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MESSAGE FROM THE EDITOR-IN-CHIEF

Welcome to the Fourth Volume of The HR 
Disclosure.

It is with great pride and pleasure that we pres-
ent the fourth volume of The HR Disclosure. As 
our department marks its sixth anniversary, we 
are delighted to continue this meaningful annual 
tradition of sharing knowledge, celebrating prog-
ress, and promoting innovation in the dynamic 
field of Human Resource Management.

In today’s rapidly evolving business environ-
ment, Human Resource Management stands 
at the heart of organisational success. Beyond 
administrative functions, HR now drives culture, 
nurtures talent, strengthens employee engagement, and aligns people strategies with 
long-term business goals. HR professionals are not just support partners; they are 
strategic leaders shaping the future of work. Through The HR Disclosure, we aim to 
spotlight this vital role and cultivate a strong, forward-thinking HR community.

This publication serves as a platform for knowledge exchange, fresh perspectives, 
and professional dialogue. By examining emerging trends, showcasing innovative HR 
practices, and reflecting on real-world experiences, we seek to equip our readers with 
insights that inform decisions and enhance organisational performance. At the same 
time, we hope to strengthen collaboration among students, academics, industry pro-
fessionals, and stakeholders, fostering a connected and supportive network for contin-
uous learning and professional growth.

I extend my sincere appreciation to the Dean of the Faculty of Management and Fi-
nance, our committed staff and students of the Department of Human Resource Man-
agement, our contributors, editorial board members, sponsors, and all those who 
worked tirelessly behind the scenes. Your dedication, enthusiasm, and collective effort 
have transformed this publication into a valuable and inspiring resource.

We hope this volume informs, engages, and inspires you as we continue our journey 
of advancing HR knowledge and practice together.

Dr. Jayarani Ramawickrama
Editor in Chief - The HR Disclosure Magazine
Head - Department of Human Resource Management
Faculty of Management and Finance
University of Ruhuna, Sri Lanka
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Gap between Resource 
and Management

HR TO HX: 
FOSTERING THE HUMAN 
FLAME IN THE DIGITAL AGE

Dr. G. K. Hemamali Ganewatte
Senior Lecturer
Department of Human Resource Management
Faculty of Management and Finance
University of Ruhuna

The rapid technological development has brought  the 
digital age as one of the most revolutionary  peri-
od in human history.  The widespread utilization of 

digital technologies like computers, the internet, smart-
phones, and various digital platforms has influenced  how 
people communicate, work and live. Cutting-edge technol-
ogies such as big data, cloud computing, 5G, the Inter-
net of Things (IoT), artificial intelligence, and blockchain 
are also reshaping  modern work practices and processes  
(Priyashantha, 2023; Zhang & Chen, 2023). These tech-
nological advancements bring a lot of benefits to the or-
ganisations including better decision-making, increased 
efficiency, new market access, better customer interac-
tions, cost reduction, quality improvement , innovation and 
to gain competitive advantage.  Consequently, digitalaiz-
tion has resulted unprecedented levels of efficiency and 
connectivity transforming businesses, industries, econo-
mies, and societies. 

In the contemporary world, 
digital technologies are sig-
nificantly transforming how 
work is designed and  exe-
cuted  within organisations. 
For example, remote and hy-
brid work provide employees 
more flexibility and reduce 
long hours spent on com-
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muting. HR functions have undergone a 
noticeable  transformation as  digitalization 
of HR has  streamlined payroll processing, 
benefits administration, and compliance 
management by automating these routine, 
time-consuming tasks, thereby reducing 
errors and increasing efficiency.  AI-based 
recruitment platforms can screen large 
number of applications in a very short pe-
riod, matching suitable candidates to jobs 
more effectively than ever before.  For 
talent development, digital platforms also 
support personalised development and 
real-time performance feedback  instead 
of traditional annual reviews. Mobile apps 
and self-service portals allow employees to 
manage  their own data and career devel-
opment giving them more control over their 
careers. These technology based practices 
are gradually shifting HR’s role from an ad-
ministrative support role to a more strategic 
function which helps the organization stay 
a competitive and agile  in a highly dynamic 
environment.

Despite these remarkable benefits, dig-
italization also brings  various challenges 
for employees and organisations.  Some 
scholars explain digitalization as a “dou-
ble-edged sword,” because the same tech-
nologies that brought benefits can also cre-
ate problems (Holland et al., 2022).  The 
dark sides of digitalization is a growing 
area of concern in contemporary research 
(Turel et al., 2021).  These disadvantages 
can hamper organisations from achieving 
the expected benefits of digital transforma-
tion (Xu et al., 2025).  For example, con-
tinuous connectivity and dependence on 
technology can blur work–life boundaries, 
making it difficult for employees to detach 
from work and maintain their well-being 
(Kossek, 2016).  Research indicates  that 
digital surveillance and information over-
load can increase anxiety and work-related 
stress leading to issues like  withdrawal be-
haviors, service sabotage, and job burnout 
(Marsh et al., 2024; Xu et al., 2025). An-
other concern is that work becomes more 

repetitive, fragmented, and less engaging 
when advanced technology replaces com-
plex cognitive and physical tasks (Nikolova 
et al., 2025).

Additionally, various ethical issues such 
as the breaches of personal privacy and 
the reducing  autonomy through addictive 
designs, can negatively impact individual 
well-being thereby resulting    significant 
social costs (Martin et al., 2019) .  Yama-
moto and Ananou, (2015)   argue that tech-
nology has undermined humanity in terms 
of four dimensions: cognition, social inter-
action, emotion, and ethics.

Within this context, the role of Human Re-
source Management (HRM) has become 
more critical than ever before. Rather than 
simply mitigating the harmful effects of dig-
italization, HRM is essential in humanizing 
technology, ensuring that it empowers peo-
ple instead of diminishing them However, 
traditional HRM was largely chracterisezed 
as administrative, compliance-driven reac-
tive process emphasizing policies, job roles, 
and control (Lengnick-Hall et al., 2009).  It  
managed discrete HR functions (recruit-
ment, training, performance appraisal) that 
were often bureaucratic, designed for con-
trol and cost minimization (Wright & Ulrich, 
2017).   The limitations of this transactional 
approach was realized  amidst  globaliza-
tion, technological change, and rising com-
petitive pressures. Therefore HRM is now 
serving as a strategic hub for organization-
al survival and growth  aligning  HR prac-
tices with organizational strategy amplified 
by technology. Evidence also  shows that 
HRM can be strategically positioned to en-
hance organizational performance through 
the integration of HR practices with tech-
nology (Tusriyanto et al., 2023). Strategic 
Human Resource Management (SHRM) 
also focuses on importance of developing 
human, social, and organizational capital 
and perspectives like the resource-based 
view to achieve competitive advantage.  It 
suggest that competitiveness highly de-
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pend on the unique values derived from 
people (Molloy & Barney, 2015)   although 
technology is important for organisational 
success.

Under this context, Employee Experience 
(EX) has emerged as an evolving focus in 
contemporary HRM, particularly within the 
strategic orientation of managing people in 
the digital era.  Evolving from the principles 
of customer experience, EX has gained 
growing attention among scholars in recent 
years (Başar, 2024). Employee experience 
refers to the overall perception employees 
form about their organization, influenced by 
all encounters and touchpoints throughout 
their employment journey (Plaskoff, 2017). 
It comprises of entire work experience, 
where culture, technology, leadership, and 
physical environments are designed to 
create meaningful and engaging moments 
(Morgan, 2017). Digital technologies are 
transforming EX by providing personalized, 
data-driven tools that enhance efficiency 
and connectivity and simultaneously chal-
lenging organisations to maintain the hu-
man touch within increasingly automated 
environments (Whitter, 2022). Therefore 
obtaining feedback from employees and 
designing work from the employee’s per-
spective to enhance the quality of employ-
ee experiences is crucial for organisations  
because   these factors  influence employ-
ee satisfaction, commitment, engagement  
and performance (Plaskoff, 2017).  Accord-
ing to Abhari et al. (2023), strengthening 
EX through programmes like mentorship 
and  recognition  is vital for maintaining 
morale and productivity, particularly amid 
challenges like visible business, digital fa-
tigue and quiet quitting . 

Focusing merely on Employee Experience 
is not sufficient in light of the rapid techno-
logical transformation that organizations 
are undergoing, particularly when there 
are overlaps between employees’ personal 
and professional lives.  Accordingly, EX is 
now expanding towards  a more meaning-

ful and comprehensive concept of Human 
Experience (HX), which focuses employee 
not only as a worker but also as a whole 
person with feelings, ambitions, values, 
and a life outside of work. Bowen (2021)  
states that HX is  focused  on the complete 
life experience of individual, also acknowl-
edging that service systems play a role in 
how people meet their basic human needs 
along the way. In adopting HX perspective   
HR must ask, “How do our organization en-
rich lives? rather than asking, “How do our 
organization retain employees?  Applying 
this whole-person approach to empower 
employees need  organisations  to invest in  
human capital (knowledge, skills, attitude), 
social capital (relationships, trust, coopera-
tions), and psychological capital (hope, ef-
ficacy, resilience, optimism) simultaneous-
ly.  For example, developing Psychological 
Capital (PsyCap), enables individuals to 
navigate uncertainty, bounce back from 
setbacks, and maintain motivation (Luthans 
& Youssef-Morgan, 2017) even in the chal-
lenging digital environments.  When organ-
isations invest in the broader life journeys 
of their employees, valuing their identities, 
acknowledging their challenges, and fos-
tering their growth, they can build a work-
force with high commitment and engage-
ment who can withstand the challenges of 
digital transformation.  

