide tools and insights to 

think strategically

Organisational Development 

Focus of these programmes is 
to provide information on the 
organisational processes and 

build the capabilities of the 
employees by understanding the 

systems and procedures

Professional Development 

These programmes are 
primarily focused on the 
development of various 

competencies of individuals, 
which in return, will enhance 

their soft and behavioral skills to 
perform the job role effectively 

and to grow professionally

Facilitating management &  
leadership development programmes

Structures and cultures that 
 facilitate learning

Management 
Information 

on Learning & 
Development 

Activities

Facilitate 
Programmes 
by Corporate 

Training 
Partners  

(e.g. CIMA)

Performance 
Coaching 

Special 
Learning 
Advisory 
Services 

Overseas 
Training 

Facilitation

e-learning 
Solutions via 

'Tartan'

Soft Skills 
Training 

Programmes

Customised 
Training 

Training 
Needs 

Analysis

Average no. of training hours by gender 
(*for executive employees)

Total training hoursTraining investment Training YoY growth

of employees receive regular 
performance and career  

development reviews 

Training investment by sector 

Average no. of training hours per employee: by sector & employee category

>100% 

100%

140,287

37 33

Sector Non-
Executive

Executives to 
Assistant Manager

Manager to 
General Manager

AVP to Managing 
Director

Tourism 21 31 21 138
Maritime & Freight Logistics 2 10 12 1
Strategic Investments 2 78 68 49
Services 10 21 50 5

increase in training hours 
(from 62,192 in 2020/2021 to 

140,287 in 2021/2022)

49%

5%

41%

5%

Rs. 19.9 Mn
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'Semi-Virtual Mobility' survey

Strategic Priorities

 » Enhanced employee engagement 
on digital platforms - all activities 
were digitalised either fully or 
partially

 » Improved our reach to Spensonians 
across Sri Lanka and overseas

 » Internal communication was more 
theme-based and streamlined

 » Family members were invited to 
participate in activities

 » The spirit of friendly competition 
was kindled via many competitions

Employee Engagement and Internal 
Communication

We continued to explore innovative 
ways of engaging with employees 
through digital channels to ensure that 
employees remained motivated despite 
the disruptions caused by the pandemic. 
Employee engagement and internal 
communication activities were streamlined 
and revolved around the core themes 
of Motivation, Inspiration, Visibility and 
Recognition.

Rewarding Innovation

We continue to foster an innovative culture 
within the Group through initiatives 
such as ‘SpenceLab’; our Group-wide 
intrapreneurship initiative. Employees 
are encouraged to submit ideas and 
are rewarded under four key categories 
(Significant Process Improvement, 
New Products/ Services, New Business 
Ventures, and Outside the Box). Ideas are 
recorded on an online platform together 
with details of quarterly winners to create 
visibility for ideas and idea generators. 
The winners of SpenceLab round 3 
were recognised at the Executive Staff 
Convention held in December 2021. The 
new category titled ‘Outside the Box’ was 
introduced to SpenceLab in a subsequent 
round during the year in review. 

As a Group that values our employees’ opinions, we periodically conduct employee 
surveys to feel the pulse of our people. During the year, the 'Semi-Virtual Mobility' 
survey was conducted among 500+ employees across the Group to gauge their 
overall experience and input with respect to the newly introduced SVM model. Key 
findings of the survey are highlighted below;

92% 84%

Satisfied with the  
SVM initiative

Satisfied with the work-
life balance due to the SVM 

implementation

Employee 
communication 

channels

 » Open Door Policy

 » Employee Surveys 

 » Feedback Surveys 

 » Focus Group 
Discussions

 » Digital 'ACE' Magazine 
and 'Athwela' 
Newsletter

 » Staff Conventions 

 » Whistleblowing 
Procedure

 » Grievance Policy 
and Mechanism 

 » Performance 
Appraisal Process

 » Monthly HR 
Committee Meetings 
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Employee engagement activities during the year

Spensonian convention

Over 450 employees participated in the 
Spensonian convention that was held 
in a hybrid form reaching Spensonians 
across the globe.

Spensonians e-pola

The Spensonian e-pola took on 
a different face, where vendors 
displayed their wares via an online 
meeting while inviting customers to 
purchase in person.

Step up challenge 

A walking challenge aimed at 
encouraging Spensonians to focus 
on their health, with the highest step 
count winning.

