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Opting-Out of the Workforce:
A Choice or a Non-Choice?
Maybe it is not even something one has to
choose if work-life balance strategies are done
right. In May this year, The National Family
Council launched the inaugural Family
Day Out with a hope to strengthen family
bonds. Families were treated to free rides on
the Singapore Flyer, Singapore Ducktours,
Hippotours and Rhinotours. Over time, the
Council would lobby for Family Day Out to
be a public holiday. It is a great idea to legislate
such initiative. But will one event strengthen
the concept and importance of family ties?
As a working mother, I face perennial
challenges in balancing work and family
time while managing civic involvement and
activities conducive to a healthy lifestyle.
The act of strengthening family ties demands
more than just regular outings; it comprises a
series of events and daily activities. Managing
household is one; paying attention to your
children's needs is another.
Working mothers undertake professional
and domestic responsibilities. Both command
a certain level of commitment. To balance the
two, you need to be able to compartmentalise
your life, set priorities right, exercise control
and do the balancing act. It is not an easy task.
Drawing up a schedule to the various work
and personal activities is usually unrealistic,
physically tiring and mentally exhausting. Life
is and should be more fluid than that.
With such great challenges, there is no
doubt that many women choose to focus
more on their mothering process by optingout of the workforce. And globally speaking,
the issue of women opting-out is happening in
most parts of the world. Opting-out countries
under the European Union as well as the U.S.,
Australia and Japan are all affected.
Here, the high standard of living has
caused more family units to operate on a
dual-income modus operandi where both
parents have to work. Singaporean men
are now assuming parts of the care-giver

responsibilities, helping their wives to manage
basic domestic issues or childcare needs. As
mothering becomes a shared duty, men too,
see a need to spend more time with their
families. Recently, a study by the American
Sociological Review (ASR) reported that men
too, are complaining that they have not been
spending enough time with their families. Is
this a global phenomenon? And is opting-out
of the workforce the way forward?
The need for work-life balance seems to
be more intense now. Employees are now
looking for more profamily policies. A survey
done by recruitment consultancy Robert
Walters found that having flexible work-life
balance is more important to Singaporeans
than earning high pay. More companies
are beginning to realise the importance of
helping employees better handle the pressures
of their jobs as well as their families.
At Eastman Chemical, employees on
12-hour shifts can enjoy seven off days/rest
days at a stretch every month. Changi General
Hospital staff gets subsidised child care fee in
their in-house childcare centre. As for HDB,
each staff facility has four private cubicles
with comfy armchairs and refrigerators to
accommodate lactating mothers.
Adopting work-life strategies will require
employers to have a mindset change and
to make some alterations to the existing
infrastructure. Recently, the government has
announced plans to enhance its procreation
policy. As HR practitioners, we need to
advocate such change and help employees
satisfy their personal needs to achieve winwin outcomes. Today, employers need to
be forward thinking to attract, develop and
retain talent. HR practitioners need to create
and implement policies or initiatives that go
beyond traditional forms of compensation and
benefits. More importantly, a management
that “walks the talk” and not just “talks the
walk” is what makes the real difference.

I remember my golden career years in the
then Changi International Airport Services
(CIAS). I had a boss in the Managing Director
who in the 1990s “walked the talk” of being
a profamily organisation. In my thirties and
struggling with two young children as well
as having to hold a full-time job and getting
engaged and involved with the affairs of SHRI,
it did not stop me from going for a number 3. It
was my target at the point of tying the nuptial
knot, that I would have more than two kids,
never mind the lack of third child maternity
leave. I had gone through two caesarean births
and weathered a miscarriage, and yet it did
not deter me to have a third kid. Did I need to
be convinced to have more children?
I never had a confinement lady to support
me because I wanted to breastfeed and bond
with the babies. My attitude was simple: If I am
not prepared to give myself to my kids, who
would do it more willingly than I? Did it matter
that my husband need to be awake to change
the nappy just because I was lactating? It never
entered my mind that there must be equal
sharing of responsibilities. It would really be
ideal, but it all depends on the circumstances.
So, I urge career women to first adopt the
mindset of wanting to procreate because you
see childbearing as a joy first and then set it
as a Key Performance Indicator (KPI) for you
to accomplish.
Parenthood will be challenging but it also
comes with a bountiful supply of beautiful
moments and rewarding experiences. With an
open mindset, let us move forward with the
spirit of “I want to” and “I can do it!” And to all
Singaporeans, Happy National Day!

Mdm Ho Geok Choo, MSHRI, SHRP
President, SHRI
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NATURAL SELECTION
Asia is the world’s most ferociously competitive business environment. In this
environment choosing a new member of a management team is a delicate
balancing act – an act on which the future performance of your company depends.
OSL can achieve this balance for you through natural selection.
For more information, please contact
Andrew Li, Business Development Manager
(HR/Finance/Supply Chain)
email: andrew@osl.com.sg

Tan Hock Heng, Senior Consultant
(Sales & Marketing/Management/Engineering)
email: tan_hh@osl.com.sg

ORGANISATION SEARCH PTE LTD
150 Cecil Street, #09-02, Singapore 069543
Tel: 65 6222 2129 Fax: 65 6222 2126
For other enquiries, please email: hunter@osl.com.sg
Website: www.osl.com.sg; www.glasford.com
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Singapore HR Awards 2008

Companies Spur Ahead
with HR Awards!
"The judges believe that
behind the success stories of
businesses, are the traceable,
tireless efforts of the Human
Capital Practitioners.
These unsung heroes of
corporations, are determined
to find the best ways to
enhance their company's
human capital through
effective deployment and
re-skilling of their employees.
Tonight, we recognise the
plethora of contributions
from these human capital
activists. I congratulate all our
winners and nominees."
SHRI President Mdm Ho Geok Choo
on the human asset contribution to
organisations.

T

8

he Gala Night of the Singapore HR Awards belonged to the HR champions of the
night. HR practitioners across the island as well as invited guests thronged the Grand
Copthorne Waterfront Hotel on 4 July in anticipation of the results. Organised by the
Singapore Human Resources Institute (SHRI), the gathering of 613 set a new record
for the largest number of guests at the hotel for a ballroom banquet.
A total of 75 Leading HR Practices and 46 Special Mention Awards were conferred to 34
different organisations, with more than a third being first-time participants. This is a group
that is willing to invest in their employees, and create a good working environment with fair
employment practices.
The role of HR in Singapore’s development and progress was brought to the fore when Guest
of Honour (GOH) Mr Abdullah Tarmugi, Speaker of Parliament, addressed the HR fraternity.
“The complexity and changeability of the new world and our total dependence on
human capital will need HR concepts and practices that go beyond the traditional mainstays
of recruitment and training,” said Mr Tarmugi. He added that the HR professionals would
have to be more market savvy and creative in designing employee’s training and upgrading
programmes. It is time to think and act strategically.

8 humanCapital I AUGUST 2008
GOH Mr Abdullah Tarmugi and SHRI President Mdm Ho Geok Choo (5th and 4th from right) share a proud moment with recipients of the Corporate HR Award.

SHRI President Mdm Ho Geok Choo
was pleased to see the overwhelming
response in the participation rate. “This
indicates that more employers are
beginning to refine their HR policies and
schemes to benefit the current workforce,”
said Mdm Ho. “A fat pay packet alone is no
longer a lucrative deal to attract talents.”
Singapore General Hospital walked
away with the most number of awards,
nine in total. The Ministry of Manpower
and National Parks Board held their
seven awards proudly, as did Singapore
Press Holdings, HSBC, Immigrations
Checkpoint Authority and Singapore
Power who clinched six awards each.
SHRI extends a heartwarming thank
you to all our sponsors, guests, judges, and
companies who have participated in the
Singapore HR Awards.
Watch out for the September issue of
humanCapital Plus for anecdotes of HR
practices from our winners of the Singapore
HR Awards!

Organised by

Sponsors

Partner Sponsor

Platinum Sponsor

Gold Sponsor

Official Publication

Supported by

A toast to our HR Award recipients and supporters

AUGUST 2008 I humanCapital

9

Singapore HR Awards 2008
Congratulations! SHRI salutes our award-winning employers and
individuals for their commitment to be centres of excellence in
human capital development!

Categories

Award Recipients 2008

Categories

Award Recipients 2008

Manpower
Resourcing &
Planning

•
•

Talent Management,
Retention &
Succession Planning

•
•
•
•

Strategic HR

•

•
•

•
•
•
•
•
Performance
Management

•

Learning &
Human Capital
Development

•
•

•

•
•
•
•
•
•
•
•
•
•
•
•
•
•

Public Service Division (Leading)
McDonald’s Restaurants Pte Ltd
(Leading)
Ministry of Manpower (SM)
Singapore Flyer Pte Ltd (SM)
Singapore General Hospital
(Leading)
SingTel (Leading)
IBM (Leading)
KPMG (Leading)
Ministry of Manpower (Leading)
Becton Dickinson Critical Care
Systems Pte Ltd (SM)
KK Women’s and Children’s Hospital
(SM)
Infocomms Development Authority
of Singapore (SM)
Pan Pacific Singapore (Leading)
The Ritz-Carlton, Millenia Singapore
(Leading)
Citibank APCB (Leading)
Infocomms Development Authority
of Singapore (Leading)
United Overseas Bank Ltd (Leading)
NTUC Childcare Co-operative Ltd
(Leading)
Certis Cisco Security Pte Ltd
(Leading)
SingTel (Leading)
IBM (Leading)
HSBC Bank (Leading)
Health Promotion Board (SM)
Immigrations Checkpoint Authority
(SM)
National Parks Board (SM)
Singapore General Hospital (SM)
Singapore Power Ltd (SM)
KPMG (SM)

•
•
•
•
•
Employee
Relations & People
Management

•
•
•
•
•
•
•
•
•
•
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Public Service Division (Leading)
KPMG (Leading)
HSBC Bank (Leading)
McDonald’s Restaurants Pte Ltd
(Leading)
The Ritz-Carlton, Millenia Singapore
(Leading)
Changi General Hospital (SM)
Immigrations Checkpoint Authority (SM)
National Parks Board (SM)
Singapore General Hospital (SM)
McDonald’s Restaurants Pte Ltd
(Leading)
Immigrations Checkpoint Authority
(Leading)
Singapore Power Ltd (Leading)
SingTel (Leading)
KPMG (Leading)
National Parks Board (SM)
Singapore General Hospital (SM)
Singapore Press Holdings Ltd (SM)
Mandarin Oriental Singapore (SM)
The Ritz-Carlton, Millenia Singapore
(SM)

Compensation
& Rewards
Management

•
•
•
•

Cerebos Pacific Ltd (Leading)
Changi General Hospital (SM)
Ministry of Manpower (SM)
HSBC Bank (SM)

E-Human Resource
Management

•
•

National Parks Board (Leading)
Singapore General Hospital
(Leading)
Singapore Power Ltd (SM)
The Ritz-Carlton, Millenia Singapore
(SM)
Citibank APCB (SM)

•
•
•
HR Communications

•
•
•
•
•
•

Singapore Press Holdings Ltd
(Leading)
HSBC Bank (Leading)
Public Service Division (SM)
Singapore Power Ltd (SM)
People’s Association (SM)
KPMG (SM)
Note: SM ~ Special Mention

10

humanCapital I AUGUST 2008

Categories

Award Recipients 2008

Categories

Award Recipients 2008

Quality-Work Life

•

Corporate Social
Responsibility

•
•
•
•
•

•
•
•
•
•
•
•
•
•
Health & Employee
Wellness

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Workplace Safety &
Health

•
•
•
•
•
•

Internationalisation
/Globalisation of
Business

•

KK Women’s and Children’s Hospital
(Leading)
Singapore General Hospital (Leading)
National University Hospital
(Leading)
Republic Polytechnic (Leading)
Public Service Division (Leading)
Singapore Power Ltd (Leading)
Ministry of Manpower (Leading)
People’s Association (Leading)
KH Security Agency Pte Ltd (SM)
SingTel (SM)
Infocomms Development Authority
of Singapore (Leading)
KK Women’s & Children’s Hospital
(Leading)
National University Hospital
(Leading)
National Parks Board (Leading)
Public Service Division (Leading)
Singapore Power Ltd (Leading)
Ministry of Manpower (Leading)
Singapore Press Holdings (Leading)
Becton Dickinson Critical Care
Systems Pte Ltd (Leading)
IBM (Leading)
Immigrations Checkpoint Authority
(SM)
People’s Association (SM)
NTUC Childcare Co-operative Ltd
(SM)
SingTel (SM)
HSBC Bank (SM)
Infosys BPO Ltd (SM)
Singapore Press Holdings Ltd
(Leading)
Pan Pacific Singapore (Leading)
Singapore General Hospital (Leading)
TNT Express Worldwide (S) Pte Ltd
(Leading)
KH Security Agency Pte Ltd (SM)
Neptune Shipmanagement Services
(Pte) Ltd (SM)
Immigrations Checkpoint Authority
(SM)

NEW

Fair Employment
Practices

•
•
•
•
•
•

Leading CEO

•
•
•
•

NEW

Leading HR
Leader

•
•
•

Leading HR
Professional

•
•
•
•
•
•
•

National Parks Board (Leading)
Singapore Press Holdings Ltd (Leading)
Singapore General Hospital (Leading)
IBM (Leading)
McDonald’s Restaurants Pte Ltd
(Leading)
TNT Express Worldwide (S) Pte Ltd (SM)
Alexandra Hospital (Leading)
KK Women’s and Children’s
Hospital (SM)
Changi General Hospital (SM)
Singapore Press Holdings Ltd (SM)
IBM (SM)
Mr Eiji Koike (Cerebos Pacific Ltd)
Mr Eric Tan (Immigrations Checkpoint
Authority)
Mr Guy-Harvey Samuel (HSBC Bank)
Prof Ivy Ng (KK Women’s and
Children’s Hospital)
Ms Amy Tan (Ministry of Manpower)
Ms Anna Fok
(Singapore General Hospital)
Ms Jaclyn Lee (Certis Cisco Security
Pte Ltd)
Ms Ivy Chew (Datacraft (S) Pte Ltd)
Ms Adeline Tan Mui Khuen
(NTUC Childcare Co-operative Ltd)
Ms Valerie Lee (National Parks Board)
Mr Christopher Pragasam
(Ministry of Manpower)
Ms Nandita Gurjar (Infosys BPO Ltd)
Mr Gary Haris
(KH Security Agency Pte Ltd)
Ms Jasmine Lai
(Singapore Flyer Pte Ltd)

Leading HR
Executive

•

Mrs Melinda Chew (Neptune
Shipmanagement Services (Pte) Ltd)

Corporate HR
Award Winners

•
•
•
•
•
•
•
•

HSBC Bank
IBM
McDonald’s Restaurants Pte Ltd
Ministry of Manpower
National Parks Board
Public Service Division
Singapore General Hospital
Singapore Press Holdings Ltd
Note: SM ~ Special Mention
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NEWS@SHRI

Priority conversation:
Transformational Leadership for
Enduring Organisational Success

T

Professor Chatterjee (standing) gets participants thinking beyond textbook leadership.

12
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concrete while continuing to nourish him.
She lost her life, but had left a text message
on her cell phone, telling her baby of her
everlasting love for him.
What X-factor did these individuals
display? What was it in their acts
that tugged our heartstrings? What
transformational acts will people initiate

What kind of leader are you?
High

Influence Over
Change

he latest in the Priority
Conversation
series
by
Singapore Human Resources
Institute and Singapore Workforce
Development Agency took place at Holiday
Inn Park View on 30 May 2008. Ten
tableful of participants were treated to a
relaxing Friday afternoon of anecdotes
from Professor Debashis Chatterjee, all
to drive awareness of transformational
leadership and self-mastery.
Professor Chatterjee is the Dean of
Leadership Centre, S.P. Jain Centre of
Management in Singapore. He began with a
story of a Lexus salesman who, despite losing
an account to Mercedes-Benz, rendered
unconditional assistance to the customer
who had encountered after-sales problems.
More current and closer to home was
his next story. During the 12 May Sichuan
earthquake, a mother became a human
shield to protect her infant from falling

in moments of the unexpected? At this
juncture, Professor Chatterjee strategically
sets participants reflecting on the meaning
of transformation and the role of a leader
in transformation.
Table discussions drew a range of
enthusiastic responses. Some participants
felt transition equates incrementalism, a
commitment to little acts which snowball
into something revolutionary. Others felt
transformation akin to ever-changing
contexts without losing one’s identity;
perhaps even taking charge of the
context and effecting a paradigm shift.
They believe a transformational leader
takes charge, provides vision and directs;
takes risks and empowers others to do
likewise; is pragmatic yet humble and
forgiving, and is thereby able to effectively
evolve the organisation. With each table
leader’s presentation, Professor Chatterjee
illustrated with more real-life stories.
He then summed up the afternoon’s
learning beautifully by screening a
noteworthy segment from the movie
Sister Act – Mother Superior puts Sister
Mary Clarence in the choir; the latter
transforms the choir from dysfunctional

Driver

Transformer

Implementer

Facilitator

Low
Low

Influence Over Others

High

NEWS@SHRI

to remarkable; the choir’s beautiful chorus
goes on to attract neighbourhood youths
to church. Lessons gleaned include:
• A senior leader dares to make painful
decisions.
• A young leader is empowered to
exercise her potential.
• Ordinary people can do extraordinary
things when placed in the right context.
This depends on a leader’s ability to
talent position over talent hunt.
• A leader with high influence over
others is a facilitator. A leader with
high influence over changes is a driver.
Sister Mary Clarence is both, making
her a transformational leader.
• All these culminate in potentially
positive results far beyond what anyone
in the current context can comprehend.