Inline with the Human Experience perspec-
tive, organizations are required to protect 
and nurture the human flame, which sus-
tains essential human capabilities such as 
empathy and emotional intelligence, while 
enhancing experiences of purpose, mean-
ing, and well-being.  HX emphasizes that 
employees’ life experiences, relationships, 
purpose, and well-being outside the work-
place strongly influence how they perform 
at work. Embedding HX principles into 
work systems and HR practices helps or-
ganizations to reduce  some technology 
related issues and build more resilient cul-
tures. When constant connectivity, algorith-
mic systems, and virtual interactions create 
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challenges such as technostress and emotional fatigue, human capabilities like empathy 
and emotional intelligence become crucial for maintaining trust, belonging, authenticity, 
and psychological safety. Empathy promote quality of relationship and reduces the inter-
personal strain associated with technologically mediated work (Cascio & Montealegre, 
2016),  Emotional intelligence (EI) enhances self-regulation, adaptability, and emotion 
management, helping employees cope with uncertainty and technological complexity (An-
war & Saraih, 2024).  Empirical studies further show that EI strengthens the association 
between psychological capital and flourishing, and that employees with higher EI manage 
technostress more effectively and perform well in hybrid work settings (Rodrigues & Junça 
Silva, 2024).  By recognizing their values, difficulties, aspirations, and growth inside and 
outside employee’s work,  HX enhance employee  well-being and contribute to a broader 
perspective on serving humanity (Fisk et al., 2020). According to Bowen (Bowen, 2021, 
2024),  HX is grounded in principles such as authenticity, dignity, and fairness, which en-
hance people’ sense of meaning and purpose which are key drivers of well-being. These 
perspectives are consistent with Seligman’s (2011) well-being model, Ryan and  Deci,;s  
(2000) core psychological needs for autonomy, competence, and relationship. Therefore, 
HX facilitates an environment in which the most valuable human qualities are not only 
protected but also intentionally developed and enlivened, fostering the human flame for 
the benefit of both employees and organizations in the digital age.

References

Abhari, K., Bhullar, A., Le, J., & Sufi, N. (2023). Advancing employee experience man-
agement (EXM) platforms. Strategic HR Review, 22(3), 102–107. https://doi.org/10.1108/
SHR-04-2023-0021

Anwar, S., & Saraih, U. N. (2024). Exploring the abilities of emotional intelligence in psy-
chological empowerment: Digital leadership as mediator. Journal of Applied Research in 
Higher Education, 16(4), 1246–1257. https://doi.org/10.1108/JARHE-06-2023-0245

Başar, D. (2024). The relationship between employee experience and employee en-
gagement with the moderating role of positive affect in finance sector. Borsa Istanbul 
Review, 24(5), 908–915. https://doi.org/10.1016/j.bir.2024.05.002

Bowen, D. E. (2021). A Human Experience (HX) Perspective on Emotional Labor and 
Service: Building a Service Climate on a Foundation of Authenticity and Justice. Journal 
of Service Management Research, 5(4), 229–240. https://doi.org/10.15358/2511-8676-
2021-4-229

Bowen, D. E. (2024). An organizational behavior/human resource management per-
spective on the roles of people in a service organization context: Frameworks and 
themes. Journal of Service Management, 35(1), 1–21. https://doi.org/10.1108/JOSM-10-
2023-0424

Cascio, W. F., & Montealegre, R. (2016). How Technology Is Changing Work and Orga-
nizations. Annual Review of Organizational Psychology and Organizational Behavior, 
3(1), 349–375. https://doi.org/10.1146/annurev-orgpsych-041015-062352

Fisk, R. P., Alkire (Née Nasr), L., Anderson, L., Bowen, D. E., Gruber, T., Ostrom, A. L., 

Department of Human Resource Management | University of Ruhuna 4

DISCLOSURE 2025
THE HR

https://doi.org/10.1108/SHR-04-2023-0021
https://doi.org/10.1108/SHR-04-2023-0021
https://doi.org/10.1108/JARHE-06-2023-0245
https://doi.org/10.1016/j.bir.2024.05.002
https://doi.org/10.15358/2511-8676-2021-4-229
https://doi.org/10.15358/2511-8676-2021-4-229
https://doi.org/10.1108/JOSM-10-2023-0424
https://doi.org/10.1108/JOSM-10-2023-0424
https://doi.org/10.1146/annurev-orgpsych-041015-062352


& Patrício, L. (2020). Elevating the human experience (HX) through service research 
collaborations: Introducing ServCollab. Journal of Service Management, 31(4), 615–635. 
https://doi.org/10.1108/JOSM-10-2019-0325

Holland, P., Dowling, P., & Brewster, C. (2022). HRM and the smart and dark side 
of technology. Asia Pacific Journal of Human Resources, 60(1), 62–78. https://doi.
org/10.1111/1744-7941.12319

Kossek, E. E. (2016). Managing work-life boundaries in the digital age. Organizational 
Dynamics, 45(3), 258–270. https://doi.org/10.1016/j.orgdyn.2016.07.010

Lengnick-Hall, M. L., Lengnick-Hall, C. A., Andrade, L. S., & Drake, B. (2009). Strategic 
human resource management: The evolution of the field. Human Resource Manage-
ment Review, 19(2), 64–85. https://doi.org/10.1016/j.hrmr.2009.01.002

Luthans, F., & Youssef-Morgan, C. M. (2017). Psychological Capital: An Evi-
dence-Based Positive Approach. Annual Review of Organizational Psychology 
and Organizational Behavior, 4(1), 339–366. https://doi.org/10.1146/annurev-org-
psych-032516-113324

Marsh, E., Perez Vallejos, E., & Spence, A. (2024). Overloaded by Information or Wor-
ried About Missing Out on It: A Quantitative Study of Stress, Burnout, and Mental Health 
Implications in the Digital Workplace. Sage Open, 14(3), 21582440241268830. https://
doi.org/10.1177/21582440241268830

Martin, K., Shilton, K., & Smith, J. (2019). Business and the Ethical Implications of Tech-
nology: Introduction to the Symposium. Journal of Business Ethics, 160(2), 307–317. 
https://doi.org/10.1007/s10551-019-04213-9

Molloy, J. C., & Barney, J. B. (2015). Who Captures the Value Created with Human 
Capital? A Market-Based View. Academy of Management Perspectives, 29(3), 309–325. 
https://doi.org/10.5465/amp.2014.0152

Nikolova, M., Lepinteur, A., & Cnossen, F. (2025). Just another cog in the machine? A 
worker‐level view of robotization and tasks. Economica, 92(368), 1101–1148. https://doi.
org/10.1111/ecca.70006

Priyashantha, K. G. (2023). Disruptive technologies for human resource management: 
A conceptual framework development and research agenda. Journal of Work-Applied 
Management, 15(1), 21–36. https://doi.org/10.1108/JWAM-10-2022-0069

Plaskoff, J. (2017). Employee experience: The new human resource management 
approach. Strategic HR Review, 16(3), 136–141. https://doi.org/10.1108/SHR-12-2016-
0108

Rodrigues, R. I., & Junça Silva, A. (2024). Harmonizing emotions in the workplace: 
Exploring the interaction between emotional intelligence, positive psychological cap-
ital, and flourishing. Frontiers in Psychology, 14, 1343043. https://doi.org/10.3389/
fpsyg.2023.1343043

FEATURE ARTICLEFEATURE ARTICLE

Department of Human Resource Management | University of Ruhuna5

https://doi.org/10.1108/JOSM-10-2019-0325
https://doi.org/10.1111/1744-7941.12319 
https://doi.org/10.1111/1744-7941.12319 
https://doi.org/10.1016/j.orgdyn.2016.07.010
https://doi.org/10.1016/j.hrmr.2009.01.002
 https://doi.org/10.1146/annurev-orgpsych-032516-113324
 https://doi.org/10.1146/annurev-orgpsych-032516-113324
https://doi.org/10.1177/21582440241268830 
https://doi.org/10.1177/21582440241268830 
https://doi.org/10.1007/s10551-019-04213-9 
https://doi.org/10.5465/amp.2014.0152 
https://doi.org/10.1111/ecca.70006
https://doi.org/10.1111/ecca.70006
https://doi.org/10.1108/JWAM-10-2022-0069
https://doi.org/10.1108/SHR-12-2016-0108
https://doi.org/10.1108/SHR-12-2016-0108
https://doi.org/10.3389/fpsyg.2023.1343043
https://doi.org/10.3389/fpsyg.2023.1343043


Ryan, R. M., & Deci, E. L. (2000). Self-Determination Theory and the Facilitation of In-
trinsic Motivation, Social Development, and Well-Being. 55(1), 68–78.

Seligman, M. E. (2011). Flourish: A visionary new understanding of happiness and 
well-being. Simon and Schuster.