Women’s day initiatives 

In line with the International Women’s Day 2022 
theme #BreakTheBias, the month of March involved 
many Group-wide initiatives including the flagship 
panel discussion on the topic '#BreakTheBias in 
the Workplace' with the Deputy Chairman and GSB 
moderated by the GCHRO. The programme had 
a virtual participation of over 560 Spensonians 
across the world. Other activities included 'cross 
your hands' employee pledges, Spensonian stories 
celebrating women in their lives, a virtual quiz on 
Inspirational Women, an interactive webinar series 
by an international speaker on how to enhance 
self-belief and self-branding, and a social media 
campaign. Apart from Group-wide events, segments 
also engaged in their own celebrations such as a 
puppetry skit on breaking the bias by the Maritime & 
Freight Logistics sector.

A focused diversity and inclusion initiative titled 
‘Spence Women @ Work’ was also launched 
to strengthen gender equality and women 
empowerment in the workplace.

Art and poster competitions

An art and poster competition was held in 
partnership with Western Power Company 
for employees and their children to 
illustrate what ‘Save The Wetlands’ means 
to them. 

Virtual Christmas carols

Virtual Christmas carols were conducted 
for the first time, showcasing Spensonian 
talents in singing and playing musical 
instruments.
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Celebration of festivals and commemorative days

Competitions such as Vesak lanterns, greeting cards, and ‘nisandhas’, Poson essays, 
Avurudu raban kavi, Christmas greeting cards, World Poetry Day etc. were held in 
celebration of the many cultural and commemorative days.

Spensonians and their families in the Travels sector engaged in Independence Day 
and Vesak celebrations involving art and cultural dances recorded from home.

Sporting events 

Divisional netball tournament carried out 
by the Plantations sector.

Employee welfare activities 

The Plantations sector engaged in 
numerous activities such as providing 
dry rations to pregnant employees and 
new mothers, donating to orphanages 
etc. 

SpenceLab 

SpenceLab continues to encourage an innovative culture and reward innovative 
thinking amongst employees.
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Adapting to the Changing World of Work

The world of work continues to evolve, with workplace flexibility, virtual collaboration, 
decreased mobility and widespread technology adoption continuing to impact how we work. 
As a business that prides itself on staying ahead of the curve, we continue to adapt to these 
changes, driving innovation and change in all aspects of our operation. From successfully 
modelling a SVM initiative to accelerating our digital transformation drive, we continue to 
evolve in response to changing requirements of the workplace. 

Human Capital

Strategic Priorities

 » Continued investments in IT 
infrastructure to facilitate a  
'Semi-Virtual Mobility' model

 » Digital transformation of HR 
functions

Digital adoption of HR functions 

LEARNING AND DEVELOPMENT

 » Online Learning Management 
System (LMS)

 » e-learning/Power Learning 

 » Training needs captured through 
HRMS

 » Programme attendance captured 
via QR codes

 » Training evaluation conducted via 
MS Forms

PERFORMANCE MANAGEMENT

 » Employee performance appraisals 
conducted on the HRIS

RECRUITMENT AND SELECTION

 » Manpower planning on HRIS

 » Virtual interviews

 » Virtual assessments

 » Digital workflow for recruitment approval

EMPLOYEE ENGAGEMENT

 » SpenceWay Service Excellence Surveys, SVM survey, general 
feedback surveys were carried out online

 » Internal communication via digital channels (virtual town halls etc.)

 » Virtual team building (see employee engagement section above)

 » Online exit Interviews

HR ANALYTICS

 » PowerBI and other tools utilised 
to evaluate HR performance

 » Management information/HR 
dashboards

 » Data compilation through digital 
channels across all sectors
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Attracting and Retaining Top Talent

Despite the disruptions caused by the 
pandemic, we continued to engage in 
talent acquisition in support of business 
continuity. Onboarding a total of 3,821 
employees during the year by shifting 
to digital platforms where sourcing and 
selection (interviews and assessments) 
were conducted online is testimonial to 
the effectiveness and flexibility of our 
recruitment strategy. Meanwhile as part of 
our efforts to successfully acclimatise new 
employees into the Spensonian family, 
the Group orientation programme 'Roots 
to Excellence' was conducted virtually by 

Strategic Priorities

 » Digital talent acquisition and 
onboarding

 » Introducing recruitment analytics 
and dashboards 

 » Enhancing work-life balance 
through the SVM model

ASSM. With the relaxation of the COVID-19 
protocols in 2022, it was transformed into 
a hybrid programme, where new recruits 
were introduced to Aitken Spence through 
modules on the Learning Management 
System ‘Tartan’ and then provided the 
opportunity to participate in a physical 
event. Probationary evaluation involving 
one-to-one discussions, comprehensive 
training and development opportunities 
and a ‘buddy system’ to support new 
recruits have enabled us to maintain 
high retention levels. Group attrition rate 
meanwhile was 20%, dropping by 1% 
during the year in review (2020/2021 – 
21%). 