SHRI Executive Director Appointed
to Advisory Committee

It is now up to participants to
implement within their respective
contexts – personal or corporate –
their newfound knowledge of what
transformational leadership entails; and
to push other leaders under them to
become transformational leaders.
Of the session, Mr David Wee,
Founder and CEO of DW Associates
Pte Ltd said, “It’s great to hear
different individuals’ perspectives on
transformational leadership."
Driven by her motto of life-long
learning, Ms Adelaide Chang, Human
Resource Consultant from Apex Leader
& Consultants, came to learn about
transformational leadership principles
and practices. She was impressed by
Professor Chatterjee’s refreshing analysis
through team participation, practical
use of examples and illustration through
audio-visual presentations.

Compulsory Electronic Tax-Filing for
Firms with more than 100 employees

S

HRI Executive Director Mr David Ang
has been appointed to serve as an advisory
member to the Temasek Humanities
& Social Sciences School Advisory
Committee for the term 1 July 2008 – 31 May 2010.
“I look forward to help enhance Temasek
Polytechnic’s links with public and private
sector organisations,” said Mr Ang. He will also
assist in advising the School on its curriculum
development and training needs.
The role of the School Advisory Committee is
to serve as a communication and liaison between
the School and the relevant industry, and provide
advice on matters such as the training curriculum
and the needs of the industry.

T

he Singapore Human Resources Institute will be working with the
Inland Revenue Authority of Singapore (IRAS) to ensure the smooth
implementation of the recently announced Auto-Inclusion Scheme (AIS).
From 2009 onwards, all employers with 100 or more employees will
be required to participate in the AIS scheme, to send in their employees’ income
information to the IRAS electronically during the tax-filing period. The information
is then pre-filled on the employees’ electronic tax returns, and included in their
income tax assessments.
With the AIS, employers no longer need to prepare paper copies of the
statements for each of their employees. Employees whose employers are in the AIS
would also find it easy and convenient to file their tax returns as the employment
income information is already provided to IRAS directly by their employers. They
only need to log in to myTax Portal to check the information on their electronic tax
returns when they e-File. They can also potentially benefit from No-Filing Service
(NFS) in subsequent years if there are no changes to their tax relief items.
For employers with fewer than 100 employees, IRAS will include them from
2010 onwards.

AUGUST 2008 I humanCapital

13

NEWS@SHRI

One-off inflation bonus on the cards?

A prime opportunity to interact with MOM officers and Unionists.

T

he question is how much
can your company afford?
How many have plans to
implement? A few raised their
hands. Someone asked what is the public
sector's inflation bonus payout?
“We have a mid-year payout of half a
month’s salary. Hence it is half a month
plus $100 for Division One, half month
plus $250 for Division Two and above,
half month plus $300 for Divison 3 and
Division 4, the last two being the category
of lower wage workers,” said Mr Ong
Yen Her, Divisional Director, Ministry of
Manpower (MOM).
The SHRI Tripartite Conversation on
27 June saw more than 50 human resource
practitioners, executives and managers
turn up for a presentation and discussion
on the National Wage Council (NWC)
Guidelines for 2008/2009.
Ms Ng Hwei Min, NWC Secretary and
Deputy Director of Quality Workplaces
Promotions, MOM, presented the

14
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recommendations of the NWC which
was summed up in seven thrusts:
• Push for Productivity Improvement
•

Grant Sustainable Wage Increase
Commensurate with Performance
& Prospects

•

One-off Special Payment for Rankand-File Workers

•

Enhancing Employability of Older
Workers

•

Enhancing Efforts to Help Low Wage,
Contract and Informal Workers

•

Enhancing Wage Flexibility

•

Monitoring the Situation

Of
note,
Singapore’s
labour
productivity growth declined from 1.5%
in 2006 to -0.9% in 2007. This was partly
due to the record employment gains in
2007. A key principle adopted by NWC
is that the built-in wage increases should
lag productivity growth over the longer
term, so that the wage increases would

be sustainable while maintaining cost
competitiveness. In 2007, the growth in
real basic wages outpaced productivity
for the second consecutive year.
However, taken over a 5-year or longer
period the productivity growth still
exceeded growth in real basic wages.
The discussion panel comprised
Mr Ong and Ms Ng as well as SHRI
Executive Director Mr David Ang,
Deputy Executive Secretary of Building
Construction & Timber Industries Union
(BATU) Ms Jennie Yeo, MOM Divisional
Director Mr Toh Hong Seng, and
Managing Consultant of Remuneration
Data Specialists Pte Ltd, Mr Peter Lee.
Ms Ng pointed out the importance of
two handouts distributed to participants.
“Although 2012 may seem a long time
away, now is the time to think of how
the re-employment of older workers
legislation will impact your company,”
she said.
The other was a Tripartite Advisory
on Responsible Outsourcing Practices.
“As a buyer of services, you can help make
sure the workers get their employment
benefits, that you encourage your supplier
to retain experienced personnel.”
Some of the questions posed to
the panel included the lowering of the
worker levy to help cut business costs.
Mr Ong stressed that the lowering
of the levy was not the solution as it
would mean that locals would suffer the
consequences. Other queries included
ways to address the labour crunch
expected when the Integrated Resorts
come onstream. Mr Ong suggested
an assessment be made to identify the
good workers, and provide them well in
terms of salary and benefits.

NEWS@SHRI

Motorola Employees Eye
Postgraduate HR Qualifications

S

ince November 2007, the
employees from Motorola
(China) Electronics Ltd
have been attending classes
three days a week, despite their
busy work schedules. With just
two more modules to go, they are
looking forward to receiving their
Graduate Diploma in Human Capital
Management (GDipHCM) soon.
The GDipHCM equips human
resource (HR) professionals with
the necessary techniques for the

professional discharge of their daily
responsibilities. It is ideal for those
responsible for operational and
intra-departmental manpower and
people matters. The curriculum is
practical-oriented in focus, and
brings them to the forefront of
topical, regional and international
human resource issues.
There are seven modules altogether,
addressing HR areas such as reward
management, organisational behaviour
and talent management.

Mr Nelson Lee (first row, fourth from left) imparts the ins and
outs of HR Management and HR Development to the class.

The class explores strategic and change management
issues with Professor Sattar Bawany (second row centre
in business suit).

Ready Software develops innovative and user friendly software for small, medium and large companies.

10 Science Park Road, #03-01 The Alpha (Lobby A)
Singapore Science Park 2, Singapore 117684

READY PAY

payroll system saves you time and ensures that payroll is processed
accurately and promptly. Very user-friendly and flexible with customisable
formulas, reports and screen. Very comprehensive and provides for all
statutory requirements. Good security with audit trial.

READY STAFF

human resource system is an ideal tool for HR professionals to keep
better employee information for management analysis and automate HR
administration. It comes with powerful query and reporting.

READY EMAIL

email password secured pay slips and IRAS forms to employees. Totally
secured and totally paperless. Therefore save both time and cost of
distribution and stationery.

READY epay Advice

employee self-service online login via web or LAN with user ID and
password to access pay slips and annual IRAS forms. Totally secured and
totally paperless. Save time and pay slip cost.

READY LEAVE

online leave application and approval system. Computes employee
leave entitlements. It comes with employee self-service for leave
enquiry and changes in employee personal details.

READY CLAIM

online expense claims or reimbursement and approval system.
Automatically computes benefits entitlement. Caps employee
maximum claims, such as medicals, hospitalization.

READY TIMESHEET

tracks employees’ work hours via either time clocks or online
employee timesheet submission. Tracks absenteeism, lateness,
overtime and allocate to multiple cost centres or projects.

READY ASSET

tracks fixed asset cost, depreciation, capital allowance and profit
and loss on disposals. Provides all management, accounting and
audit reports. Option to track assets using barcode scanners.

To find out more, please contact Ready Software at 6872 3287 or email to sales@ready-software.com for an invitation to our software seminars.
Or register online at our website: www.ready-software.com
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Bhutan: Finance Ministry Prepares
for Next Phase

ight government officials from
the Ministry of Finance (MOF),
Royal Government of Bhutan,
attended two courses at the
Singapore Human Resources Institute
(SHRI) in June this year with a focus on
Singapore’s Effective Budgetary Practices,
and Performance Management System.

“Singapore has progressed steadily
from line-item budgeting to MediumTerm Expenditure Framework (MTEF)
budgeting,
yet
without
totally
disregarding the old system,” said
Mr Jigme Dorji, Senior Budget Officer,
MOF. Unlike the budget, which is on an
annual basis, the MTEF is a medium-

term plan that extends over 3 to 5 years.
Budgets formulated in the context of a
medium-term plan are more likely to take
account of on-going resource availability
and policy commitments.
Mr Sharma Tara Nodhi, Senior Budget
Officer, shared that in the Asian region,
Singapore is one of the countries that
have been using the resource-based or
performance-based management systems,
hence the choice of the island republic
for training in this area. It is the group’s
intention to return to Bhutan to implement
some of the characteristics of Singapore's
budgetary system.
Mr Dorji added that although
Singapore and Bhutan are two countries
at different levels of development, there is
still a possibility to share and adapt best
practices. The group hopes that future
courses would be able to include a more
realistic look at Singapore’s financial
formats and allocation of resources (sans
the dollar figures), and an opportunity to
interact with their fellow counterparts at
Singapore's Ministry of Finance.

Bringing HR
Accreditation
Knowledge to
Thailand

Mr Siriwan Siriaraya, consultant of
the Thailand Innovative Administration
Consultancy Institute, led the team
down to Singapore to understand
the human resource management
practices in Singapore. Part of their
learning visit was to understand the HR
Accreditation process in Singapore and its
future trends.
The delegates fielded several questions
during the SHRI presentation, of note was
the challenge of measuring competency.
Mr Ang pointed out that the process of
allowing the employer to assess employee
competency levels, and the employee

assessing oneself, will help uncover any
differing views between the employer
and employee. This assessment would
bring them both closer to understanding
the employee’s competency level and
implementing
learning
intervention
programmes where necessary.
Other areas that were of interest were
SHRI’s academic programmes, scope of
curriculum, arrangement of trainers and
training hours. The delegates expressed
their appreciation to SHRI for conducting
this useful sharing as they had gained
some insights for further discussions and
applications back home.

Bhutan officials learn about resource-based budgeting, and how dollars are allocated to spending ministries and agencies.

E

A

ddressing a group of
government officials from
the Civil Service Commission
of Thailand, SHRI Executive
Director Mr David Ang shared with
them the activities of SHRI and the HR
Accreditation framework on 3rd July 2008.
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Enhance Organisation Development with
E-Training Management System

H

RiQ e-Training Management System provides a
structured web-enabled framework for training
administrators to define competency criteria relating
to job descriptions, manage learning needs, and plan
for employees and leaders to attain the desired competency.
The system allows definition and setting up of Job Grade for
employees, and the desired levels of competencies required for
the Job Grade.
Each competency is then mapped to the relevant training courses
that are required to attain the desired level of competency.
The Job Grade and its competency matrix maps the training
courses required and the performance appraisal assessed against
each level of competency for the job.
E-Training Management evaluates the training needs
of each employee based on the assigned Job Grade and

the required competency levels, providing costing including
subsidies, on the required training by job grades, business units
and individual levels.
Employees and their managers can assess the learning needs of
each employee online to agree on a learning plan that will focus on
the defined competencies required for the Job Grade.
Based on the Learning Plan, required and available courses are
posted online for the employee to apply based on time and resource
availability to facilitate tracking, recording, and administration of the
approved course.
HRiQ e-Training system further tracks feedback by employees
and post course evaluation of employees who have attended
training courses to ensure follow-up assessment of the course,
achievement of course objectives in relation to desired competency
and improvement in work as assessed by supervisors.
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ANALYSTS: LESS
CHEERY OUTLOOK
FOR 2008

The 21 forecasters polled have further
trimmed their full-year 2008 GDP growth
projection to an average 5.5 - a downgrade
from the 6.3 per cent projection in
December last year and 5.6 per cent in
March this year. And the downgrade came
despite GDP growth of 6.7 per cent in the
first three months of this year - higher than
the forecasters’ 5.7 per cent number.
The Ministry of Trade and Industry
(MTI) is maintaining the official fullyear growth forecast of 4-6 per cent for
the economy. MTI last month raised
its projection for 2008 consumer price
inflation by half a point to 5-6 per cent,
following a spike in the rate to 7.5 per cent
in April - a 26-year high.
As for employment, the June survey
shows forecasters tipping a jobless rate of
2.2 per cent for 2008, up slightly from the 2
per cent they projected in March.
Figures released by the Ministry
of Manpower indicate that the
unemployment rate rose from a seasonally
adjusted 1.7 per cent in December 2007
to 2 per cent in March - and the outlook
ahead is uncertain.
Workplace and People

F

orecasters in the latest poll by
Singapore’s central bank have
adjusted their second-quarter
growth forecasts for the economy
to an average of 4.7 per cent, up from their
earlier projection of 4.4 per cent.
But the outlook is less cheery for
the full year as the economy crosses the
halfway mark of 2008, according to the
June survey of economists and analysts by
the Monetary Authority of Singapore.
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Leaders not
impressed with
development
efforts  

S

ingapore executives do not think
very highly of the quality of
business leadership here, nor do
they see good opportunities or
efforts to groom leaders. The executives

Evaluating Leaders

Source: Global Leadership Forecast 2008/2009,
Singapore Highlights

- who themselves have some leadership
roles at junior, middle and senior
management levels - were polled by
talent management firm Development
Dimensions International (DDI) for its
biennial global leadership study.  
About 28 per cent of 330 Singapore
executives in a poll rated their leaders
‘very good’ or ‘excellent’, compared with
37 per cent in a global sample of more than
12,200 executives from 76 countries.   
On the other hand, almost a quarter
(24 per cent) of Singapore executives
rated leaders in their organisations ‘fair’
or ‘poor’, compared with 21 per cent in
the global sample.  
But human resource executives in
Singapore seem highly confident of
leaders here - more so than the leaders
themselves, apparently. Almost half of
those polled were confident of their
leaders’ ability to steer the organisation to
success, compared with just 35 per cent of
HR people globally.   
Singapore executives overall are not
impressed by leadership development
efforts here. Only 38 per cent are

newsw

tch

local

Workplace and People

satisfied with what their organisations
offer in the way of grooming leaders
- which is not too far off the global
finding of 41 per cent. And there’s no
strong endorsement from the HR folks
either: Only 27 per cent of HR people
here rated the quality of leadership
development efforts as high.  
According to DDI, one reason for the
negative view of leadership grooming
efforts here is the large proportion of
multinational companies and leaders with
more complex regional responsibilities
and assignments. Half of the Singapore
leaders
identified
themselves
as
multinational leaders who work on
projects, assignments or business units

that require a great deal of collaboration
with associates in multiple countries.
Unfortunately, nearly two-thirds of the
Singapore multinational leaders described
their preparation for their assignments as
fair or poor.
While Singapore organisations are
mindful of the need to develop leadership
- and align it with business priorities
and communicate the importance of
doing so - support and actual execution
of the training programmes are poor.
In any case, much of the leadership
development efforts are focused on socalled ‘high potential’ staff, with less
thought put into grooming other leaders
in the rank and file.
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BOSSES LEAST
CONCERNED ABOUT
BRAIN DRAIN

The finance, insurance and real estate
and transport and utilities sectors polled
the biggest number of employers troubled
by the issue - one in three.

COST OF LIVING
UP FOR EXPATS

E

mployers here, while aggressively
attracting foreign talent, are not
losing much sleep over a brain
drain from the island, according
to a poll by US-based employment services
firm Manpower.
The global poll of 28,000 employers
shows Singapore bosses are among the
‘least concerned about national talent
leaving to work abroad’.
Of 563 employers polled in Singapore,
only one in five ‘expressed concern about
the potential negative impact on the labour
market from talent leaving the country to
work abroad’.
The apathy is especially evident among
employers in the public administration
and education sector, where only 6 per
cent of those polled expressed concern
about losing local talent.
In the services industry, only 12 per
cent of bosses were worried.
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Within Asia, Singapore actually fell
from the ninth spot six months ago to the
13th spot, partly because the cost of living
in some Japanese cities had risen rapidly
due to the stronger yen.
The purchasing power of expats living
in Singapore has been dented by higher
costs such as rents, fuel and food, as well as
a stronger Singdollar.
According to ECA’s data, the cost of fuel
rose by more than 13 per cent in the last
six months, while the price of foodstuffs
such as egg noodles soared by almost 15
per cent. Inflation in Singapore is now at a
26-year high, after accelerating at a fasterthan-expected rate of 7.5 per cent in April.
This prompted the Government to raise its
inflation forecast to between 5 per cent and
6 per cent, up from the 4.5 per cent to 5.5
per cent range.

20 MOST EXPENSIVE CITIES IN ASIA
		Global
Rank
Rank
March
March
Location
2008
2008

S

ingapore has become a more
expensive place for expatriates
to live, but it is still cheaper than
Hong Kong, even though the gap
is closing with its long-time rival.
The Republic jumped 17 places to land
at the 114th spot in a global survey of the
costliest cities for expatriates, because of
higher inflation and a stronger Singdollar
in the past year.
Singapore closed the gap with pricier
cities such as Hong Kong, which fell in
the rankings to the 97th spot, in the survey
conducted by human resources firm ECA
International.