Turel, O., Qahri-Saremi, H., & Vaghefi, I. (2021). Special Issue: Dark Sides of Digitaliza-
tion. International Journal of Electronic Commerce, 25(2), 127–135. https://doi.org/10.10
80/10864415.2021.1887694

Tusriyanto, Sulaeman, Moh. M., & Nurcholidah, L. (2023). Optimising Organisational 
Performance Through Human Resource Management Strategy and Technology Integra-
tion to Enhance Innovation. Technology and Society Perspectives (TACIT), 1(3). https://
doi.org/10.61100/tacit.v1i3.81

Wright, P. M., & Ulrich, M. D. (2017). A Road Well Traveled: The Past, Present, and 
Future Journey of Strategic Human Resource Management. Annual Review of Organi-
zational Psychology and Organizational Behavior, 4(1), 45–65. https://doi.org/10.1146/
annurev-orgpsych-032516-113052

Xu, G., Zheng, Z., Zhang, J., Sun, T., & Liu, G. (2025). Does Digitalization Benefit Em-
ployees? A Systematic Meta-Analysis of the Digital Technology–Employee Nexus in the 
Workplace. Systems, 13(6), 409. https://doi.org/10.3390/systems13060409

Yamamoto, J., & Ananou, S. (2015). Humanity in the Digital Age: Cognitive, Social, 
Emotional, and Ethical Implications.

Zhang, J., & Chen, Z. (2023). Exploring human resource management digital transfor-
mation in the digital age. Journal of the Knowledge Economy, 1–17.

Department of Human Resource Management | University of Ruhuna 6

DISCLOSURE 2025
THE HR

https://doi.org/10.1080/10864415.2021.1887694
https://doi.org/10.1080/10864415.2021.1887694
https://doi.org/10.61100/tacit.v1i3.81
https://doi.org/10.61100/tacit.v1i3.81
https://doi.org/10.1146/annurev-orgpsych-032516-113052
https://doi.org/10.1146/annurev-orgpsych-032516-113052
https://doi.org/10.3390/systems13060409


CYBERLOAFING OR COPING?CYBERLOAFING OR COPING?
THE STRESSFUL REALITY BEHIND 
DIGITAL DISTRACTIONS AT WORK

Mr. Parakrama Jayasuriya
Faculty of Graduate Studies, 

University of Sri Jayewardenepura

Dr. Amitha Padukkage
Department of Information 
Technology, University of Sri 

Jayewardenepura

Prof. (Dr.) Gamage Dinoka 
Nimali Perera

Department of Human Resources 
Management, University of Sri 

Jayewardenepura

Introduction: A Digital Paradox in the WorkplaceIntroduction: A Digital Paradox in the Workplace

With information communication entering work environ-
ments today, the efficiency and effectiveness of employ-
ees have been improved with their ability to make informed 
decisions faster and expediently. However, these work 
settings have also provided a platform for individuals to 
use the internet to engage in activities outside of work. It 
is identified as cyberloafing and it has become a norm in 
any work environment today. This behaviour may include 
browsing sites related to entertainment, news, gaming, 
gambling and visiting adult sites, sending and receiving 
personal emails and engaging with social media. 

Mixed Research Perspectives on CyberloafingMixed Research Perspectives on Cyberloafing

There have been different research views of cyberloafing 
in the past. Some have claimed it is detrimental to individu-
al and organisational wellbeing, while others have claimed 
that it is useful to reduce stress resulting from work. How-
ever, recent research has claimed that short-term cyber-
loafing is useful for innovative and creative performance. 
Still, long-term cyberloafing is detrimental as it causes ma-
jor depletion of cognitive resources, negatively affecting 
individual performance.

Study Context: Private Banking in Sri LankaStudy Context: Private Banking in Sri Lanka

Private sector banking in the country plays a significant 
role in the financial landscape. It has developed alongside 
the broader banking industry, and they have become com-
petitive in the industry. Private Banks are mostly responsi-
ble for providing personalised financial services, including 
reward schemes and preferential rates. These banks, like 
others, depend on high-end information communication 
technology systems to manage work and client affairs ex-
peditiously and to maintain their reputation in a very com-
petitive business environment. 
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Cyberloafing in these work settings is also 
common, taking away valuable time of em-
ployees from client affairs and other bank-
ing activities. Although cyberloafing itself 
is not detrimental but loafing on websites 
that are mostly addictive is not beneficial. 
Additionally, excessive cyberloafing can 
decrease employee performance, organi-
sational performance and also cause legal 
issues for organisations for downloading 
illegal materials online. Short diversions 
from work are always welcome for those 
employees who are under pressure to main-
tain customer satisfaction on a 24/7 basis, 
like in the banking sector. Cyberloafing is 
also said to provide a cognitive respite for 
those engaged in the knowledge-intensive 
industry, such as banking, which poses an 
enormous burden on individual cognitive 
resources. 

The current study used data from 96 middle 
managers from the private banking sector 
in Sri Lanka, using a convenient sampling 
technique. A Likert scale questionnaire 
was used to collect the sample and Cova-
riance-Based Structural Equation Modeling 
(CB-SEM ) was used to analyse the data.

The Role of Stress: Mediator between The Role of Stress: Mediator between 
Cyberloafing and PerformanceCyberloafing and Performance

Despite evidence suggesting that cyber-
loafing promotes stress, there is a lack of 
evidence indicating that stress mediates 
the relationship between cyberloafing and 
job performance. The current research 
findings indicate that stress mediated the 
relationship between cyberloafing and job 
performance. Although there had been 
research to suggest that cyberloafing can 

trigger work-related stress and, in turn, im-
pact performance, there are no empirical 
studies specifically referring to “stress” as 
a broad phenomenon, arising either out of 
work or elsewhere. These findings are sig-
nificant as they illustrate that cyberloafing 
can trigger stress and have a significant ef-
fect on performance. 

Consequences of Stress arising from Cy-Consequences of Stress arising from Cy-
berloafing for Middle Managers in the berloafing for Middle Managers in the 
Banking sectorBanking sector

1.	 Depletion of cognitive resources: de-
pletion of cognitive resources will im-
pact the consistency of performance, 
reduce work engagement, generate 
negative emotions and lead to job dis-
satisfaction.

2.	 Increased work pressure: Stress me-
diation due to cyberloafing can de-
lay completion of work assignments, 
leading to work overloads. Such an 
overload will compound existing work 
pressure leading to anxiety and cre-
ate cyclical stress.

 
3.	 Social isolation: Individuals’ high lev-

els of stress due to cyberloafing would 
lead to an increased level of isolation 
among fellow workers, leading to poor 
co-worker relations.

4.	 Reduced levels of performance: 
Stress resulting from cyberloafing can 
lead to poor job performance. This 
consistently reduced performance 
will have long-term impacts such as 
job dissatisfaction, low progress on 
the career path.
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Organizational Recommendations:Organizational Recommendations:

1.	 Educate employees on ethical cyberloafing to prevent stress and poor work perfor-
mance. This can be initiated by providing information to employees on the limits of 
cyberloafing and the allowed websites. 

2.	 Provide achievement targets: This target-driven achievement orientation can lead to 
individual self-orientation to achieve targets timely, reducing motivation to cyberloaf. 

3.	 Nurture employees’ organisational-based self-esteem: This would empower leader-
ship qualities among individuals, improving their ability to accept greater responsi-
bility for their work. 

Conclusion: A Double-Edged SwordConclusion: A Double-Edged Sword

Cyberloafing is a double-edged sword that can have both positive and negative effects on 
employee performance.  A moderate level of cyberloafing is a good source to recuperate 
from mental fatigue, but excessive engagement will deplete cognitive resources. Poorly 
managed cyberloafing behaviour can promote poor work engagement, reduced perfor-
mance and job dissatisfaction. The impact of cyberloafing could vary depending on the 
type of occupation, industry type and the level of responsibility. Individuals such as the 
middle managers in the banking sector are vested with greater responsibility to ensure 
customer satisfaction; increased levels of stress due to excessive cyberloafing behaviour 
can diminish their reputation and compromise the bank’s reputation. 

CYBERLOAFING OR COPING?CYBERLOAFING OR COPING?
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HR ANALYTICS:HR ANALYTICS:
DRIVING  DRIVING  
DATA-DRIVEN DATA-DRIVEN 
DECISION DECISION 
MAKING IN HRMAKING IN HR

Dr. Aruna Dayanatha
AI Consultant & Trainer

Human Resources (HR) is undergoing a transformation toward data-driven de-
cision making, often termed people analytics or HR analytics. Instead of re-
lying on gut instinct or tradition, HR professionals are increasingly leveraging 
analytics – the practice of collecting and analyzing meaningful measurements 
– to gain actionable organizational insights (AIHR, 2024a; SHRM Executive 

Network, 2025). HR Analytics is essentially the process of using data as evidence of what 
is happening in an organization, allowing decisions to be based on facts and events rath-
er than intuition (AIHR, 2024b; American University, 2024). This shift mirrors the broader 
movement toward evidence-based management: just as modern medicine relies on data 
and diagnostics, HR is now expected to use robust data analysis to justify decisions. In 
fact, companies that embrace people analytics have been found to be ten times more like-
ly to deliver effective insights to top management than those that do not (GrowthSpace, 
2023). 

Defining Analytics and Its Role in HRDefining Analytics and Its Role in HR

In an organizational context, analytics refers to the discovery and communication of mean-
ingful patterns in data – essentially using measurements to derive insights that inform de-
cisions (AIHR, 2024a). In HR, analytics means collecting and interpreting HR data to sup-
port evidence-based decisions (AIHR, 2024b). It enables HR leaders to move from “what 
worked before” or personal hunches to decisions grounded in solid evidence (American 
University, 2024). For example, instead of a manager hiring a candidate based on a “gut 
feeling,” analytics encourages objective assessments to predict the candidate’s likely 
success (Wharton Magazine, 2015).