All job vacancies include specific 
qualifications required to perform the job 
role. The possession of these qualifications 
is verified during both long-listing and 
short-listing of candidates. We ensure 
that competent candidates with the 
required skills and qualifications join the 
Spensonian family.

Total new recruits

3,821
30% of total workforce

Total exits

3,715
30% of total workforce

Sri Lanka

2,996 3,049
India

42 45
Maldives

663 506
Oman

27 19
Fiji Islands

88 95
Mozambique

2 0
Bangladesh

3 0
Myanmar

0 1

25 years of service awards
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Remuneration and Benefits 

Our total rewards strategy offers attractive remuneration and unique benefits to 
complement our talent acquisition and retention philosophy. Established policies ensure 
that remuneration and benefits are fair and that they recognise individual performance in 
realising the overarching corporate objectives of the Group. In order to maintain internal 
and external equity of pay, remuneration and benefits surveys are conducted periodically. 
During the year we made Rs. 9.7 Bn in payments to employees while maintaining the 
diverse range of benefits offered to employees. 

25 years of service award

Sector-wise 
performance-
based bonuses and 
incentives schemes

SpenceLab   
awards for innovative ideas

Celebrating Spensonians’ 
achievements

Labour Relations 

We remain committed to protecting our employees’ rights to freedom of speech, expression, 
and association. Over 40% of the Group’s employees belong to trade unions and are covered 
through collective agreements. A majority of unionised employees belong to the Plantations 
segment. In addition to trade unions, our employees in the Apparel segment engage in 
Worker Councils/Joint Consultative Committees (JCC). Maintaining an ongoing dialogue with 
trade unions and representative committees of employees was an important aspect of our 
engagement activities during the pandemic and enabled us to proactively address issues 
and concerns faced by more vulnerable segments of our employee base. We have in place 
formalised mechanisms to engage with trade unions on a regular basis and continued to 
engage with the 57 trade unions across the Group. Cordial relations with trade unions were 
maintained during the year. A minimum notice period of 4 weeks is provided to employees 
prior to the implementation of any significant operational change that would substantially 
affect them. 

Employee benefits

 » Reimbursement of medical bills 

 » Health insurance 

 » Online medical consultation 
facility 

 » Creche facility for plantation 
workers 

 » Supporting continuous 
professional development 

 » Annual subscriptions for 
professional memberships 

 » Benefits awarded by Aitken 
Spence Sports and Welfare 
Society 

 » Housing loans at concessionary 
rates 

 » Free holiday vouchers at Aitken 
Spence Hotels 

 » Concessionary rates at Aitken 
Spence Hotels 

 » Holiday bungalows

 » Wedding gifts 

 » Death donations 

 » Transport facilities/travel 
reimbursements

Employee  
recognition  
schemes
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I was introduced to Aitken Spence by a well-known associate, but what 
really convinced me to pursue a position within the Group were the 
great people I met during the Recruitment & Selection process, and their 
willingness to embrace technology allowing me to participate in virtual 
interviews and assessments from the comfort of my home.

Ms. Aseka Sirisena - Assistant Manager – Employee Engagement - Group Human Resources Division  
Aitken Spence Corporate Finance (Pvt) Ltd.

uisitiontalentacq
opment
talent I joined the Aitken Spence Corporate Trainee 

programme in 2009 because I was at a crossroad 
in my journey and unsure about which path to 
take. The extensive programme didn’t just shape 
my career, it helped me convert my passion into a 
career. 13 years later, I can honestly say I love my 
job and the amazing people I get to work with and 
learn from.

Ms. Yasangi Randeni - General Manager - Group Business Development & Sustainability 
Corporate Sustainability Division Aitken Spence Corporate Finance (Pvt) Ltd.

devel
The SVM project and related training programmes 
rolled out by the Group have helped me immensely 
in prioritising my work and managing my time. Most 
importantly, I have learned to value work-life balance 
and spending quality time with my family. Now, I am 
more engaged both professionally and personally, 
less stressed, and happier overall.