Tokyo
Yokohama
Seoul
Nagoya
Kobe
Busan
Ulsan
Yuzhno-Sakhalinsk
Hong Kong
Beijing
Taipei
Shanghai
Singapore
Kaohsiung
Guangzhou
Shenzhen
Shenyang
Qingdao
Tianjin
Dalian

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20

13
15
18
20
29
43
50
72
97
103
109
110
114
123
141
146
154
155
157
160

newsw

tch

local

SURVEY

SINGAPORE
RANKS LOW FOR
LIVEABILITY

I

n the MasterCard Worldwide
Centres of Commerce Index
ranking of the most influential
commercial centres around the
world, Singapore was ranked fourth
globally, after London, New York and
Tokyo. The Republic moved up two places
from last year, and has leapfrogged rival
Hong Kong, which fell from fifth to sixth.
As was the case last year, the top three
places in the study went to London, New
York and Tokyo, in that order.

In this survey by Mastercard Worldwide,
the ranking of 75 cities is drawn up by a
panel of academics and other experts.
The six criteria used in the ranking are:
ease of doing business; economic stability
and the legal/political frame; volume and
connectivity of financial flow; reputation
as a business centre; knowledge creation
and information flow, and liveability.
Singapore beat London, New York and
Tokyo in terms of the ease of doing business.
In last year’s inaugural ranking, Singapore
came in fourth in this area, which covers a
range of factors, including quality of life,
investor protection, health and safety, and
corporate tax levels.
Singapore was also top in the AsiaPacific for two of the other six criteria used
in the ranking: economic stability and the

legal/political framework.
One of Singapore’s biggest challenges
appears to be its place in the bottom half
of the 75 cities in terms of liveability.
While Vancouver in Canada emerged as
the world’s most liveable city, Singapore
ranked 40th - or fifth in the Asia-Pacific.
MasterCard said a relative lack of personal
freedom dragged its score down.
Mr Manu Bhaskaran, the head of economic
research at the Centennial Group and one of
the eight members of the Worldwide Centres
of Commerce research panel, said that given
time, Singapore could overtake Tokyo as the
top Asian centre of commerce. He said Tokyo
has not opened up the way the US, Europe,
Dubai and Singapore have. Singapore’s
absolute score of 66.16 points was not far
behind that of Tokyo (66.6).
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WAGES UP 5.9% IN 2007;
BIGGEST JUMP IN 7 YEARS

W

TRAIN
MORE
IN LESS
TIME.
Educate your global workforce—faster.
Now you can deliver training to more
employees, more effectively, and more
often. Plus eliminate time, travel, and
expense involved with in-person training.
Use WebEx Training Center to:
• Accelerate product and service rollouts.
• Reduce travel costs for employee training.
• Keep employees better informed—easily.
Make it happen today. Go to:
http://solution.webex.com.sg

© 2008 WebEx Communications, Inc. All rights reserved. WebEx and the WebEx logo are
registered trademarks of WebEx Communications, Inc.

age growth soared to a seven-year high last year,
hitting 5.9 per cent and well ahead of 2006’s 4.5
per cent, according to a Ministry of Manpower
(MOM) report released on 30 June 08.
The jump was due to hikes in both basic wages, which rose 4.3
per cent, and bonuses, which increased to 2.36 months from 2.18
months in 2006.
Basic wage growth made up 3.6 percentage points of the
overall increase of 5.9 per cent, and the bonus hike made up the
remainder. After adjusting for inflation, real total wage and real
basic wage increased 3.8 per cent and 2.2 per cent respectively.
Meanwhile, labour productivity dipped by 0.9 per cent,
following slow growth in the preceding two years. But taken over
a longer period of five years, productivity has kept up with wage
gain, the ministry said in its Report on Wages in Singapore, 2007.
MOM also noted that wages tended to rise with age, especially
for occupations at the higher end.
“The pace of wage increase with age was more pronounced
with the managerial and professional groups,” it said. “The link
between age and earnings was less obvious for the lower skilled
and blue-collar occupations. Their wages rose slightly with age
and peaked early in their thirties. Thereafter, advancing age
appeared to work against them as wages typically declined, given
the ‘physical’ nature of their jobs.”
Managers pulled in the highest median gross monthly wages
at $6,101, as at June last year. Next came professionals, at $4,030;
associate professionals and technicians, at $2,789; clerical staff, at
$1,932; and sales and service workers, at $1,851.
Among blue-collar occupations, production craftsmen grossed
$2,110 and plant and machine operators, $1,780. The lowest paid
were cleaners, labourers and related workers, at $968.
In terms of wage restructuring, as at December last year, 84 per
cent of the workforce in the private sector was under some form of
flexible wage system. The more common wage recommendation
adopted by the private sector was having a narrow maximumminimum salary ratio, followed by linking variable bonus to key
performance indicators.
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TALENT DRAIN
STRUGGLE IN
MALAYSIA

Malaysian engineers and technical
workers
are
increasingly
finding
opportunities in Singapore, China, and
the Middle East. They are known for their
strong professional qualifications and
multilingual abilities (English, Tamil, and
several Chinese dialects are all common in
Malaysia, in addition to the official Bahasa
Malaysia).
The Malaysian government is aware of
the “brain drain” problem and is encouraging
both local and foreign companies in
Malaysia to focus on retention strategies
that will keep talent in country and attract
overseas Malaysians to return. Companies
should expect continued upward pressure
on salaries and increased demands from
employees for more sophisticated benefit
programmes.

W

age surveys conducted
in early 2008 show
that salaries for skilled
workers in Malaysia
are continuing to rise rapidly. This has
been caused by increased competition for
skilled local candidates, many of whom
have begun looking overseas for better
opportunities. Foreign companies hiring in
Malaysia note particularly heavy shortages
of technical and IT talent.
Despite GDP growth averaging more
than 6% annually over the past 5 years,
experts note that Malaysia’s human capital
infrastructure has remained stagnant.
Many companies have not been providing
the salary increases or structured bonus
systems demanded by their employees.
Young Malaysian professionals now expect
clearer career progression plans and more
flexible benefits than past generations.

KOREAN
GRADUATES SEEK
JOBS ABROAD

A

recent survey conducted
by JobKorea, the largest
online recruitment website
in South Korea, showed
that nearly 95% of recent graduates from
Korean universities cited a willingness to

work overseas. More than 25% said that
they had actively researched such job
opportunities.
Many recent Korean graduates hope
to use their foreign language skills in the
workplace. Nearly one third of respondents
listed the US as the top choice among
foreign employment destinations, while
others chose locations such as Japan, the
EU, or Canada. Many young job seekers in
Korea believe that they will develop better
professional skills and experience more
diverse working environments by working
abroad after college.
It has traditionally been difficult for
young graduates to find employment
opportunities at Korea’s top conglomerates,
since these companies tend to hire
predominately from the country’s top three
universities (Seoul National University,
Korea University, and Yonsei University).
A recent study by Korea’s Labour
Ministry shows that while nearly 40% of
engineering graduates found jobs at large
companies in Korea last year, less than 25%
of graduates in other disciplines found
similar opportunities. The overall average
monthly salary for college graduates who
find jobs in Korea is around 1.78 million
won (about US$1,750).
The scarcity of opportunities at domestic
companies for Korean graduates can have
positive results for foreign companies in
Korea. Many Koreans who desire to use their
English language skills and learn Western
management style are good candidates to
work for multinational companies in Korea.
Chances to work with an international team,
make business trips abroad, and possibly
work abroad in the future will attract
many students who may otherwise pursue
opportunities overseas.
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Companies Lean Towards
Selective Outsourcing
Approach

E

mployers
continue
to take a selective
approach to outsourcing
their HR technology
and functions rather than relying
exclusively on a single provider,
according to Watson Wyatt, a
leading global consulting firm.
“Over the last few years, we’ve
continued to see tremendous growth
in selective outsourcing,” said Richard Hubbard, director of Watson
Wyatt’s U.S. technology and administration solutions practice.
“The economic strains some companies are facing will only add to
the reasons to choose selective outsourcing. Selective outsourcing
provides employers a lot of flexibility and helps them keep their
options open.”
Watson Wyatt’s 2007 HR Technology Trends survey of
182 U.S. companies found that many companies expect to do
more outsourcing in the future, in areas such as health and
welfare programmes.
However, few companies (21 per cent) automatically look to
outsource programmes. The majority of companies (63 per cent)
turn to their internal or enterprise resource planning systems first
to deliver HR services.
The independent technology research firm CedarCrestone has
also found growth in selective outsourcing. In its 2007/2008 HR
Systems Survey, 10th Annual Edition, the firm found that selective
outsourcing is preferred to total business process outsourcing in
most HR categories. In the study, the firm forecasts that selective
outsourcing will continue to grow in 2008, particularly as small
and medium-sized organisations adopt the strategy.
“Selective outsourcing is growing so popular because it can be
tailored to meet an organisation’s exact needs,” Hubbard said. “For
most organisations, this means outsourcing routine, transactionoriented processes while refocusing the HR department on
strategic planning. Many companies report that selective
outsourcing best meets their needs for access to leading-edge
technologies, while improving employee experience and service
levels. The key to successful outsourcing is finding the solutions
that fit the organisation’s needs and culture.”
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The inaugural Singapore Human Capital Summit is a confluence of global and regional business leaders and human capital thought leaders to discuss
latest trends, ideas and practices in managing and developing human capital in the Asian context. At the Summit, researchers will present their latest
findings on people trends in Asia; leading academics in human capital will share their thoughts on leadership development and talent management; and
CEOs and practitioners will share insights, experiences and best practices.
Organised by the Ministry of Manpower and Singapore Workforce Development Agency, this premier event is the first of
its kind in Asia. The Summit provides a platform for the regional HR community to focus on leading human capital strategies
as a competitive advantage for their companies.
For details and registration, visit www.singaporehcsummit.com or email secretariat@singaporehcsummit.com.
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Estee Lauder Cosmetics Pte Ltd
Europhia LLP
Ewing Communications Pte Ltd
Florentine Executive Recruiters Pte Ltd
Fonterra Brands (Asia Holdings) Pte. Ltd.
Freehills
Fuji Xerox Singapore Pte Ltd
G3 Worldwide ASPAC Pte Ltd
Geokinetics Singapore Pte Ltd
Glenn Defence Marine (Asia) Pte Ltd
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GMP Recruitment Services (S) Pte Ltd
Goodrich Control Systems Pte Ltd
Hamilton Sundstrand Pacific Aerospace Pte Ltd
Hill & Associates Risk Consulting (S) Pte Ltd
Hydrochem (S) Pte Ltd
iFAST Financial Pte Ltd
Imperial Tobacco (Asia) Pte Ltd
Infosys BPO Ltd
Inland Revenue Authority of Singapore
Institute of Technical Education
Unigroup Worldwide UTS
International Survey Research (AMEA) Pte Ltd
Interplex Singapore Pte Ltd
IPP Worldwide Pte Ltd
IQDynamics Pte Ltd
Jason Electronics Pte Ltd
Jobs DB Singapore Pte Ltd
JobsFactory Pte Ltd
JobStreet.com Pte Ltd
Jurong Port Pte Ltd
Kelly Services (Singapore) Pte Ltd
Kingsforce Management Services Pte Ltd
KK Women’s & Children’s Hospital
KLA-Tencor (S) Pte Ltd
Kong Meng San Phor Kark See Monastery
Korn / Ferry International Pte Ltd
Leadership Management Singapore Pte Ltd
LEGO Company
LeisureQuest Pte Ltd
Levi Strauss Asia Pacific Division Pte Ltd
LEXIS-NEXIS Asia Pacific
Lilly-NUS Centre For Clinical Pharmacology Pte Ltd
Linair Technologies Ltd
Macsimize Pte Ltd
Manpower Staffing Services (Singapore) Pte Ltd
Maritime & Port Authority of Singapore
Mass Power Services Pte Ltd
McDonald’s Restaurants Pte Ltd
Menicon Singapore Pte Ltd
MHE-Demag (S) Pte Ltd
Michael James Consulting Pte Ltd
Michael Page International Pte Ltd
Ministry of Education
Ministry of Health
Ministry of Home Affairs
Ministry of Manpower
Nalco Pacific Pte Ltd
Nanyang Polytechnic
Nanyang Technological University
National Environment Agency
National Parks Board
National University Hospital
National University of Singapore
NCS Pte Ltd
Nike Singapore Pte ltd
Nomura Asset Management Singapore Limited
NTUC CertCentral Pte Ltd
NTUC Childcare Co-operative Ltd
NTUC Fairprice Cooperative Ltd
Nucleus Software Solutions Pte Ltd
Nuvista Technologies Pte Ltd
OCBC Bank
Olam International Limited
Omni Industries Holdings Pte Ltd
Palm Singapore Pte Ltd
Pan Pacific Singapore
Pan Resources Pte Ltd
Panasonic Factory Solutions Singapore Pte Ltd
Panasonic Shikoku Electronics Singapore Pte Ltd

Parkroyal Hospitality Management Pte Ltd
Parkway Group Healthcare Pte Ltd
Pasona (Singapore) Pte. Ltd.
Personnel & Organization Development (Pte) Ltd
Polaris Software Lab Pte Ltd
PowerSeraya Ltd
PSA International Pte Ltd
PSD Group
Public Utilities Board
Qimonda Asia Pacific Pte Ltd
Quest OntheFrontier
Reed Exhibitions Pte Ltd
Republic Polytechnic
Rockwell Automation Southeast Asia Pte Ltd
Ross Recruitment (S) Pte Ltd
Rotary Engineering Limited
Sabic Asia Pacific Pte Ltd
SAF Warrant Officers and Specialists Club
Safra National Service Association
Saipem Singapore Pte Ltd
Sanford Rose Associates Singapore Pte Ltd
Santa Fe Relocation Services (S) Pte Ltd
Sato International Pte Ltd
Schneider Electric South East Asia (HQ) Pte Ltd
SearchWorks Pte Ltd
Sheffield Employment Agency Pte Ltd
Shell Eastern Petroleum Pte Ltd
Singapore Airlines Limited
Singapore Armed Forces
Singapore Department of Statistics
Singapore Discovery Centre Ltd
Singapore Exchange Limited
Singapore General Hospital
Singapore International Foundation
Singapore Management University
Singapore Meritus International Hotels Pte Ltd
Singapore National Eye Centre Pte Ltd
Singapore Police Force
Singapore Polytechnic
Singapore Pools (Pte) Ltd
Singapore Power Ltd
Singapore Press Holdings Ltd
Singapore Prison Services
Singapore Technologies Engineering Ltd
Singapore Telecommunications Limited
Singapura Finance Ltd
SIRVA Relocation
SMRT Corporation Ltd
Spring Singapore
SSH Corporation Ltd
Stahl Asia Pte Ltd
Standard Merchant Bank (Asia) Limited
Starbucks Coffee Pte Ltd
Starvision Information Technology Pte Ltd
State Street Bank & Trust Company
State Street Global Advisors Singapore Ltd
StepStone Solutions Singapore Pte Ltd
Straits Construction Co. (Pte) Ltd
Stryker Singapore Private Lmited
Sumitomo Chemical Asia Pte Ltd
Sumitomo Mitsui Banking Corporation
Surveys@work
Taiyo Yuden (S) Pte Ltd
Talent2 Singapore Pte Ltd
TATA Consultancy Services Asia
TBC HR Consulting (S) Pte Ltd
The Great Eastern Life Assurance Co Ltd
The HongKong & Shanghai Banking Corporation Limited
The Learning Emporium

& Members of SHRI
The Northern Trust Company
The Ritz-Carlton, Millenia Singapore
The Salvation Army
TMP Worldwide (S) Advertising Pte Ltd
Training Edge International Pte Ltd
UBS AG
United Overseas Bank Ltd

Vickers Systems Asia Pacific Pte Ltd.
Vigor Precision Engineering Pte Ltd
Vishay Intertechnology Asia Pte Ltd
Vision Manpower Pte Ltd
W.L. Gore & Associates (Pacific) Pte Ltd
Walton International Group (S) Pte Ltd
Watson Wyatt Singapore Pte Ltd

(as of June 2008)

WebEx (China) Software Co., Ltd
Woh Hup (Private) Limited
Xiang Yao Ji Food Holdings Pte Ltd
Yamazaki Mazak Singapore Pte Ltd
Yellow Edge (Singapore) Pte Ltd
Yum! Restaurants Asia Pte Ltd

Be an SHRI Corporate Friend today and enjoy exclusive benefits!
For more information, please call Julia Chua at 6438 0012 ext. 51 or email: julia@shri.org.sg

HR Accreditation - MAY 2008
HUMAN RESOURCE ASSOCIATE		

HUMAN RESOURCE PROFESSIONAL

Li Bing, Senior HR Specialist, Shanghai Semconix Electronic Co.Ltd
Lim Ing Hui, HR Section Manager, Vishay Passives (Shanghai) Co.Ltd
Nicole Ni, Training Officer, Vishay Passines Shanghai Co.Ltd
Vera Pang, HR Supervision, Vishay Tedea - Hungleigh (Beijing) Electronics Co. Ltd
Josephine E Pablo, Recruitment & Training Supervisor, Vishay (Phils) INC
Jose Marie. S Santa Maria, Asst.Manager, Vishay (Phils) Inc
Yvonne Tan Seow Whee, Admin. Manager, Cosco Bulk Carrier Holding (Cayman)
Limited,Singapore

Ko Shih-Hsiu, HR Manager, Vishay Siliconix Electronic Ltd
Catherine Liu, HR Manager, Vishay Celtron Technologies Co.Ltd
Maggie Lee, Senior HR Manager, Vishay General Semiconductors(China) Co Ltd
Miffy Lee, HR Section Manager, Shanghai Simconix Electronic Co.Ltd
Bessie Wang, HR Section Manager, Vishay Passives Shanghai Co.Ltd
Tan Aik Hwee Chris, OE Manager, Asia, Brady Corporation Asia Pte Ltd
James Zhang, Head of HR, Vishay Micro-Electronics (Xian) Co.Ltd