Equally important is embracing a mindset that data = evidence of organizational events. 
Every data point (an exit interview score, a training completion rate, a sales figure per 
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employee) is a piece of factual evidence of 
something that happened in the organiza-
tion. Viewing data this way transforms how 
decisions are made. HR teams can answer 
key questions and recommend actions 
with concrete evidence, knowing each rec-
ommendation traces back to real events 
(AIHR, 2024b). This evidence-based ap-
proach elevates HR’s credibility and fosters 
a culture of accountability, since decisions 
are based on verifiable information and 
clear metrics (Kantar, 2024).

Building the Data Foundation: From Building the Data Foundation: From 
Lakes to Warehouses and MartsLakes to Warehouses and Marts

For HR analytics to yield meaningful in-
sights, a strong data foundation must un-
derpin the process. This foundation typical-
ly comprises three layers: a Data Lake, a 
Data Warehouse, and Data Marts.

•	 Data Lake: A data lake is a central-
ized repository that stores all raw data 
from various organizational events and 
sources in its native format (AWS, n.d.). 
For HR, this includes data from HRIS, 
recruitment platforms, surveys, and 
more. Microsoft’s HR analytics trans-
formation began by building a unified 
“HR Data Lake,” which eliminated data 
silos and became the foundation for ad-
vanced analytics (Microsoft, 2025).

•	 Data Warehouse: Data from the lake 
is processed through ETL (Extract, 
Transform, Load) operations and struc-
tured into predefined measurements for 
analysis (IBM, 2024). The warehouse 
ensures data quality and consistency, 
allowing HR professionals to calculate 
metrics such as turnover rates or time-
to-hire efficiently.

•	 Data Marts: These are subject-specific 
subsets of the data warehouse tailored 
for particular HR functions (AWS, n.d.). 
For example, a recruitment mart may 
focus on sourcing effectiveness, while 
a retention mart may highlight turn-
over predictors. Data marts provide HR 
teams with focused datasets that en-
able deep, specialized analysis.

Without such a foundation, analytics often 
falters. Microsoft (2025) found that prior to 
building its HR data lake and warehouse, 
data retrieval was “tedious and drawn-out,” 
slowing down insights. Once modernized, 
reporting became faster and far more reli-
able.

The Analytics Process as Medical The Analytics Process as Medical 
DiagnosticsDiagnostics

The analytics process can be compared to 
medical diagnostics:

1.	 Measurement System: In medicine, 
tests and vital signs capture the pa-
tient’s condition. Similarly, HR analyt-
ics begins by defining and capturing 
the right metrics such as absentee-
ism, engagement, and productivity.

2.	 Data Input: Like patients’ symptoms 
and test results, HR data input (from 
the lake) provides evidence of organi-
zational events.

3.	 Analysis: Doctors analyze test results 
to detect anomalies; HR analysts use 
statistical tools to uncover patterns 
such as turnover spikes.

4.	 Diagnosis: Physicians identify the 
underlying illness; HR professionals 
diagnose workforce issues such as 
disengagement or skill gaps.

5.	 Intervention: Doctors prescribe treat-
ments; HR leaders prescribe da-
ta-backed interventions (training pro-
grams, new policies, etc.).

HR ANALYTICSHR ANALYTICS
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6.	 Follow-Up: Doctors re-test patients to confirm recovery; HR measures post-inter-
vention outcomes to validate success.

As noted by Jost & Co. (2029), predictive and prescriptive analytics in HR operate much 
like a doctor’s diagnosis and treatment plan, offering evidence-based guidance for action.

The Importance of Comprehensive Measurement and Traceable InsightsThe Importance of Comprehensive Measurement and Traceable Insights

The comprehensiveness of the measurement system determines the success of analyt-
ics. Without broad, high-quality data, insights remain shallow or misleading. EngineerIT 
Magazine (2021) emphasized that analytics is only as good as the data fed into it. A ro-
bust measurement system ensures HR has a holistic view – linking recruitment, training, 
performance, and retention – so interventions address root causes rather than symptoms.
Equally important is traceability. Because HR analytics deals with past organizational 
events, every insight can be tied back to specific evidence. This makes decisions defen-
sible and auditable. As Kantar (2024) highlighted, data-driven decision making builds a 
culture of accountability, where every action is justifiable through evidence.

Industry Trends and Best PracticesIndustry Trends and Best Practices

Modern organizations are embracing cloud-based data platforms, predictive analytics, 
and experimentation. Microsoft (2025) demonstrated how a modern HR data estate sig-
nificantly improves agility, enabling faster, more accurate insights. Predictive analytics is 
becoming mainstream, with tools that forecast attrition risk or skill shortages (Jost & Co., 
2029).

Best practices include:
•	 Ensuring data literacy across HR functions (SHRM Executive Network, 2025).
•	 Embedding evidence-based experimentation, such as piloting new initiatives with 

control groups (American University, 2024).
•	 Maintaining strict privacy and ethics standards, ensuring transparency in how em-

ployee data is used.
•	

Organizations that adopt these practices see HR evolve into a strategic partner, where 
analytics augments human judgment rather than replaces it.

ConclusionConclusion

HR analytics is more than a tool—it is a mindset of evidence-based management. By 
grounding decisions in meaningful measurements and treating data as evidence of or-
ganizational events, HR can diagnose challenges, prescribe interventions, and monitor 
results just as medicine does. The success of analytics depends on a solid data foun-
dation, a comprehensive measurement system, and a culture that values evidence and 
accountability. As Wharton Magazine (2015) observed, evidence-based HR benefits or-
ganizations in the same way that evidence-based medicine benefits patients: it ensures 
that every action is justified, effective, and aimed at long-term well-being.
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UNINTERRUPTED PRODUCTIVITYUNINTERRUPTED PRODUCTIVITY

Chanaka Jayawickrama
Manager – Human Resources Development

United Motors Lanka PLC

“In a world, full of distractions, the in-
dividuals who are mastering the art of 

completing the work, are the key talents 
behind the growth of any organization. It 
is leaders’ responsibility to create such a 

culture inside your respective teams”

The primary responsibility of any individual in a role is to carry out their work effec-
tively. For leaders, this responsibility is even greater, as they strive to ensure their 
teams consistently meet deadlines.

However, challenges often arise and teams may face difficulties in completing tasks as 
planned. In such instances, how do you respond? Do you allow frustration to take over 
when expectations are not met, or do you take a deeper approach in identifying the root 
causes and guiding your team towards achieving their goals?

To address this in a 
systematic way, I’m 
introducing a simple 
matrix designed to 
guide leaders in tak-
ing specific actions 
that help minimize 
workplace distractions 
while enhancing pro-
ductivity.
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For ease of reference, the quadrants are labeled A, B, C, & D each representing the fol-
lowing dimensions (Please refer to the diagram above).

•	 Quadrant A – Low Distractions 	 | Low Task Completion
•	 Quadrant B – Low Distractions 	 | High Task Completion
•	 Quadrant C – High Distractions	 | Low Task Completion
•	 Quadrant D – High Distractions 	 | High Task Completion

This tool will help leaders to position your team members within these quadrants ac-
cording to their level of task completion and distractions, based on your experience and 
observations.

Quadrant A Quadrant A 
[Low Distractions | Low Task Completion][Low Distractions | Low Task Completion]

Individuals in this quadrant may not struggle with distractions but, could be facing deeper 
challenges such as unclear goals, an unsupportive work environment, lack of skills or 
knowledge, excessive workload or some personal level matters. 
In such instances, leaders should avoid drawing surface level conclusions. Instead, they 
should take a deeper look and understand the real root cause and must address the 
underlying issues carefully. Building strong connections with the employees to uncover 
these obstacles not only helps resolve performance barriers but also foster a culture of 
supporting and continuous improvement. 

UNINTERRUPTED PRODUCTIVITYUNINTERRUPTED PRODUCTIVITY
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Quadrant B & Quadrant C Quadrant B & Quadrant C 
[Low Distractions | High Task Completion & [Low Distractions | High Task Completion & 
High Distractions | Low Task Completion]High Distractions | Low Task Completion]

Quadrant B & C are the most common, 
where task completion often shows an 
inverse relationship with distraction lev-
els. Leaders should support employees in 
Quadrant B to ensure they maintain their 
performance in a way that they won’t slip 
into quadrant C. This group can be lever-
aged to mentor others, stay engaged with 
challenging projects and be provided with 
opportunities for career growth.

On the other hand, the leader needs to 
identify the types of distractions commonly 
affecting the team members of Quadrant C 
and take steps to minimize them. This sup-
port may include guidance on time man-
agement and prioritization, breaking tasks 
into more manageable chunks, providing 
tips to reduce digital distractions, and offer-
ing closer supervision until they are back 
on track.

Quadrant D – High Distractions | High Task Quadrant D – High Distractions | High Task 
CompletionCompletion

Individuals in Quadrant D demonstrate re-
markable focus and consistently deliver 
results despite frequent distractions. Many 
of these individuals have developed resil-
ience and strong concentration skills over 
time.

Leaders should maintain close attention to 
these high achievers and they can be lev-
eraged as role models, encourage them 
to share their best practices with others, 
and help foster a culture of high productiv-
ity across the team. Ultimately, cultivating 
a culture where more members fall into 
Quadrant D is a key leadership goal, as it 
enhances overall team performance and 
sets a standard of excellence.