Mr. Rajitha Udara - Executive - Aitken Spence Travels (Pvt) Ltd.

entengagem
employee

Aitken Spence is its history and traditions. Aitken Spence is its service standards. Aitken 
Spence is its multi-culture, diversity, and integrity. Most importantly, the values of Aitken 
Spence are reflected through the thousands of wonderful people that serve the organisation.

Mr. Devinda Ekanayake - General Manager – Finance - Western Power Company (Pvt) Ltd (Pvt) Ltd.

I joined Aitken Spence as a Credit Control Officer at Ace Freight 
Management in 1997 and completed 25 years of service as an 
Assistant General Manager at Ace Container Terminals in 2022. 
The enthusiasm I possessed at the beginning of my journey 
remains to this day due to the numerous opportunities for career 
progression and industry exposure provided.

urecult
Mr. Dishantha Jayawardena - Assistant General Manager - Ace Container Terminal (Pvt) Ltd

talentretent ion

SpenceLab, a corporate programme to birth incremental and disruptive 
innovative ideas within the group. Read your operating environment, 
identify the challenges, and convert them into opportunities are the real 
outcome of it. I am proud to be part of the winners at SpenceLab Round 
3, under the New Ventures category, presenting ‘COCOA – Intercropping 
with Oil Palm.

Mr. Priyantha Dissanayake - Chief Operating Officer - Engineering, Project Management and Business Strategies - Elpitiya Plantations PLC

inno vation
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This initiative will be operationalised at 3 levels: Group, Sector and Individual. 

The objectives encompass: 

 » Fair female representation considering industry dynamics in all sectors

 » Encouraging and facilitating females in assuming leadership/managerial positions

 » Supporting work life balance and health and well-being initiatives

 » Sustaining a workplace devoid of any form of harassment, discrimination and bias

 » Monitoring and sustaining pay parity 

 » Maintaining equal employment opportunity provider status

 » Becoming a social enabler to champion women empowerment.

A Group-wide agenda and action plan have been initiated with assignment of change 
management responsibilities in the pipeline.

Gender Parity Report 

Enablers 

The Group has always been home 
to a significant gender mix given 
the diverse industries in which it 
operates, particularly the Garments/
Apparel and Plantations segments. 
A focused induction of females into 
the Group has not been necessitated 
to date.

We continue to promote gender 
equality and empowerment 
in the workplace through our 
core values (reliability, honesty 
and transparency, warmth and 
friendliness, genuineness, and 
inspiring confidence), strong policies, 
and supportive work practices.

POLICIES

 » Diversity and Inclusion Policy

 » Sexual Harassment Prevention 
Policy

 » Grievance Handling Policy

SUPPORT SERVICES 

 » Semi-Virtual Mobility

 » Counselling services 

 » Special medical assistance for 
pregnant employees

 » Creche facilities for children

 » Special awareness sessions

 » Transport services

Talent Acquisition

Career Progression

Learning & 
Development

Employee Engagement & 
Well-being

Rewards & Recognition

Spence Women @ Work

A 5-pronged diversity and inclusion framework focused on gender equality and women's 
empowerment has been developed and launched in 2022 to complement the Group’s 
efforts in:

Fostering an inclusive work environment that supports gender 
equality and empowerment remains a key focus of the Group. The 
Group has endorsed the 7 United Nations Women’s Empowerment 
Principles and is a part of the UNGC’s Target Gender Equality 
programme, reiterating its firm commitment to gender equality and 
empowerment within the organisation and wider community.
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40% 

of women returned to work 
after parental leave and were 
still employed 12 months 
after returning to work

11% Board of Directors 89%

18% Senior Management 82%

18% Middle Management 82%

28% Executives 72%

43% Non-Executives 57%

NEW RECRUITS PROMOTIONS

EXITS 

GENDER REPRESENTATION  

BASIC SALARY

Gender composition

Gender gap indicators

RAW MEDIAN GENDER PAY GAP

Employee Category %  (male pay higher than female pay) 

Non-Executives 2%
Executives 8%
Middle Managers 7%
Senior Managers 10%

Responsible brand 

The Group is conscious of its responsibility to be objective and inclusive and makes a concerted effort to avoid depicting 
attitudes that are discriminatory or offensive to a gender in the Group’s marketing, advertising and other communications.