HUMAN RESOURCE PROFESSIONAL

Foong Tak Wai Edward, CEO, Treino Consulting
Valerie Lee, Head of HRM, National Parks Board
Ng Bee Lian, HR Client Relationship Manager, UBS AG Singapore
Teng Teck Boon, Senior Regional Manager, HR, Asia, Vishay Intertechnology Asia
Brian Urwin, Global HR Manager, Shell Eastern Petroleum (PTE) Ltd

Chia-Hung Chang, Training Asst Manager, Vishay General Semiconductor Taiwan
Gloria Feng, HR Section Manager, Vishay Micro-electronics (Xi’an) Co Ltd.
Gu Xiaoyan, HR Manager, Shanghai Simconix Electronic Co. Ltd
Khek Woei Wei, HR Acting Manager, Vishay Components (Huizhon) Co.Ltd

Senior Human Resource Professional

a warm welcome to SHRI!
We look forward to networking with you at upcoming SHRI events!
New members admitted in June 2008

PROFESSIONAL
Liza Boey San Fun, MSHRI
Vice President, Group HR
PSA International Pte Ltd
Chew Bee Hoon Ivy, MSHRI
HR Manager
Datacraft (Singapore) Pte Ltd
Pearl Chong, MSHRI
Section Head, General Studies
Temasek Humanities & Social
Sciences School
Temasek Polytechnic
Chua Wei Chin, MSHRI
Group HR Manager
PSA International Pte Ltd
Faye Kee, MSHRI
Senior Director (Corp Development
& HR)
Singapore Discovery Centre Ltd

Koo Gek Seah, MSHRI
Head, HR Centre
MINDEF/SAF

Tho Lye Sam, MSHRI
HR Director
IBM Singapore Pte Ltd

Serene Leong, MSHRI
HR Administrator
Carrier International Corporation

Wong Yin Lin, MSHRI
Consultant
SearchWorks Pte Ltd

Liew Yuk Mee Ivy, MSHRI
Vice President, HR & Corp. Admin
ComfortDelGro Engineering Pte Ltd

Sharon Yap, MSHRI
Senior Organisational & Workfare Devt
Specialist
Micron Semiconductor Asia Pte Ltd

Jerri Liszewski, MSHRI
VP, HR, Global Finance/IT Manufacturing
& Technical Operations & Internal
Alcon Laboratories Inc. USA
Low Lai Yoong, MSHRI
Senior HR Executive (Regional HR)
NEC Asia Pte Ltd
Cheryl Oh, MSHRI
Senior Manager
PWC International Assignment Services
(Singapore) Pte Ltd

ASSOCIATE
Gan Lily
Asst. HR Manager
Vishay Intertechnology Asia Pte Ltd
Joann Gor May Lee
Director
RJ Media Pte Ltd

Ou Fong Har Serene
Receptionist/Secretary
Gaffney, Cline & Associates (Consultants)
Pte Ltd
Quek Shou Ming Joey
HR & Admin Executive
Stelkraft Pte Ltd
Tan Jit Tong Ryan
Training Engineer
Ameron Pte Ltd
Tay Wenyan
Asst. HR Manager
Best World International Limited

Corporate Friends and
Supporters
Datacraft (Singapore) Pte Ltd
PSA International Pte Ltd
SearchWorks Pte Ltd
Singapore Discovery Centre Ltd

For membership enquiries, please call Julia Chua at 6438 0012 ext. 51 or email: julia@shri.org.sg

AUGUST 2008 I humanCapital

27

QUALITY LEARNING@SHRI

SHRI Academy

School of Human Capital Management • School of Financial Services & Risk Management • School of Business
As the only national professional body for HR practitioners, SHRI awakens the richest potentials in people. SHRI offers a
wide range of courses for students and working professionals in HR and business fields. You will be trained by qualified and
experienced professionals to be equipped with relevant business intelligence in your chosen field. Choose what makes business
sense. Choose SHRI.
Partner Universities

Online Partner

Awarded

Certificate & Diploma Programmes
Human Resource Management/
Development
Basic Certificate in Human Resource
Management (BCHRM)
Duration: 		
		
Commencement Date:
Course Fees*:
		

Enjoy
$378 SDF
TRAINING
ASSISTANCE
SRP funding
approved!

54 training hours;
3 months
12 Aug 2008
$730.00 + $51.10* = $781.10 (SHRI members)
$850.00 + $59.50* = $909.50 (Public)

This practical programme provides an overview of the key HRM practices. It is
suitable for those with little or no HR experience, but who are interested in this
field. Upon successful completion, students may advance to the Certificate in
HRM programme.
Contact:

Elaine Then (Email: elaine.then@shri.org.sg)

Certificate in Human Resource
Management (CHRM)
Duration: 		
		
Commencement Date:
Course Fees*:
		

Enjoy
$1,092 SDF
TRAINING
ASSISTANCE
P funding

SR
156 training hours;
approved!
9 months
24 Sep 2008
$1,400.00 + $98.00* = $1,498.00 (without SDF)
$308.00 + $98.00* = $406.00 (with SDF)

An intensive course that is designed to provide personnel officers, HR officers,
clerks, administrators and secretaries with a sound foundation in HRM, this
course also paves the way for students to advance to the Diploma in Business
& HRM programme.
Contact:

Elaine Then (Email: elaine.then@shri.org.sg)

Diploma in Business & Human
Resource Management (DipBHRM)
Duration: 		
		
		
Commencement Dates:
		
Course Fees*:
		

Enjoy
$2,562 SDF
TRAINING
ASSISTANCE

366 training hours;
SRP funding
18 months (part-time)
approved!
12 months (full-time)
7 Oct 2008 (part-time)
3 Nov 2008 (full-time)
$3,300.00 + $231.00* = $3,531.00 (without SDF)
$738.00 + $231.00* = $969.00 (with SDF)

Designed to enhance the professional skills and competencies of HR personnel,
this course adds a business dimension to HRM, covering topics such as business
management, law of contract, labour economics, productivity management
and employee relations.
Contact:
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COMPENSATION & BENEFITS
MANAGEMENT
Certificate in Payroll Administration (CPA)
Duration: 		
		
Commencement Date:
Course Fees*:
		

Enjoy
$80 SDF
TRAINING
ASSISTANCE

40 training hours;
2 months
10 Sep 2008		
$780.00 + $54.60* = $834.60 (SHRI members)
$900.00 + $63.00* = $963.00 (Public)

This course introduces the methods, techniques and systems of payroll
administration and examines the legal issues, statutory laws and latest
trends involved. It also includes an understanding of the application of
software systems.
Contact:

Rachel Ong/Lynn Koo (Email: rachel@shri.org.sg/
lynn.koo@shri.org.sg)

Professional Certificate in Compensation
& Benefits Management (ProfCertCBM)
Duration: 		
		
Commencement Date:
Course Fees*:
		

SDF
TRAINING
ASSISTANCE
Y
FOR SMEs ONL
SRP funding

104 training hours;
approved!
7 months
Aug 2008
$1,900.00 + $133.00* = $2,033.00 (SHRI members)
$2,350.00 + $164.50* = $2,514.50 (Public)

This programme offers a new perspective on the concept of compensation and
benefits, where innovation and value creation are aligned with the organisation’s
strategic business direction. Planned in a modular format to allow flexibility, HR
practitioners interested in gathering new knowledge on specific topics may
choose to enrol in the desired modules instead.
Contact:

Karen Ee (Email: karen@shri.org.sg)

Diploma in Compensation & Benefits
Management (DipCBM)
Duration: 		
		
Commencement Date:
Course Fees*:

183 training hours;
12 months
12 Nov 2008
$2,200.00 + $154.00* = $2,354.00

SDF
TRAINING
ASSISTANCE
FOR SMEs
ONLY

The programme provides a solid grounding for individuals who are keen
to learn the methodologies for designing motivational reward systems and
integrating them with business objectives.
Contact:

Karen Ee (Email: karen@shri.org.sg)

SHRI. HR and Business
Insights For Success.

FINANCIAL SERVICES &
RISK MANAGEMENT
Certificate in Financial Services (CFS)
Duration: 		
		
Commencement Date:
Course Fees*:

Enjoy
$1,512 SDF
TRAINING
ASSISTANCE
SRP funding

216 training hours;
approved!
12 months
Feb 2009
$2,160.00 + $151.20* = $2,311.20

The CFS programme prepares candidates who are interested in a financial
services career or have just entered the financial services industry. This Certificate
programme provides participants with a broad understanding of the financial
system, its structure and services; monetary economics; delivery channels and
practices in financial services; basic concepts in analysing financial statements;
and business English and communication.
Contact:

Enjoy
$420 SDF
TRAINING
ASSISTANCE

psychology and counselling
Certificate in Applied Psychology (CAP)
Duration: 		
		
Commencement Date:
Course Fees:
		

SRP funding
60 training hours;
approved!
3 months
6 Oct 2008
$1,400.00 + $98.00* = $1,498.00 (SHRI members)
$1,600.00 + $112.00* = $1,712.00 (Public)

Designed to help HR officers and supervisors enhance their working
relationship with others, this course examines human behaviour and the
components for developing key interpersonal competencies.
Contact:

Rachel Ong (Email: rachel@shri.org.sg)

Enjoy
$780 SDF
TRAINING
ASSISTANCE

Diploma in Organisational
Psychology (DipOP)
Duration: 		
		
Commencement Date:
Course Fees:

195 training hours;
12 months
Sep 2008
$3,720.00 + $260.40* = $3980.40

SRP funding
approved!

The DipOP programme is designed to provide a solid foundation in the field of
psychology and focuses on the psychological aspects of functioning. Students will
be expected to critically engage in psychological theories and their applications.
The programme will be benefit those working in management / supervisory position.
Contact:

Rachel Ong/Lynn Koo (Email: rachel@shri.org.sg/lynn.koo@shri.org.sg)

EnvironmentAL, safety &
health management

180 training hours;
12 months
12 Aug 2008
$2,500.00 + $175.00* = $2,675.00 (without SDF)
$1,240.00 + $175.00* = $1,415.00 (with SDF)

HEALTHCARE WIT
A DIFFERENCE

Duration: 		
		
Commencement Date:
Course Fees*:
		

Asia HealthPartners is a new medical centre located in O
Road, offering health screening, eye care and laser
correction services, aesthetic surgery and laser treatm
as well as diagnostic imaging services. Jovel Ong speaks
wellness physician and recounts her own health screening expe
at Asia HealthPartners.

I recently met Dr Chong Yeang Chern
at a healthcare promotion event. In the
course of our conversation, I discovered
that she was the Wellness Physician at Asia
HealthPartners.

Explaining her decision to join the
medical centre, Dr Chong said, “I saw an
announcement about a new all-in-one
medical set-up which sounded interesting.
I was curious and immediately arranged
to see the centre. I really liked the feel of Asia HealthPartne
moment I arrived! The décor was cosy and inviting, with an am
that was very different from the usual cold and clinical feel o

Diploma in Environmental, Safety &
Health Management (DipESH)

Enjoy
$1,260 SDF
TRAINING
ASSISTANCE

Mustafa (Email: mustafa@shri.org.sg)

Skills Certification for the Financial
Services Industry (SC)
• Lending
• Trade Services
Duration: 		
Commencement Date:
Course Fees*:
		

• Investment
• Personal Financial Counselling

Enjoy
$700 SDF
TRAINING
ASSISTANCE
SRP funding
approved!

100 training hours; 6 months
Jan 2009
$1,125.00 + $78.75* = $1,203.75 (SHRI /IBF members)
$1,375.00 + $96.25* = $1,471.25 (Public)

The SC programme is designed to provide a structured framework for
employees in the financial services industry. It aims to broaden their knowledge
and provide the core skills that are necessary as critical enablers, thus keeping
employees up-to-date and enhancing their performance in the key functional
areas of financial services. Employees will in turn be better equipped to support
their organisation’s business strategies and in the process, ensure continued
employability.
Contact:

Mustafa (Email: mustafa@shri.org.sg)

Diploma in Banking & Finance (DipBF)
Duration: 		
		
Commencement Date:
Course Fees*:

Enjoy
$2,835 SDF
TRAINING
ASSISTANCE

405 training hours;
SRP funding
24 months
approved!
Jan 2009
$4,050.00 + $283.50* = $4,333.50

The DipBF programme provides a broad-based knowledge of banking law,
financial accounting, banking services and products, investment analysis,
treasury operations, bank marketing & management. This programme is
structured as a continuing education for holders of the Certificate in Financial
Services (or equivalent) as well as trainee officers who have just embarked on
their career in banking and finance.
Contact:

Terence Ong (Email: terence.ong@shri.org.sg)

Diploma in Investment (DipInv)
Duration: 		
		
Commencement Date:
Course Fees*:

Enjoy
$1,890 SDF
TRAINING
ASSISTANCE

270 training hours;
SRP funding
12 months
approved!
Jan 2009
$2,700.00 + $189.00* = $2,889.00

The DipInv programme provides comprehensive training in investment
analysis and portfolio management. It takes an analytical and practical
approach in examining the major factors and techniques involved in the
investment decision making process.
Contact:

Terence Ong (Email: terence.ong@shri.org.sg)

This programme aims to equip HR practitioners, line managers, supervisors and
executives with the knowledge and skills for achieving a safe, productive workplace
and ensuring that their work environment adheres to legal requirements.
Contact:

Mustafa (Email: mustafa@shri.org.sg)

For more information, please call 6438 0012 or visit www.shri.org.sg
Information printed correct at time of print

* (7% GST)
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Undergraduate, Master & Postgraduate Programmes
Graduate Diploma in Human Capital Management
(GDipHCM)
Duration: 		
		
Commencement Dates:
		
		
Course Fees*:

180 training hours;
6 - 12 months
5 Sep 2008 (Intensive Weekend)
31 Aug 2008 (Intensive Sunday)
01 Sep 2008 (Non-Intensive)
$2,750.00 + $192.50* = $2,942.50

This course equips HR/non-HR managers and executives with the
necessary skills and knowledge for managing intra-departmental
manpower matters. Topics covered include HR management,
manpower legislation & industrial relations, HR development, reward
management and strategic & change management.
Contact: Lynn Koo (Email: lynn.koo@shri.org.sg)

Graduate Diploma in Training & Development (GDipTD)
Duration: 		
		
Commencement Date:
Course Fees*:

165 training hours;
9 - 12 months
7 Oct 2008
$3,000.00 + $210.00 = $3,210.00

This programme is designed to develop individuals to be proficient
in areas involving organisational and individual development. The
programme will provide individuals with a sound knowledge of training
and development issues and equip them to design and deliver effective
training programmes.
Contact: Elaine Lau (Email: elaine.lau@shri.org.sg)

Bachelor of Commerce (Management & HRM)
Duration: 		
		
Commencement Date:
Course Fees:

Master of Human Resources
Duration: 		
		
Commencement Date:
Course Fees:

432 contact hours;
24 months
Aug 2008
AUD$16,800.00

This graduate degree programme is designed to meet the professional
development needs of various levels of HR practitioners. Challenging and
flexible, the programme aims to develop local and global human resource
managerial competencies for the Asia Pacific region. The course enables a
student with experience in human resource management and/or industrial
relations to develop a strong professional specialisation in this field.
Contact: Jonathan Tay (Email: jonathan@shri.org.sg)

Master of Applied Finance
Duration: 		
		
Commencement Date:
Course Fees:

320 training hours;
24 months
Jan 2009
SGD$26,880.00

This postgraduate degree programme meets the aspiration of those
who desire a specialist qualification in finance, such as senior executives
in banks and financial institutions as well as institutional investors and
corporate treasurers. The programme is a solid blend of theory and
current practice, taught by Macquarie University’s qualified staff and
finance industry practitioners from Australia.
Contact: Jonathan Tay (Email: jonathan@shri.org.sg)

576 contact hours;
24 months
Aug 2008
AUD$20,960.00

This programme is designed to provide professional expertise in the area
of human resource management, industrial relations and management,
together with a range of other skills that will equip and prepare graduates
for future roles. The two-year programme is relevant to the requirements
of today’s global economy, emphasising decision-making, trends
in technology and associated work patterns, and other appropriate
aspects of management in the highly competitive business arena. The
application of knowledge to commerce and industry is also highlighted
for practicality.

Bring-a-Friend and enjoy rewards
when your friend embarks
on a learning journey with SHRI!

Contact: Jonathan Tay (Email: jonathan@shri.org.sg)

For more information, please call 6438 0012 or visit www.shri.org.sg
Information printed correct at time of print
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Check out these forthcoming workshops!
Gain practical skills and first-hand knowledge in these various HR functions.

FEES*
SHRI
Corporate
Friends#

Public

$388.00

$430.00

$483.00

		
SHRI
Members
		

DATE

TITLE

DESCRIPTION

4 Sep
		

Networking for Success
(GMM109)

Networking helps unveil opportunities and sets you apart from
the competition. Grasp the art of meeting people through
this workshop by understanding the key steps to networking
and mingling at events, knowing what to say and how to say
it, understanding body language, avoiding conversation killers
and many more.
By the end of the workshop, be armed with practical skills for
networking and work the room with confidence, poise and
presence.

9 - 10 Sep
		

Conduct Effective Training
Needs Analysis (HRD107)

One of the best long-term strategies for achieving organisational
success is through learning. Effective training needs analysis is a
systematic way which allows an organisation to focus its training
budget on areas where it will have the most impact. This workshop
will equip participants with the skills required to carry out a
systematic training needs analysis, make recommendations and
implement findings to ensure a good return on training investment.