Final ThoughtsFinal Thoughts

By understanding and addressing the differ-
ent ways employees manage distractions 
and complete their work, leaders can cre-
ate a more supportive and productive envi-
ronment. Tailoring leadership approaches 
to the unique needs of each quadrant not 
only enhances individual performance but 
also strengthens overall team dynamics 
and productivity.
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FROM STRESS TO STRENGTH: FROM STRESS TO STRENGTH: 
ADDRESSING MENTAL HEALTH ADDRESSING MENTAL HEALTH 
CHALLENGES IN SRI LANKAN CHALLENGES IN SRI LANKAN 

ACADEMIAACADEMIA

K. A. K. S. Rathnakara
 Senior Lecturer, 

Department of Human Resource Management,
Faculty of Management Studies,Rajarata University of Sri Lanka

Mental health among university students is in-
creasingly recognized as a critical concern 
worldwide, and Sri Lanka is no exception. The 
country’s undergraduates, particularly those in 

state universities, face a wide range of psychological chal-
lenges driven by academic, social, financial, and cultural 
pressures. However, mental health issues in this group 
are often underreported due to stigma and a lack of aware-
ness, making the need for attention and intervention all the 
more urgent.

Anxiety and depression are two of the most common men-
tal health issues. Many students suffer from chronic de-
pression, low motivation, and hopelessness, which are fre-
quently connected to emotional isolation, a lack of support 
networks, and academic failure. Students’ well-being is 
also seriously threatened by anxiety disorders, especially 
those that are linked to financial insecurity, future uncer-
tainty, and academic performance. These problems can 
often progress to suicidal thoughts and actions; research 
shows that more than 10% of pupils at some schools have 
thought about suicide.

Substance misuse, which is frequently utilized as a coping 
strategy for stress or social pressure, is another issue that 
is becoming more and more relevant. Substance abuse 
often coexists with other psychological problems, even if 
it is not usually considered a mental health disorder. This 
exacerbates the general state of mental health. Long-term 
academic stress can also lead to burnout, a chronic mental 
and physical tiredness that impairs a student’s capacity for 
focus and productivity.

These mental health issues 
are caused by multiple fac-
tors. One of the main caus-
es is academic pressure. 
Academic success is em-
phasized in the Sri Lankan 
educational system, and 
this competitive atmosphere 
carries over into college life. 
Students frequently sacri-
fice their mental health to 
meet the high expectations 
placed on them to do well.

Stress related to financial 
matters adds another lev-
el of hardship. Many un-
dergraduates, particularly 
those from low-income fam-
ilies, have to juggle their ac-
ademic obligations with the 
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demands of providing for their family. This 
burden is exacerbated by growing living 
expenses and restricted access to scholar-
ships.

Students’ attempts to get help are severe-
ly hampered by cultural stigma and a lack 
of knowledge about mental health. Since 
mental illness is still stigmatized in many 
communities, students tend to internalize 
their problems rather than seek help. In a 
collectivist country like Sri Lanka, where 
parental influence frequently determines 
academic and career choices, this is made 
worse by family expectations. In order to 
satisfy their families’ expectations, students 
may repress their passions or goals, which 
can cause mental distress and a decline in 
self-esteem.

Universities frequently have insufficient 
support networks. When counseling ser-
vices are offered, they are usually per-
ceived as unapproachable, underfunded, 
or difficult to obtain. Also this scenario is 
negatively affected by the staff shortage, 
even though the academic staff is willing to 
help the students, they are not in a posi-
tion to do so, with their heavy workloads. 
This makes it more difficult for students to 
get timely professional help. Additionally, 
students who use social media excessively 
may compare themselves to well managed 
representations of happiness and success, 
which can increase stress and feelings of 
inadequacy.

The manifestation of mental health con-
cerns is influenced by gender. Because of 
traditional gender norms and safety con-
cerns, female students frequently report 
higher levels of anxiety and sadness. On 
the other hand, because social norms dis-
courage vulnerability, male students may 
repress their feelings, which could result in 
unspoken or concealed distress. 

Untreated mental health issues have an 
impact on relationships, dropout rates, and 
long-term psychological disorders in addi-
tion to academic results. The productivity 
and cohesiveness of society as a whole 
are also negatively impacted, in addition 
to the individual student. Addressing these 
problems requires a multi-level strategy. 
Universities should provide private, qual-
ified counseling services and incorporate 
mental health teaching into orientation pro-
grams. Student-friendly policies that offer 
mentorship opportunities and flexible aca-
demic criteria are essential. Initiatives for 
peer counseling can aid in the development 
of unofficial support systems. In order to 
foster more understanding and less stress-
ful family environments, awareness efforts 
must also involve families. 

The University Grants Commission and 
Ministry of Higher Education must priori-
tize student mental health through nation-
al policies and funding. Ensuring student 
well-being is not only a moral responsibility 
but also an investment in the country’s fu-
ture human capital. Empowering students 
to navigate stress, seek help, and thrive will 
enable them to contribute meaningfully to 
both society and the economy.
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BUILDING A SUSTAINABLEBUILDING A SUSTAINABLE
HUMAN RESOURCE MANAGEMENTHUMAN RESOURCE MANAGEMENT

Nirosh De SilvaNirosh De Silva
Senior General Manager, Texlan Center (Pvt) Ltd. 

In a rapidly evolving global economy, 
organizations face growing expecta-
tions to operate responsibly in how they 

manage and develop their people. Sustain-
able Human Resource Management (HRM) 
has emerged as a strategic approach that 
aligns business objectives with the long-
term well-being of employees, communi-
ties, and the environment. It represents a 
shift from purely operational efficiency to-
ward embedding ethical responsibility and 
sustainability into people management.

Understanding Sustainable HRMUnderstanding Sustainable HRM

Sustainable HRM integrates environmen-
tal, social, and economic considerations 
into HR policies and strategies. Unlike con-
ventional HRM, which emphasizes short-
term productivity gains, sustainable HRM 
creates value for all stakeholders while 
ensuring organizational long-term viability. 
This approach acknowledges that human 
capital is not an expendable resource but a 
vital, renewable asset.

This concept extends beyond green ini-
tiatives or corporate social responsibility 
programs. It means fostering employee 
well-being, promoting diversity and inclu-
sion, ensuring fair compensation, and of-
fering continuous learning opportunities 
that enhance adaptability, maintain ethical 
standards, and contribute to broader envi-
ronmental and social goals.

Core Pillars of Sustainable HRMCore Pillars of Sustainable HRM

Employee Well-being and Work-Life Bal-Employee Well-being and Work-Life Bal-
anceance forms the foundation through flexible 
work arrangements, mental health pro-
grams, manageable workloads, and sup-
portive leadership that prevent burnout 
while increasing productivity.

Ethical Practices and FairnessEthical Practices and Fairness ensure fair 
recruitment, transparent promotions, equi-
table pay, and inclusion initiatives that build 
trust, strengthen loyalty, and protect orga-
nizational reputation.

Continuous Learning and DevelopmentContinuous Learning and Development in-
volves investing in skills and professional 
growth through training, mentorship, and 
internal mobility opportunities, enabling 
employees to adapt to technological shifts 
while fostering innovation.
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Employee Participation and VoiceEmployee Participation and Voice pro-
motes inclusive decision-making and open 
feedback channels that create engage-
ment cultures where employees contribute 
meaningfully to problem-solving and inno-
vation.

Alignment with Environmental and Social Alignment with Environmental and Social 
GoalsGoals allows HR to champion sustainabili-
ty by promoting green workplace practices, 
supporting community engagement, and 
integrating CSR goals into daily operations.

The Business Case for Sustainable HRMThe Business Case for Sustainable HRM

Organizations with sustainable HR practic-
es enjoy higher retention rates, enhanced 
employer branding that attracts top talent, 
greater innovation from diverse environ-
ments, and increased resilience during dis-
ruptions. Sustainable HRM reduces costs 
associated with turnover, absenteeism, and 
reputational damage while creating posi-
tive returns through improved performance 
and stronger competitive positioning.

Implementation StrategiesImplementation Strategies

Organizations should conduct HR sustain-
ability audits to assess current policies, 
workforce demographics, and engagement 
levels. Leadership engagement is crucial, 
as sustainability must be championed at 
executive levels and integrated into strate-
gic planning.
Organizations must redesign HR policies 
to integrate flexibility, equity, and lifelong 
learning. Leveraging technology through 
HR information systems streamlines pro-
cesses, reduces resource consumption, 
and enables remote collaboration. Measur-
ing progress through engagement scores, 
diversity ratios, environmental impact, and 
retention rates helps evaluate initiative ef-
fectiveness.

Challenges and Future OutlookChallenges and Future Outlook

Common barriers include short-term profit 
pressures, resistance to cultural change, 
resource constraints, and difficulty measur-
ing ROI. Addressing these requires strong 
leadership commitment, clear benefit com-
munication, and embedding sustainability 
goals into performance metrics.

Sustainable HRM’s relevance will contin-
ue growing as younger generations expect 
ethical, socially responsible employers. Or-
ganizations proactively adopting sustain-
able HRM will better attract talent, comply 
with regulations, and adapt to market con-
ditions.

ConclusionConclusion

Building a sustainable HRM framework is 
both a moral responsibility and a strategic 
advantage. By balancing organizational 
goals with the long-term needs of employ-
ees and society, businesses create resil-
ient, innovative workforces that thrive in dy-
namic environments. Sustainable HRM is 
a forward-looking investment driving busi-
ness longevity and positive societal impact.
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When studying Human Resource 
Management, concepts such as 
labor relations, diversity manage-

ment and leadership naturally come to our 
attention. But when considering the roots 
of these concepts, they extend back to a 
history as a far back as two thousands five 
hundred years ago. The insights into hu-
man behavior, especially during the early 
Buddhist era, offer valuable lessons for to-
day’s human resource management. This 
is an essay about it.  

Labor RelationsLabor Relations

When it comes to labor relations, it is im-
portant to protect employer and employee 
rights and deal with legal situations appro-
priately. This one can be seen through the 
various laws that have been passed in our 
country, including the EPF, ETF and Ma-
ternity benefit acts. The Sigalowada Sutta, 
known as the ‘Gihi Vinaya’, provides valu-
able guidance to maintaining labor rela-
tions very well. It states that the employer 
must fulfill its duties to its employee in five 
ways. 

The employer should assign work accord-
ingly to the strength of his employees.

The employer should pay the employees 
a salary commensurate with their work. 
They should provide medicine and facilities 
in cases of illness.They should also made 
their employees happily by giving them 
special rewards and treatments and they 
should be given leaves when appropri-
ate. This Sutta also states that employees 
should treat their employer, who performs 
duties on their behalf, in five ways. The em-
ployee must arrive on time and begin his 
duties. It is up to him to complete the task 
assigned to him responsibly. The employ-
ee must be faithful to his employer. Also 
the employee must protect the employer’s 
property and act in a manner that protect 

THE RELATIONSHIP BETWEEN THE RELATIONSHIP BETWEEN 
BUDDHISM AND HUMAN BUDDHISM AND HUMAN 

RESOURCE MANAGEMENTRESOURCE MANAGEMENT

A. D. Dehan Randinu A. D. Dehan Randinu 
WimalarWimalarathnaathna

Department of Human Resource Management
Faculty of Management and Finance

University of Ruhuna, Sri Lanka
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his reputation. It is clear to us that these 
policies will help create a good environ-
ment in the organization.

Diversity Management  Diversity Management  

There is a strong interest in diversity man-
agement in the current work environment. 
It helps to build a creative and enthusiastic 
work environment. The key here is to give 
the right person the right position based 
on ability and talent, rather than the race, 
caste, religion, language or gender. If this 
was first implemented within the Buddhist 
monastic community. The ordination of a 
young child named Sunitha, a garbage col-
lector who worked in a lowly job, changed 
the society of that time. A young man 
named Upali, who has engaged in cutting 
the hair of the princess, was ordained and 
given full responsibility for the discipline of 
the Sasana. The Buddha even visited the 
house of a prostitution named Ambapali, 
for alms, and she eventually received ordi-
nation. The Buddha pointed out that Bhikku 
society not only for princess or wealthy. 

LeadershipLeadership  

Western scholars have offered various 
definitions theories of leadership over time. 
Trait theory, Contingency theory, Lead-
er-Member Exchange theory, etc are of 
some theories. A leader is a different char-
acter from a boss. A leader is someone 
who moves forward with his followers. He 
distributes positions and responsibilities 
among his people as appropriate. These 
leadership traits are well demonstrated 
when looking at the Buddha. During his first 
Dhamma Preaching campaign the Buddha, 
who had shown his disciples has to do this, 
and then visited the Uruwela colony. He 
also travelled there to spread the Dhamma. 
He also promoted the development of the 
Sasana by giving suitable positions to his 
followers. Among the wise, the great Ara-
hat Sariputta was the foremost.Venerable 

Ananda Thero was the treasurer of the 
Dhamma (Dharma bhandagarika). Great 
monks such as Maha Moggallana, Maha 
Kassaapa, Rahula, Kaludai also attained 
the highest position according to their spiri-
tual qualities. Also, following the practice of 
previous Buddha, approving the ordination 
of women in another outstanding leader-
ship trait of the Lord Buddha.

Middle PathMiddle Path

The middle path promotes moderation, 
which is in line with modern HR practices 
such as sustainable employment, ethical 
HR management and corporate social re-
sponsibility (CSR). This provides guidance 
on achieving flexible working hours, stress 
management and practicing mindfulness. 
In addition it helps employers resolve var-
ious conflicts within the organization and 
establish goals while taking into account 
both the business and employee.
 

Overview Overview 

Considering these factors, we can come to 
conclusion that Buddhist philosophy has 
been utilized for the development of human 
resource management. Human resource 
management for productivity and coexis-
tence while Buddha guides for ethical and 
psychological development. We can see 
that the combination of both helps in effec-
tive management. 
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UNLOCKING DECISIONS UNLOCKING DECISIONS 
THROUGH DATA ANALYTICSTHROUGH DATA ANALYTICS

In everyday life, we often hear the phrase 
“Don’t judge a book by its cover”. This 
saying shows us that we should think 

deeper than what appears on the surface 
and make decisions. There, we can take 
“analytics” as something we cannot forget. 
Analytics means studying data carefully to 
find useful information. It helps to under-
stand the past, explain why it happened, 
predict the future, and decide what to do to 
improve results. Going beyond the surface 
level in decision-making in an organization 
and using data analysis leads us to more 
accurate decisions.

Human Resource Management (HRM) is 
a fundamental support force in an organi-
zation, and it is a vital area for successful 
organizational performance. In the modern 
era, HR Analytics is known as a new way of 
making decisions, changing this field. Us-

ing HR Analytics, HR managers can mea-
sure and develop employee performance, 
uncover resignation trends, analyze the 
effectiveness of training programs, and 
identify new development needs. For ex-
ample, data such as employee attendance, 
feedback, and performance can be collect-
ed and used to predict future resignations 
through a Machine Learning model. In 
this way, data-driven HRM methods give 
an organization a sustainable advantage 
and usher in a new era of fact-based deci-
sion-making. Data-driven decision-making 
is the use of analytical insights from data, 
rather than personal opinions or experi-
ences, when making decisions within an 
organization. That is, decisions about the 
organization’s activities, performance, and 
future plans are based on accurate data, 
leading to more reliable and actionable de-
cisions.

G. G. N. SN. Shakyahakya
Department of Human Resource Management
Faculty of Management and Finance
University of Ruhuna, Sri Lanka
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There are various analytical methods used here, of which four main types of analysis can 
be identified. First, Descriptive Analytics is a method that answers “What happened?” For 
example, analyzing monthly employee numbers or retirement trends. Second, Diagnostic 
Analytics is one that asks “Why did it happen?” - for example, identifying the causes of 
employee turnover. Third, Predictive Analytics reveals “What might happen in the future?” 
- for example, identifying future hiring needs.  Finally, Prescriptive Analytics gives an-
swers the question “What should we do?” - for example, recommending the hiring paths 
that yield the most talent.

By using these four analytics methods together, an organization can build a culture of 
data-driven decision-making, improving the quality of decision-making.

Data-driven decision-making within an organization is considered an essential compo-
nent for success in a modern business environment. It provides the ability to make deci-
sions based on reliable data instead of personal opinions or guesses, thereby increasing 
the accuracy of decisions. Furthermore, the use of Predictive Analytics methods enables 
the identification of future risks and challenges, and helps the organization to formulate 
appropriate plans for the future. The insights gained from data analysis can improve em-
ployee performance, efficiency, and organizational results. In addition, organizations that 
make data-driven decisions are able to act faster and more accurately than their compet-
itors, thereby maintaining business competitiveness.

Implementing data-driven decision making in an organization presents both challenges 
and opportunities. Data quality issues are a major challenge, and decisions based on 
inaccurate or incomplete data can be detrimental to the organization. Another important 
issue is privacy and ethics issues, and it is essential to adhere to legal and regulatory 
constraints when analyzing employee data. Resistance to change is also a common is-
sue — employees may resist adopting new technologies. However, to overcome these 
challenges, an organization must develop a collaborative culture where IT, HR, and lead-
ership align. By doing so, data-driven decision making opens up new opportunities for an 
organization and paves the way for fact-based leadership.

Data analytics is an essential tool for making decisions that have organizational value. 
“Don’t make decisions based on your gut, look at the data” is a principle that builds the 
future of organizations.

In fact, making decisions without data is like walking into a room without electricity. Ana-
lytics is the light bulb that lights up that room - bringing a new perspective, a new direction, 
and new opportunities to the organization.
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The concept of the “Metaverse” has 
become one of the most discussed 
technological advancements in re-
cent years. It refers to a shared, 

immersive, and persistent virtual environ-
ment where people interact through dig-
ital avatars.(Dionisio et al., 2013) In this 
Metaverse concept, it combines Virtual Re-
ality (VR), Augmented Reality (AR), Artifi-
cial Intelligence (AI), and Blockchain. The 
Metaverse is a new transformational plat-
form for communication, managing tasks, 
and human-computer collaboration. By 
today, several prominent industries have 
begun to adopt the Metaverse, including 
gaming and entertainment, education and 
training, retail and marketing, and health-
care, where immersive virtual environ-
ments are used for interaction, learning, 
and service delivery. Similarly, the Human 
Resource (HR) profession is increasingly 
exploring the Metaverse for recruitment, 
training, and employee engagement. (Di-
onisio et al., 2013)

At present, the Metaverse is already in-
fluencing Human Resource Management 
(HRM) practices. As a result, HR practices 
should transition to highly interactive and 
technology-driven experiences.  One of the 
major applications will be in virtual recruit-
ment and onboarding. As an example, HR 
professionals can conduct recruitment pro-
grams within virtual spaces, and Organiza-
tions will allow candidates to interact with 
company representatives and explore the 
digital office. 