$630.00

$675.00

$733.00

11 Sep
		

Assertive Skills for Work
Success (CIS101)

As an effective manager or supervisor, there may be times when
you need to assert your power and rights to get the job done.
You have to face an employee and turn down his request if he is
unreasonable. You also have to influence and inspire your staff to
greater work performance when they are not motivated.

$252.00

$273.00

$295.00

Jump start your innovative mind and improve work procedures
and processes with this practical workshop that will teach you
how to apply multiple mind mapping applications at work. Learn
to unleash ideas and capture thoughts through brainstorming
and other idea generation techniques and discover the ease
of problem-solving, decision-making and ideas evaluation.
This hands-on workshop will also identify the do’s and don’ts of
mind mapping and equip you with an action plan for fostering
continuous improvement at work.

$630.00

$675.00

$733.00

Revitalisation of business today rests increasingly on the
empowerment of employees. It will be beneficial for companies
to encourage entrepreneurial initiative in the workplace and allow
employees to feel like partners of the company. In view of this, our
traditional reward systems will have to be reviewed for long-term
company viability.

$630.00

$675.00

$733.00

This workshop aims to give you a sound understanding of
the concepts and rationale behind the Employment Act. It
attempts to answer some of the common questions managers
ask themselves, such as: “Last week I approved the annual leave
of an employee. Yesterday he tendered his resignation. Can I
revoke the approved annual leave?”

$630.00

$675.00

$733.00

Want to be a world class trainer? Want to know how to train
employees effectively? Want to acquire world class facilitation
skills? Want to ensure your learners can remember, retain and
recall all that you have covered?

$599.00

$653.00

$696.00

This workshop shares with you the insights and tips on becoming
an Assertive Manager to achieve better results with your team at
the workplace. Participants will be equipped with the skills and
knowledge to communicate and supervise in an assertive manner
as well as handle difficult colleagues effectively.
11 - 12 Sep
		

Mind Mapping for the
Workplace (GMM110)

11 - 12 Sep
Wage Restructuring for Long
		Term Company Viability
		
(HRM106)

This two-day workshop will guide participants to rethink and
review wage restructuring in their workplace and utilise a wide
variety of innovative rewards linked closely to business strategy and
supported by multiple and frequent measures of performance.
15 - 16 Sep
		

How to be Competent in the
Employment Act (HRM102)

17 - 18 Sep	Training Mastery with
		
Accelerated Learning
		Techniques (HRD109)

Information printed correct as of 15 MAY 2007   * Fees quoted include 5% GST  
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DATE

TITLE

		
SHRI
Members
		

DESCRIPTION

FEES*
SHRI
Corporate
Friends#

Public

This practical, results-oriented, interactive and skills-based
workshop is guaranteed to astound you and your learners! Join us
at this workshop to understand the adult learning process, learn
to deliver stimulating training, employ practical and lively EQ-rich
training techniques, deliver training with excellent facilitation skills
and empathy and more!
18 - 19 Sep
		

Dealing with Difficult People
(CIS107)

This workshop adopts a positive approach to dealing with difficult
people. It focuses on specific self-management skills as well as
on communication skills that can be helpful when dealing with
such individuals. Techniques in conflict management and conflict
resolution are also an important component of the workshop.

$427.00

$449.00

$530.00

22 - 23 Sep
		

Effective Supervisory
Management (GMM100)

The supervisor plays a vital role in helping an organisation achieve
its objectives. An effective supervisor must be a good leader who is
active and dynamic in helping the team move forward while at the
same time, able to maintain a fine balance between effectiveness
and efficiency. This workshop aims to provide a comprehensive
guide to becoming a competent supervisor. While the use of
theories and guidelines are essential, emphasis will also be given to
case studies and group discussions.

$495.00

$539.00

$577.00

23 Sep	Telephone Techniques for
		
Frontline and Administrative
		
Staff (CIS112)

Customers form opinions very quickly over the telephone and
it is easy to end up with a dissatisfied customer. Learn to project
a positive and professional telephone image, discover how to
structure your telephone calls, exercise active listening to determine
accurately the needs of your customers and most importantly,
identify challenging callers and turn them into happy customers!

$230.00

$251.00

$321.00

24 Sep
		
		

This workshop will give you the opportunity to recognise your
behavioural style and find ways to capitalise on it to enhance your
interpersonal relationships and communication with others in the
workplace. You will also learn to identify the behavioural style of
others. This will lead to new ways of interacting and communicating
effectively. You will acquire the skills to be aware of yourself and
others, to accept yourself and others and to use strategies to learn
to adapt to the communication styles of others.

$252.00

$273.00

$295.00

Employees are the most vital asset of an organisation and a critical
link between customers and the company’s products and services.
In order to bring out the best in every employee, managers need to
increase their managerial effectiveness.

$890.00

$935.00

$995.00

Mastering Interpersonal
Relationships to Succeed in the
Workplace (CIS126)

29 – 30 Sep	Performance Management for
		Peak Performance (GMM102)

This workshop is focused on providing a hands-on approach to
managing employees’ performance, coaching and helping them
increase their productivity, build successful relationships as well
as ensure their own employability. Participants will realise the
importance of the performance management process, be able
to effectively manage the performance review process, acquire
the essential skills for performance management, be able to
confidently engage in professional development discussions
and be equipped with an action plan.

We also provide customised training services to organisations. Call us to find out more!

Register online at www.shri.org.sg
For enquiries on Public Workshops, please call Wyatt at 6438 0012
For enquiries on ESS & SE Workshops, please call Subbu at 6438 0012
Information correct at time of print   * Fees quoted EXclude 7% GST  

#

Non-Nominees
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ADVERTORIAL

Smashing the Silo Mindset
Mass Power Services hosts their 4th Annual HR Event 2008

B

reaking the boundaries of a silo mindset is critical to
organisational success. An example of a silo mindset
in human resource (HR) practice is one that focuses
on staffing with little or no consideration for business
direction or strategy. Today, there is a need for greater integration of
talent management efforts and to develop a leadership competency
profile that is aligned with the company’s business strategies.
For the 4th consecutive year, Mass Power Services has hosted
a special presentation for their clients at its yearly HR event. By
invitation only, it combined a seminar and networking opportunity
at the National Library on 12 June.
This year, the topic focused on the best practices and
challenges associated with identifying, assessing, developing
and aligning talent across the leadership pipeline. Consultancy
firm Development Dimensions International (DDI) was invited by
Mass Power Services to share with their clients the business case
of talent management.
“We hope our clients will benefit from this sharing,” said
Raymond Chan, HR & Organisation Advisor, Mass Power Services.
“The ideas are to help them discover the best ways to retain their
employees. If employees with good potential are retained, it can
help the company grow, both in size and strength.”
SUCCESS PROFILING
One key area discussed during the seminar was Success Profiling.
“The success profile of an individual looks beyond just the
competencies,” said Mr Nigel Phang, Director of Business Solutions
at DDI. “You need to also look at the motivation fit and adaptability.
To what extent can he or she fit into your corporate culture?”
If a business is entering a new market, there would be new and
relevant competencies to be mapped out. If there are upcoming
mergers and acquisitions, the leader hired needs to have the
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courage to make changes. DDI shared with the audience on four
categories of capability (see Fig. 1).

Fig 1. Defining the Success Profile

A person’s potential is often hidden and putting them through
‘one day in the life of a successful leader’ would help to throw light
on the person’s calibre. The reality, however, is that it is often just
a matter of time before your high potential gets poached. Hence
the company needs to focus not only on quality of talent but also
on quantity.
ANNIVERSARY CELEBRATIONS
“As it is our 5th anniversary this year, we wanted to include our
clients in our celebrations,” said Mr Chan. “We also extended a token
of appreciation for their support and encouragement through the
years and we look forward to seeing them again next year!” All
the clients who attended the HR event received doorgifts which
included Mass Power Services’ two special vouchers to Terra Café
at Vivocity!

JULY > AUGUST
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Get Ready

for a Parade of Stars

The NDP has to be a buffet, so that
everyone can come and choose
and take what they like, and leave

I

t is going to be a sensational three-dimensional sensory spectacular.
The 2008 NDP aims to set a new bar of excitement for the 27,000
audience at the Marina Promenade and thousands more watching
on television. It promises to be a buffet of experiences.

Last year’s inaugural staging of the NDP at the Marina Bay area on

the parade feeling very satisfied.

a floating platform constructed just months before the event was a

There will be a mix of traditional

massive feat in itself. This year, the organisers banded together with

favourites like the marching

time for all.

contingent, the choir and the arrival

a collective vision to make the 2008 NDP an emotionally engaging
“We wanted to go into areas we have never tried before,” shared
Brigadier-General (BG) Tung Yui Fai, Chairman of the Executive

of the commandos by parachute.

Committee (EXCO). “Some extraordinary ideas from the brainstorming

This is the main course where most

get a whiff of durians.”

Singaporeans will enjoy.
Brigadier-General (BG) Tung Yui Fai, Chairman of the
NDP 08 Executive Committee.

session included a food parade, where the audience would be able to
Eventually the ideas were selected and when humanCapital spoke
with BG Tung (then Col Tung) in June, the execution phase with
weekend rehearsals were in full-swing at the Marina Promenade.
COME ENJOY THE BUFFET
It was never in the cards to make the NDP into ‘a fine cuisine’. “The NDP
has to be a buffet, so that everyone can come and choose and take what
they like, and leave the parade feeling very satisfied. There will be a mix
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of traditional favourites like the marching contingent, the choir and
the arrival of the commandos by parachute. This is the main course
where most Singaporeans will enjoy,” said BG Tung.
“Singaporeans, however, will also not be impressed with a
standard buffet,” he added. “So we have some fusion food to show
how we have worked together as a nation and are proud to be
Singaporeans.”
From the air, the sea and the land. For the first time this year, the
RSAF Black Knights will thunder from above with their acrobatic
manoeuvres. The full team of six F-16C Fighting Falcons will perform
at the Marina Bay. “We have the bay area which we felt could also
engage the audience. The waters will also feature F1 powerboats,
jet ski and wakeboarding for the very first time,” said BG Tung.
Working with leaders from 46 organisations in total, BG Tung
and his entourage have been touched by the spirit of the people

(Left) BG Tung Yui Fai, Chairman of the NDP 08 Executive Committee and (Right)
COL Tay Boon Khai, Chairman of the NDP Show, oversee the weekend rehearsals.

involved, an undeniable Singapore spirit that resonates with the
theme for this year – Celebrating the Singapore Spirit.
BG Tung elaborates: “What is impressive is not the scale of the
operation but the human spirit from the participants who have
been practising for more than three months to perfect their drills
and performances. There is such a determination to do well, not
just for the show but to reflect the Singapore spirit. This is what
Singaporeans are about – different races and cultures coming
together. You can feel the intense passion of the people, from the
performers to those behind the scenes.”
THE STAGE – A TRIPLE TREAT
This year’s NDP will witness, for the very first time, an elevated stage
on the floating platform for a multi-dimensional effect. “We needed
to bring the performers closer and with a 3-tier stage, the audience
can expect a different look and feel,” said BG Tung.

BG Tung shares a light moment with a member of the the Red Lion Parachute Team.

This year, the Guard of Honour will be marching onto the

3 metres higher. Other considerations the organisers took in their

promenade (the road between the seats and the floating

stride was the 10-metre expansion of the promenade due to the

platform), just metres away from the audience. The commandos

Formula 1 Grand Prix night race in September 2008.

will also parachute and land on the promenade. The entire parade
experience has shifted forward by at least 20 metres.

SENSURROUND EFFECT

The discussion of a new proposed stage began with a

In the backdrop, the construction site of the Integrated Resort with

‘collective appreciation of the situation’. “This is a military term

its soaring cranes and equipment posed some challenges too, in

where collectively, the experts review the land, the terrain, the

view of the aerial stunts and fly-pass. It was also an opportunity to

contingents available, like a battle procedure,” explained COL Loh

creatively ‘block off’ the construction ‘sight’.

Kean Wah, Parade & Ceremony Chairman. He also recalls some of
the resistance for a 3-tier stage.

COL Tay Boon Khai, Chairman of the NDP Show, says: “This year,
there will be a high resolution LED screen as well as low resolution

“How can the contingents be three metres higher than the

LED screens facing the audience.” Unlike the parades at the stadium

parade commander? How can the Guard of Honour be separated

and the padang, the audience at the Marina Bay face the sea and

from the regimental colours?” shared COL Loh. It was a bold move

the organisers hope that this year, the LED screens with views of

to challenge the norms. The second level of the stage is built 3

the audience and the action would help reflect back the mood and

metres atop the floating platform and the third level is an additional

heighten the energy of the spectators.
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NDP: Honing People Skills
LOGISTICS
“Everything is planned to the last detail,” said COL Tay. The organisers
had to get the costumes ready, order the correct shoe sizes, make
the props offsite and deliver to the show, organise the transport as
well as meals for the rehearsals. Water points and medical aid had
to be readily available.
The window period for each rehearsal was monitored tightly,
making sure there were no bottlenecks that could cause massive
inconveniences. With the parade at the Marina Promenade, the
holding areas for the 4300 participants extend to Millenia Walk and
Suntec City, and the participants have to make sure they make their
way to the platform area in time and on time to perform.

F

or COL Tay Boon Khai, it has been a seamless transition
into the role as Chairman of the NDP Show. In NDP 2003,
he helped provide logistics support for the shows and
training rehearsals.

“The army has a good system of understudy and progression,”

enthused COL Tay. “In 2007, I was appointed the chairman for the
2008 show and together with my colleagues, we shadowed last
year’s team three months before NDP 2007.”

SHOWTIME
COL Tay’s creative team has 30 professionals, some are
choreographers, others bring with them theatrical knowledge.
With a group of people with vast experiences, the suggestions were
often fast and furious, and the creative tensions were channeled
productively to help raise the standard of performances.
Getting the ‘ra-ra’ energy going during the NDP will be the
‘motivator’ group of students, whom you see cheering on the
crowd every year. This time, they have the opportunity to perform

INTERPERSONAL SKILLS

on the promenade before they make their way into the stands.

Believe it or not, the NDP is a great training ground for commanders

The disabled on wheelchairs will also help warm-up the crowd in

and soldiers. According to COL Tay, it has all the requirements of a

a pre-parade dance item. At first, the disabled had some anxiety

complex operation.

to perform in front of a large NDP crowd but slowly with the

“If we ever go to war, these are the same skills our military will
need to perform and complete an operation. Whatever they do

organiser’s encouragement, they gained their confidence to just
let their hair down and have fun.

here at NDP has relevance to military operations which include

“The NDP is not just about the 9 August performance, it is

interacting with the civilians, other military groups and also the

about the entire process,” explains COL Tay. “Our theme song is

media,” said COL Tay.

Shine for Singapore, and we hope that anyone who has anything

“Personally, I feel the NDP training has been very beneficial. I

to do with NDP will walk away feeling like a star. With a 3-tier

was one of the first officers to go to Acheh post-tsunami and the

stage, everyone on the stage is a star. There is nowhere to hide.

situation then was very complex. With the NDP training received,

We want them to shine bright for themselves and for the people

my colleagues and I were able to expedite operations as we had to

around them, so that collectively Singapore will shine, our home

get organised quickly.”

will shine.”

From the big plans to the small tasks at the NDP, they all call

The audience has a part to play as well. The peak of the

for tight teamwork. With the military structure in place, there are

celebration will be the unveiling of a giant birthday card where

different teams at various levels, with each and every one looking

all 27,000 in the audience will each hold up a prop that has been

at different areas of responsibility.

placed under their seats. Happy Birthday, Singapore!
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ALL FOR ONE, ONE FOR ALL

R

emember the time when the NDP was all about

providing amenities, training uniforms, and even ice-creams to

the marching contingents? It was then a necessary

motivate participants.

showcase of strength and unity for a young nation.
Today, COL Loh Kean Wah, Chairman of NDP 2008

HC: How are the rehearsals coming along?

Parade and Ceremony, says the parade has evolved in line

COL Loh: We started rehearsals around end April. Our initial

with Singapore’s progress into Total Defence. The NDP no w

focus was on the civilian groups as they needed practice in basic

personifies the five pillars – military, civil, economic, social

marching. We have military trainers to coach and toughen them

and psychological.

up. We have also worked closely with the Ministry of Education
and scheduled the students to only start rehearsals after the

HC: Who will be marching in the parade this year?

mid-year exams. So far we are achieving standards ahead of

COL Loh: There are altogether 28 marching contingents. The

schedule. This has allowed me to truncate and cancel some

Guard of Honour (GOH) contingents together with the marching

rehearsals, like during the Vesak holiday weekend.

contingents from the Army, Navy, Air Force, Police and Civil
Defence Force and the SAF Military Band, symbolise the military

HC: What will be the highlights of this year’s parade segment?

and civil aspects of Total Defence. Social Defence is represented

COL Loh: The parade will be much closer to the spectators in

by the Peoples’ Action Party and the National Trades Union

the new multi-tiered layout. When the GOH performs the 'Fue-

Congress contingents. The ‘Economic’ Defence contingents are

De-Joie' or 'Fire-of-Joy' on the Promenade, not only will you hear

from Sembcorp Industries, Toll Logistics Asia, and Hersing ERA

the loud blasts of the gun firings, you can even smell the gun

Corporation, who are all participating for the very first time.

powder up-close. Next, the SAF Band will lead in the march-in as

Lastly, representing Psychological Defence are nine Uniformed

they are celebrating their 50th Year of Military Music services this

Youth Organisations.

year. The 380-strong Combined School Choir will also be back
after their absence from last year's NDP. The new twist is the first-

HC: What motivates a company to join the NDP?

time integration of cultural dances with the choir’s performances

COL Loh: I think all the companies participating in NDP clearly

in the formal Parade segment. Finally, a six-minute spectacular

identify with the Singapore Spirit. It is a bonus that NDP is

aerial display by the RSAF's Black Knights will cap the segment.

also watched by over a million viewers. The companies can

Everything will be timed to the second.

participate through standard sponsorship which is passive, or
they can seize the opportunity and get directly involved in the

HC: What kind of responses do you hope to receive for NDP 2008?

parade. The challenge for the company is to form a contingent

Col Loh: I hope the refreshing parade layout and the aerial

with 63 personnel. If the companies are bold, marching in

display will leave a lasting impression for all. There is great

NDP can help energise employees and unify them towards the

bonding among participants, trainers and support personnel.

company's goals. In selecting companies, we try to understand

The 2612 participants from different backgrounds, young and

their objectives, be it about corporate identity or branding, or a

old, all coming together and marching as one - this by itself is

chance to bond their frontroom operations with the backroom

already a remarkable feat which exemplifies the Singapore's

support. The top managements have been very supportive in

spirit! I hope the parade will be inspirational to all.
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Sembcorp Leads the Way in
Community Investment
Spotlight on NDP 2008
As a company which has established itself globally but will always proudly
be Singaporean at heart, Sembcorp celebrates the nation’s birthday
through staff involvement, lending the Group’s technical expertise as well
as empowering the disadvantaged.

www.sembcorp.com

Staff involvement
A nation’s 43rd birthday calls for a
great celebration, and a team of
employees from Sembcorp has put on
their marching shoes to get on their
feet and celebrate with the nation!
The Sembcorp Group will field 126
employees from all its core business
units: Utilities, Marine, Environment
and Industrial Parks. They will form
the largest contingent to represent
Economic Defence, one of the 5 pillars
of Singapore’s Total Defence strategy.

Technical expertise
Meanwhile, Sembcorp’s Marine business tapped on its considerable
expertise in marine and offshore construction, to build the
world’s largest floating platform to stage Singapore’s national day
celebrations from 2007 to 2011. Through innovative and strategic
engineering, the floating platform was completed for the Defence
Science and Technology Agency within a tight schedule, while
meeting stringent quality and safety requirements.
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Support for the disadvantaged
In line with its belief in empowering people, Sembcorp supported
members of the D’Passion Wheelchair Dance Group for their
performance in NDP. Sembcorp sponsored $80,000 worth of
lightweight sports wheelchairs which were customised to allow
for more complicated movements and for the dancers to perform a
greater range of dance steps. This enabled D’Passion’s 21 physically
disadvantaged performers and their able-bodied partners to fulfill
their dream of firing up the NDP stage with their spicy Latin moves!

AUGUST 2008 I humanCapital
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Deal or No Deal
Understanding the pros and cons of a career on the casino floor

W
Mr Ramachandar Siva

hat

are

prospects

the

career

best place to start up an education institute. This is due to the support

in

casino

and initiative of the government to promote Singapore as the centre

m a n a g e m e n t ?
humanCapital

of education in Asia.

spoke

Another reason is that Singapore is recognised and respected

to Mr Ramachandar Siva, CEO and

worldwide for quality and good standards. In the long run, the

Head of Curriculum, International Club

approval from the Ministry of Education (MOE) and the Singapore

Games Training Centre (ICGTC), who

Workforce Development Agency to run our courses will go a long way

says from the human resources point

to build credibility both locally and overseas.

of view, the casino workplace is an
entirely different ‘animal’.

The ICGTC is located at Turf City with a 13,500 sq feet training
facility which offers professional casino tables and equipment. To date,

In 2005, we also knew Singapore was about to offer the casino
licence, and with the IRs coming up, we felt Singaporeans may
be interested to skill themselves in this area and to land jobs in
the casinos.

they have trained about 600 students, many with hopes of working in
the integrated resorts (IRs) when they open.

HC: At ICGTC, will the students learn how to gamble?

Mr Siva started out working for the Genting Group as a

Mr Siva: There is a lot of misunderstanding in this area. The fact is that

casino management trainee in 1988. In 1993, he was their first

the dealer or a croupier that runs the game never ever gambles. The

casino training manager to set up the dedicated casino training

croupier is the entry-level position in the casino. I was surprised that

and resource development department. He specialises in the

the majority of the public thinks the croupier who deals the games is

performance management of casino jobs. His most recent post

gambling with the players so it depends on his luck whether he wins

before founding ICGTC was vice president of casino training and

or not. This is not true. In a casino, the croupier just deals the cards,

manpower for Star Cruises.

makes the payments, and provides the service. If he loses, it is not
his fault. The casino has a mathematical house advantage to ensure

HC: Why locate a casino training centre here in Singapore?

long-term profitability of its games. The casino does not gamble with

Mr Siva: No one has ever opened a private casino training centre in

players per say, it merely offers the venue and services for the public's

the region. We did a feasibility study and found that Singapore is the

gaming entertainment.
continued to page 44
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continued from page 42

HC: Won’t the casino employ and provide training?

HC: What are the pros and cons of working in the casino industry?

Mr Siva: The casinos do provide training but they don’t provide

Mr Siva: The integrated resorts of Sands Marina Bay and Resorts World

structured education. They will train you for a particular job, like

Sentosa are both world class global destinations in themselves. They will

on blackjack, and you can begin working. You will have to wait for

bring a whole new culture with excellent human resource capabilities.

your turn, sometimes a year later, to be trained in another game,

It is a dream job where you meet thousands of people and you are part

like roulette. Supervisory and management skills are to be picked

of such a large workforce. Rarely does a casino close down in Asia hence

up on the job.

there is good job security as well as good salaries. Casinos usually pay

At ICGTC, we spend a reasonable amount of our time shaping

about 30 per cent more than the hospitality norm. A croupier is likely

the students for career development and focusing on work etiquette

to make about S$2400 per month and a supervisor S$3500 per month,

required to succeed in the industry. With an ICGTC Certificate in Dealing

though this is subject to market conditions of supply and demand.

Casino Games (CDCG), graduates will know how to deal not just one, or

However, a casino job may not be to everybody’s liking. There is shift

three, but five games. They also get an overview of the casino industry

work and work on weekends. Some may have to stand for eight hours

and practise interpersonal skills as well. Once employed, the graduates,

with breaks in between. If you work on the casino floor, you would have

will soon hit the ground running. The prospect for a quick promotion

no office or telephone, no desk nor computer, which may suit those

to supervisory position is also likely. A group of 10 students are on a

who dislike deskbound jobs.

one-year stint at Venetian Macao as trainee surveillance officers. Upon
completing their training successfully, they will return to Singapore

HC: Do you offer a degree in casino management?

and be employed at the Sands Marina Bay. Star Cruises has employed

Mr Siva: Currently, there is no institution, even UNLV, Nevada where

close to 60 of our graduates as casino staff to date.

Las Vegas is, that offers a full fledged degree in casino management;
casino management modules are included in their hospitality degree

HC: What is the job market like?

programme. There just isn’t enough body of knowledge for a specialised

Mr Siva: It is projected that there will be close to 20,000 applicants,

degree course. At ICGTG, we offer a Certificate in Casino Management

who have no prior training, vying for just 3000 croupier openings

(Floor Operations), and a Diploma course in Tourism and Hospitality

when the first casino begins recruitment. For one casino, about 1800

Management (Casino Management) in collaboration with the Nanyang

game supervisors may be needed. To hire expatriates for this post

Institute of Management.

would be expensive. With the foreign to local worker manpower
quotas in Singapore, casinos will hire as many workers locally as

HC: Will there be any changes once the IRs open?

possible, whilst hiring expatriates for only senior level management

Mr Siva: We are looking at developing an accreditation system with

positions. If you have a degree in hospitality or other discipline,

grading for casino workers. This will take 3 to 4 years to set up. The main

and expect to enter the casino industry at management level, think

objective is to set up a global industry standard. This will allow people to

again. Only those with at least 5 to 10 years’ working experience at

recognise casino professionals like they do with lawyers and accountants.

the casino, make it to the manager level. You cannot manage the

The bulk of our training after the IRs open will probably be for

casino without exposure as a dealer or supervisor to rise through

casino workers. At end 2009, ICGTC will be a full-fledged private

the ranks. Those who dislike academic study will probably like our

school approved by MOE. We intend to develop professional

courses which are skill-based. We accept students from age 16.

courses, as well as undertake research and studies. Our vision is to

The floor operations positions start from croupier, to inspector,

lead Singapore as a centre of excellence for gaming professionals in

supervisor, pit manager and pit boss, before you become a shift

the Asia Pacific region.

manager. These are positions one can aspire for to achieve when
they start their career in a new casino.
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Visit www.icgtraining.com for more information.
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Singapore Rolls out
the Red Carpet
20 Sept to 5 Oct 2008, Singapore GP Season

close to 3000 applicants into temporary positions that include

opportunities and challenging turns as the drivers tackle

Suite Ambassadors, Retail Crew, Ticket Inspectors, Traffic Marshals,

the circuit in speeds in excess of 300 kph. The FORMULA

Buggy Drivers, Porters and Ushers.

ONE™ event in Singapore will soon earn its place in the

“We are excited and honoured to be appointed by Singapore

history books as not only the first street race in Asia but the first to

GP as the preferred human resources solutions partner for this

be held at night.

momentous event,” said Mr Dhirendra Shantilal, Senior Vice

Located at Marina Bay, the circuit is just minutes from

President, Asia Pacific, Kelly Services.

exclusive 5-star hotels, a vibrant food and entertainment scene,

“Besides a great sense of national pride, it is an experience of

a fast and efficient underground transit system and the Central

a lifetime. We strongly encourage professionals and individuals

Business District.

who are keen to be part of this international event to register

To provide the most memorable experience for visitors,

with us. We are looking for people with experience in major

Singapore has introduced the ‘Singapore GP Season’, a series of

events and also those in the hospitality and retail industries.

FORMULA ONE™ themed activities and entertainment to be held

Multilingual skills are also a plus. Add in a cheerful disposition

over three weekends from 20 September to 5 October to get fans and

and energy and we are all set to put our best foot forward for the

visitors revved up for the race (see page 47 for list of programmes).

event,” he added.

“We estimate that 30 to 40 per cent of all spectators will be

The Season promises more exciting events as well as a host of

overseas visitors. With the influx of tourist, hotels will be key

enriching lifestyle offerings including dining and retail promotions.

beneficiaries,” said Minister Lim Hng Kiang, Minister for Trade and

So whether it is late night shopping at Central and Orchard Road,

Industry, on the business opportunities and new job creation

motor-related activities like the Oris Air Asia Grand Prix Challenge,

from the FORMULA ONETM event. The increased visitorship during

the ING Renault F1 Team Pavilion at Tang Plaza and the TAG

this period will also generate spending in retail and on food and

Heuer “Racing Legends of our Time” Exhibition at Paragon, dining

beverage. All in all, the F1 race is expected to generate additional

experiences with Michelin-star chef Laurent Peugeot at the Hilton

tourism receipts of about S$100 million in 2008 alone.

Hotel or specially designed menus at Hua Ting and My Humble

In June 2008, Singapore GP Pte Ltd, the race promoter for the
F1 Singapore Grand Prix, enlisted the help of Kelly Services to place
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House, visitors and locals will have much to look forward to for a
memorable Uniquely Singapore experience.

Photograph courtesy of Singapore Tourism Board

T

he street circuit is 5.067 km long, with multiple overtaking

Singapore GP Season Highlights
29 August – 28 September
ING Renault F1 Team Pavilion, Tang Plaza
Formula One™ fans are in for a treat with a special display of the Renault F1 R28
show car taking centrestage, flanked by the Mégane Renault F1 Team R26 and
Clio Renault F1 Team R27.

In addition to the display, there will be special collectibles and merchandise as well.
Photograph courtesy of Wearnes Automotive Pte Ltd.

11 September – 16 November
Singapore Biennale 2008
The city’s largest contemporary visual arts will feature some of the world’s and
Singapore’s frontrunners in contemporary paintings, installations, interactive
electronic media and sculptures exhibited at unusual and significant venues
around the city.

19 – 28 September
Singapore River Festival,
Singapore River
Join in the Timbre Music Festival, River
Party at Clarke Quay, a mega illusion
show, outdoor parties at Ministry of
Sound, IndoChine Waterfront and
Zouk. Special walking tours include
the microbreweries and Boat Quay.
22 – 28 September
Michelin-star Guest Chef Laurent
Peugeot, The Harbour Grill and Oyster
Bar, Hilton Hotel
Gourmet food-lovers can look forward
to fine-dining with award-winning
Chef Laurent Peugeot from Burgundy.
He offers a stunning and unique
culinary fusion of minimalist Japanese
and hearty terroir de Bourgogne.

Witness the impossible journey when
three lucky shoppers at Clarke Quay are
teleported across the Singapore River.
Photograph courtesy of CENTRAL.

25 September – 26 October
Master’s Formula – The Artistic Drive, Ngee Ann City, Orchard Road and
Singapore River
This exhibition showcases several monumental sculptures of contemporary
masters Fernando Botero, Arman Fernandez, Robert Combas, Jean Dubuffet
and Niki de Saint Phalle at Orchard Road and Singapore River. The exhibition at
Opera Gallery in Ngee Ann City will feature paintings and sculptures of modern
art superlatives like Pablo Picasso and Henri Matisse.
26 September
Diana Krall Live in Concert, Marina at Keppel Bay
Jazz aficionados can look forward to an intimate evening with the world’s best
selling jazz artist as she kicks off her Asian tour in Singapore.

Luchezar Boyadjiev. “Neo-Golgotha”, 1994/2002.
Photograph by Nedko Solakov. Photograph courtesy of Singapore Biennale 2008.

26 September – 5 October
Singapore Motorshow
2008, Suntec Singapore
Get ready for another
adrenaline-charged event.
Expect sleek cutting-edge
concept cars, the newest
automobiles and the latest
motor
accessories
and
services.
World’s first real underwater car squba makes
Asia debut. Photograph courtesy of RINSPEED Inc.

17 – 30 September
Oris Air Asia Grand Prix Challenge, Millenia Walk
Cortina Watch and Air Asia jointly present the thrills of Formula One™ driving in
a life-size AT&T Williams F1 Team simulator. Winners of the Challenge will get a
chance to pit their driving skills against Nico Rosberg,of the AT&T Williams F1
Team. Oris will launch their latest collection of Williams-inspired timepieces.

27 – 28 September
Amber Lounge, Millenia Waterfall, near Conrad Centennial
The ultra-exclusive party for race drivers, team principals, team sponsors and
international models and celebrities from the worlds of TV, fashion, music and
sport. Open 10.30pm to 5am.

18 – 28 September
Bulgari Watch Exhibition 2008, Paragon Atrium
Bulgari will showcase more than 100 exquisitely crafted timepieces, including
the Diagono collection which is celebrating its 20th anniversary. Check out the
limited edition timepieces created exclusively for this event.

2 – 5 October
Singapore Beer Festival,
Fort Canning Park
Get ready for a showcase
of hundreds of beers
from around the world.
The event also features
local and international
music artistes, standup comedy and host of
entertainment shows.

19 - 28 September
TAG Heuer “Racing Legends of our Time” Exhibition, Paragon Atrium
Witness the unveiling of a new TAG Heuer watch inspired by motor racing
and have the opportunity to purchase one of the 150 limited edition watches
commemorating the first Formula One™ Grand Prix night race in Singapore.

Be entertained with local artistes. Photograph
courtesy of Singapore Beer Festival.
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Nothing Beats

the Experience

The Ministry of Education partners with service industry to bring experiential learning to teachers and students

A

ll eight workshops for teachers at Mandarin Oriental,
Singapore, are fully subscribed for the year. More teachers
are on the wings, waiting to enroll for the next run.
It is part of a Ministry of Education (MOE) initiative
to get educators in touch with the service industry and its needs,
skills, and standards. This group teaches the “Elements of Business
Skills (EBS)” – a subject for Normal (Technical) stream students at
Secondary 3 and 4 levels.
EBS is just one of several emerging subjects to prepare the
students for realistic opportunities when they enter the workforce.
Implemented only this year, EBS allows students to explore the
three broad areas of marketing, business activities and customer
relations in the retail, hospitality, travel and tourism industries.
Every year, some 5000 Normal (Technical) stream students
offering EBS are expected to graduate. EBS is a national exam level
subject and is also aligned to the service skills courses the graduates
may opt to pursue at the Institutes of Technical Education, and
eventually at the polytechnics.
THE VISION
With systematic reviews and consultation with many parties
including parents, teachers, students, post-secondary education
institutes, the Ministry of Manpower and the Workforce
Development Agency, the school curriculum today is made more
relevant to Singapore’s employment needs.
“We continuously scan the horizon, locally and overseas, on
what our employers are looking for and what the future trends
are,” said Ms Lim Pik Ying Elaine, Deputy Director, Humanities
and Aesthetics Branch 2, Curriculum Planning and Development
Division, MOE.
In early 2007, MOE began discussions with the Singapore Human
Resources Institute (SHRI) to connect with possible industry partners.