The metaverse concept also offers new op-
portunities for training and development. 
Employees can actively participate in im-
mersive experiences that replicate real-life 
work situations, helping them to practice 
decision-making, grow leadership skills, 
and teamwork within a risk-free environ-
ment. As an example, the HR department 
can organize virtual team-building activi-
ties to increase employee engagement and 
connectivity.

THE IMPACT OF METAVERSE ON THE THE IMPACT OF METAVERSE ON THE 
FUTURE OF THE HR PROFESSIONFUTURE OF THE HR PROFESSION
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Performance management is another aspect of transformation. HR managers can eval-
uate employee collaboration, communication, productivity, and decision-making abilities 
using AI-powered analytics within a metaverse environment. Through the metaverse, 
Managers can get more accurate performance assessments, securing employee records, 
payroll data, and contracts, reducing paperwork and increasing transparency. 

The Metaverse is not expected to replace HR professionals entirely. But it will transform 
their roles and new skills. Such as technological literacy, data analysis, and leadership, 
etc. Therefore, HR positions may include jobs like Metaverse HR specialist, Virtual train-
ing designer, and Digital Culture Manager in the future. The adoption of the Metaverse in 
HR Management faces several challenges and limitations. Such as, high implementation 
cost, technological infrastructure requirements, data privacy and cyber security etc. Ad-
ditionally, ethical issues related to employee surveillance, digital fatigue, and the lack of 
clear regulatory frameworks may hinder widespread adoption. These challenges require 
careful strategic planning and policy development before the Metaverse can be fully in-
tegrated into HR practices. (Kim, S., Park, J., and Lee, H. (2021) Augmented Reality for 
Data Visualization in Urban Planning Challenges and Opportunities. Computers, Envi-
ronment and Urban Systems, 88, Article ID 101655. - References - Scientific Research 
Publishing, n.d.)

In conclusion, the metaverse represents the next stage of evolution for the HR profession. 
It combines technology with human interaction to create a more inclusive, engaging, and 
efficient work environment. As organizations continue to explore virtual possibilities, HR 
professionals must adapt to embrace this transformation and ensure that people remain 
at the heart of the digital workplace.
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Artificial Intelligence (AI) is already 
changing the way work is being 
done, especially in recruitment 
and talent management. With the 

growing uptake of AI-powered tools by or-
ganizations, the HR professionals are set 
in a focal point of a significant quandary: 
to leverage the efficiency of AI and main-
tain fairness, transparency, and legal com-
pliance with the ever-changing legal reg-
ulations. Although AI has the potential to 
streamline processes and minimize some 
biases, it also has the potential to reinforce 
or even enhance discrimination unless it is 
handled well. The role of HR in this tricky 
environment has never been more crucial.

The Promise and Pitfalls of AI in HRThe Promise and Pitfalls of AI in HR

AI is a potent tool capable of optimizing 
HR work. Resume screening is automated, 
employee performance can be predicted, 
and interview analysis can be performed by 
the algorithm, which reduces the time and 
resources that are needed to make hiring 
and management decisions. These appli-
cations are able to handle large volumes 
of data in a short period of time, creating 
patterns that could be missed by humans. 

However, the nature of AI systems is such 
that they are influenced by the data they 
are trained on. In cases where training data 
is biased in historical terms, i.e., a gender, 
race, age, or other demonstrated charac-
teristic, AI systems will automatically repro-
duce their bias in the suggestions. As an 
example, it has been proven that AI that is 
primarily trained using the resumes of male 
applicants in the field of technology might 
be biased against female candidates. The 
consequences of such outcomes are sig-
nificant legal and reputational risks for or-
ganizations.

Strategic Interventions for HR Profession-Strategic Interventions for HR Profession-
alsals

In order to implement AI tools successfully 
and avoid bias, the HR professionals are 
recommended to adopt several important 
strategies:

Data Governance and Quality ControlData Governance and Quality Control

HR teams should filter and update training 
data to eliminate biases, ensure diversity, 
and collaborate with AI vendors to promote 
fair, representative algorithms.

A. L. SA. L. S. T. Dilini. T. Dilini
Department of Human Resource Management

Faculty of Management and Finance
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Transparency and Vendor Due DiligenceTransparency and Vendor Due Diligence

HR must thoroughly research AI vendors, 
understanding their algorithms, data sourc-
es, and decision logic to identify potential 
biases early.

Regular Auditing and MonitoringRegular Auditing and Monitoring

Continuous audits of hiring procedures and 
AI systems using statistical and disparate 
impact tests are essential to detect and ad-
dress bias early, preventing discriminatory 
outcomes.

Training and Human OversightTraining and Human Oversight

Human judgment should be enhanced 
and not substituted by AI. The HR mem-
bers and those in charge of hiring must be 
trained intensively on the usage of AI tools 
without being careless of possible biases. 
Knowledge of the operation of the AI sys-
tems and awareness of their limitations will 
help make technology a decision-support 
system and not an undisputed power.

Legal Compliance and Staying CurrentLegal Compliance and Staying Current

The legal environment surrounding AI in 
the workplace is evolving rapidly, requiring 
HR professionals to stay informed about 
new regulations from the EEOC and DOL. 
Traditional legal audits and counsel are es-
sential for ensuring compliance and reduc-
ing the risk of discrimination claims.

Applicant Rights and TransparencyApplicant Rights and Transparency

Organizations using automated decision 
systems must ensure transparency for ap-
plicants. Specifically, when AI is involved 
in initial hiring decisions, applicants should 
receive clear information about the evalua-
tion criteria used and be afforded opportu-
nities to understand and challenge the AI’s 
results.

Contextual Considerations for Sri Lankan Contextual Considerations for Sri Lankan 
OrganizationsOrganizations

Sri Lankan HR professionals face challeng-
es integrating global AI technologies with 
local labor laws and cultural contexts, em-
phasizing the need for proactive internal 
standards due to the lack of AI governance 
regulations.

•	 Modifying AI systems to consider dif-
ferent local education qualifications 
and career progression patterns, 
which may not be the same as the 
Western ones. 

•	 Making sure that AI tools do not un-
intentionally discriminate based on 
factors that are significant in Sri Lan-
ka, such as language proficiency or 
regional backgrounds. 

•	 Collaboration with local industry as-
sociations in sharing responsible AI 
development practices. 

•	 Seeking the opinion of legal special-
ists knowledgeable about Sri Lankan 
labor law to ensure that AI tools do 
not violate any of the existing anti-dis-
crimination protections.
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ConclusionConclusion

The integration of AI in HR practices presents both opportunities and challenges. While 
these technologies can enhance productivity and help reduce certain biases, they also in-
troduce new risks that require careful management. HR should act as a strategic steward, 
ensuring that AI tools promote fair, transparent, and legally compliant workplaces, rath-
er than perpetuating existing inequalities. This responsibility extends beyond technical 
implementation to encompass ethical leadership, prioritizing data quality, transparency, 
regular audits, continuous learning, and human oversight. By doing so, HR professionals 
can safeguard their organizations against potential legal and reputational issues while 
fostering truly inclusive workplaces that honor human dignity and fairness.
The evolving nature of AI necessitates vigilance, adaptability, and a commitment to ethi-
cal considerations in technology adoption within HR, aimed at fostering an efficient, inno-
vative, and fair workplace.
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Dr. Kankanamge Gayan Priyashantha is a Senior Lecturer Grade 1 in the 
Department of Human Resource Management, Faculty of Management and Fi-
nance, University of Ruhuna. He has made outstanding contributions to teach-
ing, research, and academic leadership. His research focuses on Artificial 
Intelligence, e-HRM, metaverse applications, employee engagement, 
and work–family conflict. 

His academic excellence has been recognised through the Vice 
Chancellor’s Award for Most Outstanding Scholar – 2025, Senate 
Honours, multiple Best Paper Awards, and the Young HR Mind 
Award presented by the Chartered Institute of Personnel Management 
(CIPM).
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STAFF ACHIEVEMENTS

THE MOST OUTSTANDING SCHOLAR - 2025THE MOST OUTSTANDING SCHOLAR - 2025
of the University of Ruhuna

INTERNATIONAL PUBLICATION

Building on his distinguished research career, Dr. Priyashantha pub-
lished The Metaverse and Career Development: Applications, Im-
plications and Future Directions through Routledge, an imprint of 
Taylor & Francis. The book explores how metaverse technologies 
are reshaping career development and the future of work, presenting 
practical applications, policy considerations, and ethical implications 
for digital HRM and career management. This international publica-
tion reflects the Department’s growing contribution to global scholar-
ship while enhancing the international reputation of the University of 
Ruhuna.

RESEARCH SOFTWARE INNOVATION
Complementing his research contributions, SLReviewFlow is an innovative software platform 
developed by Dr. Priyashantha, along with Dr. Kushan Liyana Arachchige, to support re-
searchers in conducting systematic literature reviews. 
The platform streamlines key stages of the review 
process, including literature searching, screening, 
data extraction, quality appraisal, and evidence syn-
thesis, within an integrated digital environment. By 
combining research methodology with technology, 
SLReviewFlow promotes efficient, transparent, and 
high-quality evidence-based research, further demon-
strating Dr. Priyashantha’s commitment to research 
innovation, collaboration, and academic excellence.
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STUDENTS ACHIEVEMENTS

Najimudeen Ilmul Hasla graduated with a Bache-
lor of Business Administration (Honours) in Human Re-
source Management from the University of Ruhuna. 
 
In recognition of her outstanding academic performance, she was 
awarded the Deshamanya Dr. Nihal Jinasena Memorial Gold 
Medal, presented to the graduate who obtained the highest Grade 
Point Average (GPA) in the Bachelor of Business Administration 
(Honours) in Human Resource Management degree programme 
and graduated with a First Class or Second Class (Upper Divi-
sion). She also received the MINT HRM Gold Medal, awarded 
to the graduate with a First Class or Second Class (Upper Divi-
sion) who obtained the highest aggregate marks in all subjects 
in the Human Resource Management specialization in the first 
attempt with the proper batch.

Deshamanya Dr. Nihal Jinasena Memorial Gold 
Medal and MINT HRM Gold Medal

Nethmi Perera graduated with a First Class in the Bach-
elor of Business Administration (Honours) in Human Re-
source Management from the University of Ruhuna. 
 
In recognition of her outstanding academic performance, she 
was awarded the Chartered Institute of Personnel Management 
(CIPM) Gold Medal, presented to the graduate who obtained a 
First Class or Second Class (Upper Division) and the highest 
marks in the Human Resource Management course unit (BBA 
12033) in the first attempt with the proper batch. She also re-
ceived the G. Rathnayaka Memorial Gold Medal, awarded to 
the student with a First Class or Second Class (Upper Division) 
who obtained the highest marks in the Principles of Manage-
ment course unit (BBA 11013) in the relevant academic year.

Chartered Institute of Personnel Management 
(CIPM) Gold Medal and G. Rathnayaka Memorial 
Gold Medal
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WORKSHOP ON HEALTH AND SAFETY 
MANAGEMENT

The Department of HRM, University of Ruhuna, in collab-
oration with the Circle of HRM (AcRuHRM), organized 
this specialized practical workshop to enhance the subject 
knowledge of 2000-level HRM specialization undergrad-
uates.

Program Details
•	Date: 5th February 2025
•	Time: 1.00 P.M. - 3.00 P.M.
•	Venue: 2B , Faculty of Management and Finance (FMF)

GARDEN BASE TREE PLANTING 
CHALLENGE

To celebrate the Sinhala and Tamil New Year while 
promoting environmental sustainability, the Circle 
of Human Resource Development (CHRD) of the 
University of Ruhuna organized the “Tree Planting 
Challenge.”

Program Details
•	 Date: Organized during the New Year season
•	 Time: Open Submission
•	 Venue: Home gardens of the participants

OBT 2025 (OUTDOOR BOUND TRAINING)

A specialized outdoor bound training program organized 
by the Circle of Human Resource Development (CHRD) 
of the University of Ruhuna to enhance students’ leader-
ship skills, team spirit, and personality development.

Program Details
•	Date: 30th April 2025.
•	Time: 6.00 a.m. to 9.00 p.m..
•	Venue: Basketball Court, Faculty of Fisheries and 
	  Marine Sciences & Technology, University of Ruhuna.

HRM GALLERY
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POSON PALETTE 2025

“Poson Palette 2025” is an 
inter-faculty art competition 
organized by the Circle of 
Human Resource Development 
(CHRD) of the University of 
Ruhuna to celebrate the spirit 
of Poson while showcasing the 
artistic talents of undergradu-
ates.

Program Details
•	 Closing Date: 19th June 

2025
•	 Venue: University of 

Ruhuna

PULSEHR’25 GUEST LECTURE

The Circle of Human Resource Development (CHRD) 
of the University of Ruhuna organized the “PulseHR’25” 
special guest lecture to update HRM students’ professional 
knowledge and prepare them for the corporate landscape.

Program Details
•	 Date: 18th June 2025
•	 Time: From 1.30 P.M. onwards

•	 Venue: MFLT 04
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FIELD VISIT 2025

Organized by the Department of Human Re-
source Management in collaboration with 
the Circle of Human Resource Development 
(CHRD) of the University of Ruhuna, “Field 
Visit 2025” was a dynamic learning journey designed for undergraduates.

Program Details
•	 Date: 26th June 2025
•	 Venue: Colombo Lotus Tower, Global Sports Lanka Ltd, LISPO Pvt Ltd, and Katunayake Export 

Processing Zone (BOI)

ELEVATORHR 2025 | GUEST LECTURE

A session on Performance Management conducted by 
Mr.Nirosh De Silva, Senior General Manager, Texlan 
Center (Pvt) Ltd, Colombo.

Program Details
•	 Date: 17th July 2025
•	 Time: 10.00 a.m. -1.00 p.m.
•	 Venue: MFLT 06 

INSIGHTX | CAREER GUIDANCE SESSION

A session on Career Guidance was conducted by both 
Ms. Hiruni Perera, General Manager Talent & HR Ser-
vices, INSEE Cement and Ms. Thanu Fernando, Manager 
Talent Acquisition & Training and Development, INSEE 
Cement.

Program Details
•	 Date: 23rd July 2025
•	 Time: From 1.30 P.M. onwards
•	 Venue: MFLT 05 
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ATHWELA CSR PROJECT – 5TH PHASE

The 5th phase of the Athwela CSR Project, conducted by the Circle 
of Human Resource Development of the Department of Human 
Resource Management, University of Ruhuna. The two-month 
initiative supported MR/Sri Medhankara Maha Vidyalaya, Poratho-
ta, Matara, focusing on addressing the school’s limited facilities, 
including a shortage of books and poor classroom conditions.

Program Details
•	 Date: 25th June 2025
•	 Venue: MR/Sri Medhankara Maha Vidyalaya, Porathota, Matara
•	 Beneficiaries: 272 students

LEGACY -  JUNIORS’ WELCOME PROGRAM

The Juniors’ Welcome Program for 2025, organized by the 
Circle of Human Resource Development, aims to welcome 
second-year HRM students to the Department of Human 
Resource Management, Faculty of Management and Finance, 
University of Ruhuna.

Program Details
•	 Date: 22nd October 2025
•	 Time: 1.00 p.m. -4.00 p.m.
•	 Venue: MFLT 05
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CAREER PATH DESIGNING 
WORKSHOP

A special session organized by the Circle of 
Human Resource Development to explore 
possibilities, to identify strengths, and to 
shape the roadmap to dream careers. This 
was held at MFLT 2B of the Faculty of 
Management and Finance. The session was 
conducted by the Department of Manpower 
and Employment, Ministry of Labour, Sri 
Lanka, in collaboration with the  Career 
Guidance Unit of the University of Ruhuna.

Program Details
•	 Date: 18th November 2025
•	 Time: 1.00 p.m. -4.00 p.m.
•	 Venue: MFLT 2B 

HR BEYOND BOARDERS -GUEST LEC-
TURE 2025

A guest lecture organized by the Circle of Human 
Resource Development to gain first-hand insights into 
global HR practices, modern workplace dynamics, and 
the mindset needed to lead across cultures. This was 
held at MFLT 06 of the Faculty of Management and 
Finance. The session was conducted by Mr. Nirosh De 
Silva, Senior General Manager, Texlan Center (Pvt) Ltd, 
Colombo.

Program Details
•	 Date: 19th November 2025
•	 Time: 12.00 p.m. -4.00 p.m.
•	 Venue: MFLT 6
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ANNUAL GENERAL MEETING OD DEPARTMENT OF HUMAN RESOURCE MANAGEMENT

The Department of Human Resource 
Management proudly organized 
the Annual General Meeting, a key 
forum to reflect on the past, celebrate 
achievements, and shape the vision 
for the future of the student circle.

Program Details
•	 Date: 26th November 2025
•	 Time: 11.30 a.m. -12.30 p.m.
•	 Venue: MFLT 6

FIELD VISIT – DISCOVERING 
OPERATIONAL EXCELLENCE

This is more than a visit; it’s an opportunity to witness 
HR in action, bridge the gap between classroom con-
cepts and industry realities, and connect learning with 
leadership. About 70, 2000 level HRM Specializing 
students and lecturers attached to the Department of 
Human Resource Management participated in this.

Program Details
•	 Date: 19th November 2025
•	 The places visited were: 
	 1. MAS Intimates - Unichela (Pvt) Ltd 
	 2. Koggala Export Processing Zone
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YUM YARD – CONVOCATION FOOD STALL 2025

As part of the 32nd Convocation of the University 
of Ruhuna, students from the Department of Human 
Resources Management (HRM) stream successfully or-
ganized and managed a food stall titled “YUM YARD.” 
The initiative was held over three days (December 
10th–12th) and served as a practical platform for stu-
dents to apply management theories in a high-pressure, 
real-world environment. The Head of the Department, 
and the dedicated lecturers whose unwavering support 
made this achievement possible.

Program Details
•	 Date: 10th, 11th and 12th December 2025
•	 Venue: University of Ruhuna

FIELD VISIT 2025 – EXPLORING 
INDUSTRY GIANTS

This is more than a visit; it’s an opportunity to 
witness HR in action, bridge the gap between 
classroom concepts and industry realities, and 
connect learning with leadership. About 110,  
3000 level HRM Specializing students and 
lecturers attached to the Department of Human 
Resource Management participated in this.

Program Details
•	 Date: 30th December 2025
•	 The places visited were:
         1. Hambantota International Port 
         2. Lanwa Sanstha Cement Corporation
         3. District Secretariat – Hambantota
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