“This is the first time we are bringing the academia and industry
practitioners together to develop such a programme with a vision to
impart more work-life experience in the school system,” said Ms Amy
Teo, General Manager, Finance & Corporate Management, SHRI. “The
institute feels very honoured to help facilitate this project, to work with
MOE and contribute to the industry and community in the long term.”
LEGENDARY SERVICE EXPERIENCE
Mandarin Oriental, Singapore, is the first organisation to embrace
the MOE initiative, and with the highest endorsement of the hotel’s
directors and management.
The one-day workshop is held at the hotel and the teachers
experienced first-hand the exceptional service persona of a luxury
5-star hotel. They witnessed how the staff and management ‘walk
the talk’. It was an unforgettable experience that surpassed any
description possible in a textbook. Even the cleaning lady stopped
momentarily, with such pride and dignity, to greet the participants
as they walked by.
“We hope organisations will see the partnership with education
as a community investment,” said Ms Lim. “Such workshops help
the teachers internalise the reasons, purpose and psychology of
the service sector. When the teachers experience it, they are better
able to translate it to the classroom.”
MOE has opportunities for firms to share their industry
practices and business philosophy with not only educators but
students as well.
FIRING UP DREAMS
At Mandarin Oriental, Singapore, Ms Lim had breakfast at MELT ~
The World Café and was suitably impressed with the service staff:
They greeted her by name, enquired if she found the food palatable;
if not, they offered to cook a separate dish for her.
continued on page 50
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continued from page 48

Taking all this in, she felt the Normal (Technical) stream
students, being very hands-on and relational individuals, would
enjoy the service line of work. If the students had the opportunity
to go through an authentic learning experience and see for
themselves what it might be like to work in retail, hospitality or
tourism-related industries, a passion for a career in the service
industry might just ignite.
“The students are the future employees, and here is the
opportunity for companies to be involved in their learning journey,”
she said. For retailers who may be wary of having groups of students
disrupting their business, it is to the contrary. The teachers supervise
each trip closely, and the students gather authentic information for
their project discussions.
A group of EBS students from Shuqun Secondary School and
Serangoon Garden Secondary School recently completed such a
project with a two-day, one-night learning trip which included visits
to Changi Airport Terminal 3, a Mongolian restaurant, Chinatown,
Little India, a hypermart and a night’s stay at Siloso Beach Resort,
Sentosa. In the evening, the students gathered to draw mind maps
and share their reflections of the day.
BE A PART OF THE NETWORK
“We are very encouraged that the initiative is off to a good start. The
next phase is resource development,” said Ms Lim. “We are starting
to form a network with industry partners, in retail and tourism,
to gather resources in new and emerging bodies of knowledge
and skills, and make them available to our teachers and students
through an internet portal.”
MOE hopes that more companies will come forward to become
partners. It is time to sow the seeds, and although there are no
immediate gains, there will be a harvest.
To participate in this MOE initiative, companies can contact Mrs ChongPhoon Lyvenne, Curriculum Planning Officer, Curriculum Planning and
Development Division at phoon_lyvenne@moe-gov.sg or Ms Tan Yee
Leng, Assistant Director, Humanities & Aesthetics Branch, Curriculum
Planning & Development Division at tan_yee_leng@moe.gov.sg.
Photos courtesy of Mandarin Oriental, Singapore.
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Contact | SHRI at 6438 0012 or email CoPs@shri.org.sg
Visit | www.shri.org.sg
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SerVICED APARTMENTS

Park Avenue
Suites

J

ust a short distance from the central business district,
Park Avenue Suites is situated near the Singapore
River and the shopping paradise of Orchard Road, an
excellent combination of accessibility and aesthetic
surroundings. Park Avenue revolves around choices.
Choices to fit the individual or families from suites to
penthouses at attractive rates for every budget.
Park Avenue Suites is also surrounded by many food
and beverage outlets and near the entertainment area of
the yuppies. There are many specialised retail shops and
even a Cold Storage supermarket in the same complex.
Staying in Park Avenue Suites has never been more
convenient. You will enjoy easy access to nearby MRT
stations and major expressways. Park Avenue Suites’
close proximity to trendy shopping centres and exciting
dining venues makes it the ideal home in the heart of
the city.
Types of accomModation
• Stylish furnishings and fittings
• Range from one-bedroom to four-bedroom penthouses

Amenities & features
• Air-conditioning with individual controls
• Home Theatre System with LCD TV
• Fully equipped kitchen
• Washer cum Dryer
• IDD telephone with voice mail facilities
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•
•

Wireless Internet access
Electronic safe

Facilities & services
• Personalised housekeeping services
• Daily continental breakfast on business days
• 24-hour security
• Outdoor swimming pool
• Fully equipped gymnasium
• Children’s playground and barbeque area
• Tennis & squash courts
• Business centre and meeting rooms
• Parking
Park Avenue Residences
Located along Kim Yam Road, a short distance away from
Singapore’s main shopping belt Orchard Road, Park Avenue
Residences is a stone’s throw away from the Central Business
District. Trendy shopping centres and exciting dining venues
abound in the vicinity. You will enjoy easy access to nearby MRT
stations and major expressways that link you conveniently to
other parts of Singapore.
Park Avenue Residences has incorporated modern conveniences
into these 36 exclusive units. Based on the concept of conservation
shophouses, each apartment is fully furnished with exquisitely
crafted furniture specially selected to create a tropical haven for
you. Our thematic rustic charm offers you the cosy comfort of a
home set against the urban chic of the city.
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Building

A

A single negative encounter can undo a positive image

‘Service DNA’

t the Launch of the Tourism Careers Campaign in

PRO-ACTIVE SERVICE

October 2007, Mr Ng Eng Hen, then Minister for

“We want the participants

Manpower and Second Minister for Defence, spoke

to understand that service

of a service mindset that Singapore would need to

comes from the heart and

compete and attract the tourist dollar. The Singapore Tourism

that service is not about

Board has set targets to achieve 17 million visitor arrivals and

being

$30 billion tourism receipts by 2015.

Diana Chong, a trainer who

“The IR (integrated resort) developers have told us that

humble,” said

Ms

was conducting the 5-day

although specific skills are required, the primary requirements

CSP

are to have a service mindset and being able to deliver good

Singapore Human Resources

service, i.e. service skills is most critical in their recruitment

Institute (SHRI). “Service is

consideration and a pre-requisite for a range of tourism jobs,”

more about providing help,

said Mr Ng.

finding alternatives and solutions. When we do this, we find

To help enlarge the reservoir of workers with service skills
for tourism jobs, the Singapore Workforce Development Agency

Programme

at

the

Setting up the ‘buffet’ before the class
emerges for their teabreak.

that the customer actually benefits, and indirectly the service
provider benefits as well.”

has developed the Certified Service Professional programme

SHRI is an approved training organisation (ATO) for the

(CSP) to train 36,000 non-tourism workers to take on various

CSP programme. In June this year, two sessions of the CSP

service jobs such as hospitality, service and retail assistants,

programme was conducted concurrently, training about

waiters and hotel receptionists.

40 participants in total.
As a freelance trainer who has conducted several
courses for the retail industry, Ms Chong feels
the sharing that comes from the participants’
own service experience is invaluable.
During the class the positive aspects of
a service professional are also reinforced
with various group exercises and activities.
The

participants

were

tasked

to prepare a banquet service
for their fellow participants,
and several groups took the
initiative to add the extra
touches like the tablecloths,
flowers and serving trays.

All dressed up to serve their fellow
participants with a smile.
54 humanCapital I AUGUST 2008

They also had the opportunity to
‘strut their stuff’ down a runway. This was
to emphasise the importance of creating
that first impression. If the customer is
not impressed with the way you dress and
walk, the negative perception will turn into
a negative bias towards you.
Mr Lukman Yusoff was retrenched from
his job as a sales manager for an IT firm. A
friend recommended him to take up the
CSP programme and he has enjoyed the
sessions tremendously. “Diana accepts
that we are adults, and does not just teach
from the textbook. Everyone in the class
is so willing to share their experience and
no one is sleeping!” He looks forward to
becoming a CSP trainer one day!

Participants get feedback on how they
walk and present themselves.

Mr Lukman Yusoff discusses the features and
benefits of an object in a group discussion.

Interested in becoming a Certified Service Professional? Call SHRI at 6438 0012 or visit the website at http://www.shri.org.sg/_csp.asp.
Participants eligible for the WDA funding pay only a fee of $65 for 5-day programme.
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INDULGE

Come
Feast
at
the
Harvest
140 varieties of Japanese ala-carte buffet

L

et the celebrations begin. It’s time to share in the
harvest. Opened a year ago, Minori Dining & Sake Bar
(“Minori”) has been entertaining an eclectic clientele
at UE Square. From business suits during lunch hour
to the Friday night party revelers who head to Clarke Quay
after dinner, Minori is also a favourite for family sojourns with
UE Square offering unbelievable free parking on Sundays.
To the owner, the location is truly heaven-sent.
Thomas Loh opened Minori in May 2007 and has been busy
creating specials to celebrate the restaurant’s first-year anniversary.
Despite all the talks about inflation, the restaurant’s original alacarte list of 127 items has snowballed to more than 140 items such
as sashimi, sushi, tempura and teppanyaki, offered seven days a
week, from just $29 and onwards.
Reaping Fans
“Minori” is Japanese for harvest and the restaurant is reaping new
fans with its serene ambience and décor that can best be described
as simply modern with Asian accents. As hand-painted gold murals
glaze the walls, wheat reeds encased in special glass displays are
set against a dark wood interior.
If you yearn for sashimi from the moment you enter, the
recommended starter would be the Sashimi Moriwase, a new
offering of eight types of raw faves – Mejajiki sashimi (Swordfish),
Shake (Salmon), Maguro (Tuna), Hamachi (Yellow Tail), Sugi (Black
King Fish), Tai (Snapper), Tako (Octopus) and Ika (Cuttlefish). For
some diners, Temaki (Hand Roll) fans will be spoilt for choice with
15 selections to choose from including the ‘spider’ handroll (made
with soft shell crab).
Minori’s yakimono or grilled selection would appeal to diners
who enjoy the natural flavour of skewered fish, meat or vegetables.
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They are prepared with just a splash of sake and mirin.
Food lovers with an adventurous Japanese palette are in
for a treat: besides the usual fare of grilled mackerel and
pregnant capelin, Minori also serves grilled chicken heart
and tail as part of the ala-carte buffet menu.
A dish that warrants special mention is the Gyuniku
Shogatayaki. Dip the finely cut beef strips into the
chef’s special sauce and get ready for a unique savoury
encounter. Your chopsticks will come right back for more. That’s
how irresistible it is and understandably it is one of Minori's many
signature dishes. For carb-hungry moguls, the unique dish of Unagi
Yaki Meshi (Eel Fried Rice) will assuage your cravings.
The simple fare offered for dessert, which is not part of the alacarte buffet, seems only appropriate given the rich buffet spread
and offering. The recommended green tea or black sesame icecream helps end your meal on a satisfying note.
The new items on the mega menu from 25 August 2008 will
include Inari Maguro Mayo Sushi (Bean Curd Skin with Tuna/
Mayonaise), Shake Wasabi Mayo Temaki (Chopped Salmon with
Wasabi Mayonaise Hand Roll), Niku Jaga (Stew Pork Belly with
Potato & Carrot), Tako Yaki (Soft Octopus Ball), Ika Yaki (Grilled
Roed Squid), Chizu Chawanmushi (Cheese Steamed Egg Custard),
Unagi Kabayaki (Grilled Eel with Special Sweet Sauce), Asari Shiru
(Bean Paste Soup with Clams), Niniku Yaki Meshi (Garlic Fried Rice),
Hiyashi Ramen (Chilled Japanese Noodle) & many more.
Minori Dining & Sake Bar is located at #03-15/16, UE Square (Shopping
Mall). The restaurant has three private rooms, two are adjoining and
can seat up to 24 people; another is a tatami room for 12 persons. Daily
Opening Hours: Lunch 11.30am to 2.30pm, Dinner 6pm to 10.30pm.
Tel: 6737-3353 (Reservations Recommended)

GOING GREEN

Hot on the

Paper Trail

Is your office using environmentally-friendly paper?

I

f you have a look around, paper is
hardly becoming an endangered
species despite the talk of a paperless
office one day. It may be the digital
revolution but paper remains a staple in
the workplace.
On World Environment Day, June
5, humanCapital spoke with Mr Thirawit
Leetavorn, Senior Vice President of Advance
Agro, the Double A paper manufacturer, on
how companies can still have a ‘green thumb’ when
it comes to paper. Just like choosing to install energy saving light
bulbs, companies can switch to environmentally-friendly paper.
HC: What is the demand like for paper today?
Leetavorn: Demand for paper continues to grow at 3 per cent per
annum, not bad for a mature industry. In the last 20 years, Asia has
grown in stature as a major player in paper and pulp. Indonesia is
one of the largest producers in the industry and China is rising fast
as both a major producer and consumer.
HC: Why is the paper and pulp industry ranked as one of the
most polluting industries in the world?
Leetavorn: There are three reasons. Firstly, cutting down trees as
raw material releases carbon into the atmosphere. Secondly, the
industry is a large consumer of water and energy. Thirdly, the use
of chemicals in the production process.
HC: How is Double A addressing these issues?
Leetavorn: We believe we have a model that is sustainable. We
have a unique farmed trees approach. We work with Thai farmers
to plant our Double A paper trees in the unused spaces around
their rice paddy fields. At least 40 trees can be grown around
each paddy field. The farmed trees are harvested every 3 years,
a unique and fast cycle. Unlike plantations where large tracks
of land are cleared, destroying natural fauna and flora, farmed
trees complement the paddy fields and help the land regenerate.
The farmer purchases the saplings but is able to earn about

8,000 Baht when he sells the mature tree back to Double A; it
helps him upkeep his land and sustain his family.
HC: What about water usage and energy?
Leetavorn: Our source of water is the rain. We have a 36 million m3
reservoir which supplies water not only for the mill, but also to the
industrial park that we are in. With advanced technology, we have
also reduced the amount of water consumed during the pulping
process. Usually, you would use 60 m3 of water to produce 1 tonne
of pulp. We use only 6 m3 of water.
As we only use the fibre of the tree in the pulping process,
the rest of the tree i.e. the tree bark, the leaves, etc. are channeled
to generate biomass energy. Hence, no fossil fuels are used. We
produce enough electricity to run the mill and the office (savings
of 340 million litres of diesel oil), to supply the industrial park as
well as to the local authority.
HC: What chemicals do you use?
Leetavorn: With our technology, we do not bleach the paper white
with chlorine. Our wastewater treatment system is up to European
standards. The Environment Protection Agency in Thailand has an
online reading of our wastewater plant and they are able to check
on our treatment levels. The treated water is used to maintain
the area around the mill, goes into our fish pond and waters our
luscious green grass.
HC: Is there a difference between recycled and paper made
from farmed trees? Which is more environmentally friendly
and economical?
Leetavorn: Recycling paper is a good practice but the process is
energy intensive. At Double A, our paper is environmentally friendly
because of our practices. Our farmed trees, water reservoir and
biomass energy, positions us competitively in the market as fuel
prices start to climb. Our process is a closed and sustainable cycle.
As we are producing more energy than we are using, hence we are,
overall, emitting less greenhouse gases. Comparing the price of
100% recycled paper to Double A’s environmentally-friendly paper,
we are more economical by at least 30 to 40 per cent.

This is the 1st of our 3-part series on Going Green. Look out for our next issue as Double A shares some innovative environmental tips for the workplace.
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MICE FOCUS

When

Green Minds

Meet

Championing the Green Initiative in Corporate Events
As the environment
and its preservation
increasingly becomes
the key issue of our
time, what can our evergrowing MICE industry
do to contribute to the
green initiative?

I

n January this year, the Singapore Tourism Board (STB) released its

may have grown exponentially during the subsequent years.

2008 targets – to achieve S$15.5 billion in tourism receipts (TR)

Yet, even with the absence of decisive figures, the extent of the

and attract 10.8 million visitor arrivals (VA). Singapore recently

inadvertent harm done to the environment by a single industry

welcomed some major players in the Meetings, Incentive Travel,

cannot be undermined.

Conventions and Exhibitions (MICE) industry who have set up their
bases in Singapore, a boost to Singapore’s position as a major venue

BECOMING A NECESSITY

for events. It also reflects the positive sentiments of the robust MICE

With environmental issues taking centrestage in the agenda of

market in Singapore and the region.

commercial, political and social spheres in different parts of the world,

As Asia continues to top world charts in travel and tourism

there is no question that, as far as the corporate events industry is

growth and activity, how is the MICE industry addressing the

concerned, “going green” is no longer a fashionable catchphrase but

environmental challenges? Joel Makower, hailed as “the guru of

an necessary way of life for MICE organisers and participants.

green business practices” by The Associated Press, said, “Nearly

It is only logical to infer, too, that going green lets organisations

every aspect of travel is being viewed through a ‘green’ lens, from

save significant amounts of resources—financial or otherwise—

transportation to tourism, hospitality to conference venues. But

and gain positive public relations. Against the backdrop of global

there’s no single standard - as with so many other sectors, there’s no

economic uncertainties and increasing market competition,

definition of ‘how good is good enough’. That makes it challenging

corporations may view environment-friendly practices, which

for even the most committed companies to be seen as green.”

automatically entails reduction of consumption and maximisation

In 2001, the Union of International Fairs conducted a survey
in order to offer a glimpse at how much waste is churned out by

of resources, as an ingeniously palatable way of cutting costs and
upping market reputation.

the international exhibition industry alone. The survey revealed

Greening a meeting need not be a rocket science and, more

an average of 2,934 tonnes of waste produced at the fairgrounds

importantly, does not entail a price premium. Some strategies

during that year, ranging from a low of 60 tonnes to a high of

meeting planners can adopt are actually simple, yet the impact to the

12,000 tonnes. It is highly likely that the numbers clocked in

natural integrity of the conference venue can be quite significant.
continued on page 64
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MICE FOCUS

Stage it at

K

Singapore Expo

eeping pace with Singapore’s dynamic growth as Asia’s
premier integrated trade hub, Singapore Expo Convention
and Exhibition Centre continues to enhance its offering as
a world-class centre for meetings, incentives, conventions
and exhibitions (MICE). Merging comprehensive facilities, advanced
technology and personalised service, Singapore Expo aims to be the
event organiser’s venue-of-choice.
“We offer generous space that can be tailor-made for any event,”
said its general manager Keith Oliver. “Our function rooms can be
scaled according to the needs of the organiser. They are also equipped
with good acoustics and audio-visual capabilities as well as 3.5G
wireless broadband. We are uniquely positioned to cater to local and
international corporate functions of any scale or purpose.”
Singapore Expo houses 10 conference halls, 9 meeting rooms, 8
versatile Mobile Conference Rooms (also known as V-Rooms), as well
as 10 multipurpose convention and exhibition halls (10,000 sqm each)
that can accommodate as many as 19,000 people in 1 single seating —
perfect for any occasion, be it an intimate affair or a grandiose gathering.
There are ample pre-function holding areas and experienced personnel
on hand to ensure that every event runs smoothly and efficiently.
Sensory Feast
Like all great venues, Singapore Expo has championed the art of ambience
creation to suit any event’s intended mood. From lavish accoutrements to
sleek furnishing, the venue offers limitless possibilities when it comes to
the innovative themes event organisers can adopt and execute.
International cuisine specially whipped up by Singapore Expo’s
Official Caterers, Creative Eateries and SCS Food Services (part of the
Select Group), is one of the venue’s biggest pull. Event guests and
participants are treated to a wide variety of delectable favourites ranging
from 4-course Western set meals to oriental banquets, from champagne
brunches to evening cocktail parties, from high teas to local fare.
Easy Access
What makes Singapore Expo an ideal point of convergence for
domestic and international audiences is its accessibility. Located in the
east of Singapore, it is a 5-minute drive from the Changi Airport and
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is convenient with its very own futuristic-looking Expo MRT Station.
Motorist-friendly, Singapore Expo is linked to 3 major expressways
(Pan-Island Expressway, East Coast Parkway and Tampines Expressway)
and offers over 2,200 car park spaces and plenty of coach bays.
At Your Service
“Personalised” best describes the kind of service Singapore Expo
provides to event planners and their audience. Once a space is
reserved, Singapore Expo’s dedicated and professional team becomes
actively involved in every stage of the event preparation, viewing all
clients as unique and addressing their specific needs with attention
and promptness. When it comes to raising the bar in events handling,
Singapore Expo’s event service team can assure quality and innovation
for any function.
To learn more about the extraordinary Singapore Expo experience,
contact us at 6403 2160 or email sales@singaporeexpo.com.sg.

Banquet concepts from Singapore Expo
Centre Stage: Tables and seats arranged in a circular format
offer a good view for every participant. This concept electrifies
the excitement level with greater interaction with the audience.
Client: IJMS-100 Million Pens Celebration Dinner and Dance 2007 by
Hewlett Packard.
10,000 Pax: A large-scale dinner – arranged in neat rows gives the
impression of a mega banquet hall for the multitudes. Client: InterFaith & Racial Harmony Dinner by Sheng Hong Temple.
Tiered Dining: The one-and-only venue offering Vegas-style
setting with dining tables arranged at different levels, enabling
unblocked views of performances at the front. Client: SACEOS
anniversary gala dinner.
Flexible Arrangements: Based on any fanciful themes. Special
lighting, drapes, curtains made of sheer material, beads, fireworks
effects – anything is possible at our flexible multipurpose halls to
create another world for your banquets. Banquet sizes range from
80 tables to 1500 tables.
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continued from page 60

STARTING GREEN
For starters, opting for a green venue for an event can spell a huge
difference in how easy the green initiative can be integrated into
a meeting. This step generally has two considerations. One, the
venue’s proximity to participants helps in reducing emissions
related to travel while effectively decreasing travel time. Two,
a green venue is more likely to provide auxiliary facilities such
as accommodation and recreation that comply with sound
environmental practices.
With strong resolve, event organisers can even include
environment-friendly clauses in their agreement with the conference
venue, making sure to outline all expectations in terms of the
practices with which the event will be run. A considerable supply of
recycling bins or the use of energy efficient lighting systems are only
just few of items a venue should be able to provide.
It would also be ideal if the event venue can also provide

Greening your
event checklist
Step 1: Commit to a low-carbon,
sustainable event
Consider making the event carbon neutral by
calculating emissions and investing in a greenhouse
gas offset project.

methods that can track the rate of resource consumption, from
water and electricity usage to paper products utilisation. Keeping
track of these measurables can help organisers to assess the overall
impact the meeting is having on the environment, and can be a
realistic reference in planning subsequent events.

Step 2: Educate
Have clear information and signage for event
participants about your goal to make your event lowcarbon and sustainable.

When it comes to food and beverage served in meetings, there
are various ways to convert potential waste into an opportunity to
save the environment. In many parts of the world, event caterers
promote water conservation by not pre-filling water glasses, offering

Step 3: Transport
Choose a venue that is near public transport or organise a
shuttle service if the event is in a remote area.

refillable water bottles and refreshment stations. By sourcing local
and organic food, the event can support environmental purchasing.
In addition, waste reduction can also be achieved by avoiding nonbiodegradable packaging and disposables.
PAPERWORK
Participants to conferences may not be aware of this, but the onsite practices and the collateral used in the event proper comprise
most of the potential waste in meetings or exhibitions. For one,
the sheer volume of paper products used in such events can
be quite overwhelming, and depending on whose hands these
papers will be given to, most of it winds up in places other than

Step 4: Energy
Turn off lights and appliances when not in use.

Step 5: Waste – reduce, reuse, recycle
Reduce the amount of paper and packing you use in, for
example, conference packs or promotional materials.

Step 6: Procurement (sourcing your
materials)
Give preference to environmentally responsible service
providers.

the trash bin, useless and unsightly. Choosing environmentalfriendly paper or harnessing new media like websites, blogs and
podcasts, digital signages, limiting handouts for distribution,

Step 7: Water

Check your venue for leaking ceilings, pipes and taps.

are just some of the ways companies can reduce their carbon
footprint.
When it comes to adopting earth-friendly initiatives in
meetings, conferences and exhibitions, no step is too small to make
the industry’s impact to the environment positive. Ultimately, it is
also the corporate events industry that will reap the benefits of an
environment that is conducive to professional interactions.
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Step 8: Food and Beverage
Use reusable serving containers, tablecloths, linen napkins,
dishes and cutlery.
Source: www. world.environment.govt.nz, World Environment Day, 5 June 2008

HealthWatch

Healthcare

WHEN YOU NEED IT

O

pened on 1 March 2008, the Raffles Executive Medical Centre
(REMC), located at Level 2 of the Raffles Hospital, sets out to make
a difference; to offer a premium ‘business class’ service for patients
who want that extra touch.

“Since the Centre opened its doors, the clinic has attended to many

satisfied patients,” said Dr Wilson Wong, Medical Director of Raffles Medical.
“This Centre is appreciated by busy executives who have time constraints,
care is delivered by our dedicated team of senior Raffles physicians, nurses
and healthcare managers.”
The REMC is designed for convenience, from its modern facilities,
comfortable patient area, providing internet access and light refreshments,
to the availability of car parks and access to public transport. In addition to
outpatient services, REMC also offers health screening and travel medical
services to help patients make a safe and worry-free trip safe.
ROUND-THE-CLOCK
If you should feel under the weather before your flight at Changi Airport,
Raffles Executive Medical Centre
585 North Bridge Road
Raffles Hospital
Level 2, Singapore 18870
Tel: 6311 2288

there are seven conveniently located Raffles Medical Clinics you can seek out

Raffles Medical @ Changi Airport
• Transit clinics at Terminals 1, 2 and 3
• Clinic at Budget Terminal
• Landside clinics at Terminals 2 and 3
• Clinic at Changi Airfreight Centre

Raffles Medical has been the medical service provider at the airport. “Now

Website: www.rafflesmedical.com
Email: enquiries@rafflesmedical.com

medicine, health screening, occupational medicine, aesthetics, dentistry,

at the airport.
“We take pride in being a part of Changi Airport’s success,” expressed
Dr Kenneth Wu, General Manager of Raffles Medical. For the past 17 years,
we have a new one-stop medical centre at Terminal 3 that’s open 24/7 to
complement the airport services.”
The Centre offers multi-disciplinary services in the areas of family
obstetrics & gynaecology and emergency services.
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Strategic HRM: Aligning HR
to Business Strategy
Moving from ‘back office’ to ‘front office’

W

hile the term ‘strategic human resource
management’ (SHRM) may sound like an oxymoron
to some, many companies recognise that effective
HRM is key to their competitiveness. It is widely
acknowledged and accepted in business that the sources of sustained
competitive advantage lie not only in access to finance or capital, but
within the organisation, in people and processes capable of delivering
business strategies such as customer satisfaction or rapid innovation.
There is a considerable debate about what 'Strategic Human
Resource Management' (SHRM) actually means. There are many
definitions, including:
'A human resource system that is tailored to the demands of
the business strategy' (Miles and Snow 1984).
'The pattern of planned human resource activities intended
to enable an organisation to achieve its goals' (Wright and
McMahan 1992).
Such definitions range from a portrayal of SHRM as a 'reactive'
management field where human resource management is a tool
with which to implement strategy, to a more proactive function
in which HR activities can actually create and shape the business
strategy (Sanz-Valle et al, 1998).
The range of activities and themes encompassed by SHRM can
be seen from four perspectives:
1. The social and economic context of SHRM - including the
internal (corporate) and external environments that influence
the development and implementation of HR strategies.
2. The relationship between SHRM and business performance,
emphasising the measurement of performance.
3. Management style and the development of new forms of
organisation.
4. The relationship between SHRM and the development of
organisational capability, including knowledge management.
Wright and Snell's (1998) model of SHRM aims to achieve both
fit and flexibility. They emphasise a distinction between HRM
practices, skills and behaviour in their relation to strategy on the
one hand, and the issue of tight and loose coupling of HR practices
and strategy on the other.
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By Prof Sattar Bawany

HR as a Strategic Business Partner
Human resources is described by Dave Ulrich as four key roles.
Management of strategic human resources, management of
firm infrastructure, management of employee contribution and
management of transformation and change. It is within this last
role that business partners have a significant role to play (Ulrich,
1996). See Figure 1 for the paradigm shift of the new roles of HR in
building and sustaining a competitive organisation.
In his book Human Resource Champions Dave Ulrich starts with
the question ‘Should we do away with HR?’. In the opening of the
book he suggests that we may have to if we cannot move the focus
of HR from solely what it does (for example, recruiting, training or
payroll administration) to how it delivers. This is a vital proposition.
Ulrich proposes that HR should select four key areas of activity
that, when executed well as a whole, will support HR’s position and
ability to deliver whatever the challenges that may come along.
He maps out new roles for HR. Each role combines to focus
on delivering improvement within the function and within the
business (Table 1).
FIGURE 1: THE NEW ROLES OF HR

HR Roles in Building a Competitive Organisation
Strategic Focus
Management of strategic human
resources – aligning
HR and business strategy by
organisational diagnosis

Management of
transformation – renewing
the organisation

People

Processes

Management of
infrastructure – processes
to deliver services

Management of employee
contribution – listening and
responding

Operational Focus
Source: Dave Ulrich, Human Resource Champions, Harvard Business
School Press, 1996.

HR Business Partnering – A Model of Change
Ulrich’s model has met with almost universal acceptance amongst
the HR profession. It offers an inspirational path combined with
the comfort of a rather prescriptive and perfunctory description of
how to achieve the model. However, Ulrich offers little in the way
of empirical evidence to support his model and there is very little in
the way of practical suggestions on how to implement the changes
successfully.
TABLE 1: EVOLUTION OF HR ROLES

Mid-1990s

Mid-2000s

Evolution of Thinking

Employee
Champion

Employee Advocate
(EA), Human Capital
(HC) Developer

Employees are increasingly
critical to the success of
organisations. EA focuses
on today’s employee; HC
developer focuses on how
employees prepare for the
future.

Administrative
Expert

Functional Expert

HR practices are central
to HR value. Some HR
practices are delivered
through administrative
efficiency (such as
technology), and others
through policies, menus,
and interventions,
expanding the “functional
expert” role.

Change Agent

Strategic Partner

Being a strategic partner
has multiple dimensions:
business expert, change
agent, knowledge manager
and consultant. Being a
change agent represents
only part of the strategic
partner role.

Strategic Partner

Strategic Partner

As above.

Leader

The sum of the first four
roles equals leadership,
but being an HR leader
also has implications for
leading the HR function,
collaborating with other
functions, ensuring
corporate governance
and monitoring the HR
community.

Source: Dave Ulrich, Human Resource Champions, Harvard Business School Press, 1996.

At the strategic (long-term) level, HR departments and their
professionals get involved in broader decisions – those that provide
overall direction and vision for the organisation. Being a strategic
partner means understanding the external environment, the
business direction of the company, including what the product
is, what it's capable of doing, who the typical customers are and
how the company is positioned competitively in the marketplace.
This is why Tom Webber at Gillette was so effective in his HR

activities as the company launched the Mach 3 Razor. This
process of linking HR to the broader, longer-term needs of firms
and the environment is the essence of strategic human resource
management (Schuler, Jackson and Storey, 2001).
Business strategy charts a course of action designed to achieve
an advantageous and sustainable market position (market share,
margin/profitability, product or technical leadership, etc.). The
strategic management process includes strategic analysis, strategy
formulation, and strategy implementation. Great human resource
strategies are developed within the context of this ongoing
strategic management process. Elements of this integration are
shown in Table 2.
But there is more – we have the opportunity to participate
directly in the formulation of strategy. When we feel strategic,
we are acting as business leaders as well as human resource
leaders, helping to shape strategy as well as implement it. We can
influence strategic thinking through our personal participation
and inputs. We can also help ensure that the planning process is
appropriate for our business and that it is conducted effectively,
with all stakeholders effectively engaged.
Aligning HR to Business Strategy
We also play a role in determining business strategy. We help create
a vision – a picture of the future to guide decisions and actions. We
help debate alternative strategies and weigh their merits – and the
difficulty of execution. We challenge whether proposed strategies
will result in a competitive advantage, and how it may be sustained
in the face of competition and changing conditions. We help define
objectives, set priorities, and establish action plans that will move the
business forward.
Overall corporate strategies vary widely, but most include a
combination of specific business strategies:
• Diversification
• Mergers, acquisitions, and alliances
• New product development
• Market penetration and development
• Product and service innovation
• Business restructuring and cost reduction
Each strategy may involve emphasis on global opportunities,
e-business and Internet applications, technology innovations,
or a focus on the customer as key elements. We ask whether the
right strategies are being adopted and whether they have the
right elements. As HR leaders we specifically consider what will be
required to execute them.
People and organisation issues are related directly to specific
strategic business issues and, in turn, derived from forces driving
the business and critical business success factors. Table 3 highlights
issues currently being addressed through human resource
strategies by leading companies:
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TABLE 2: BUSINESS STRATEGY AND HUMAN RESOURCE STRATEGY

Business
Strategy

Human
Resource
Strategy

Strategic analysis:
Establish the strategic context

Strategy formulation: Define a plan to
achieve an advantageous market position

Strategy implementation:
Execute the plan

• Assess driving forces shaping the future
of the industry (technology, competitors,
markets, customer requirements, etc.)
• Determine key success factors
• Assess business and organisational
capabilities (strengths and weaknesses)
• Define strategic issues
• Determine future market positioning and
competitive advantage

• Formulate mission, vision, values
(a shared mindset)
• Define the required culture, management
philosophy, and business practices
• Set business objectives and priorities
• Develop action plans (steps, timing,
responsibility, resources required, and
performance measures)
• Allocate resources

• Develop required organisational
capabilities (structure, systems,
processes, talent, etc.)
• Manage performance (establish
performance expectations and
accountability for results, manage
performance, evaluate and reward
performance)

• Assess people and organisational
aspects/implications of the strategic
context
• Assess people-related organisational
capabilities (current situation, strengths
and weaknesses)
• Determine future people and
organisational requirements (preferred
future state)
• Determine people-related business issues
(gaps between current and future state)

• Develop people-related strategies
to address these issues (objectives,
priorities, action plans, and measures)

• Enable effective change (communication,
involvement, influence, initiatives, etc.)
• Align core people management processes
to enable strategy implementation
• Align the human resource function with
changing requirements (organisation,
roles, capabilities, systems, practices, etc.)
• Establish and implement a business plan
for the HR function itself (objectives,
resources, priorities, measures, etc.)

Source: Sattar Bawany, ‘HR as a Strategic Business Partner in Today's New Knowledge Economy’, "Human Capital " (Singapore Human Resources Institute), March / April 2004.

Putting People into Strategy
In great measure, leading companies succeed because they
develop and execute strategies superbly. They determine the
talent and the management practices that are required to succeed
and they successfully implement radical changes. Their capacity
for profitable growth lies in their ability to identify (early) and
address (effectively) the people-related business issues inherent in
specific business actions. Business leaders (including HR leaders)
identify, assess, and address the opportunities and challenges of
executing change. Some great strategies are simply not executed;
other strategies were ill-conceived because the enterprise lacked
the capabilities required for execution. For example, a defense
contractor sought to expand its commercial business, but found it
was ill-equipped to develop viable products, engage in marketing,
build new customer relationships, and establish the price-profit
mindset required; even worse, management distraction puts
defense contracts at risk.
Although current strategic thinking stresses that an
organisation’s capabilities are a primary source of competitive
advantage, executives often do not effectively address
changing people and organisation requirements relating to new
technologies, new markets, new manufacturing or distribution
processes. For example, many companies are initiating or
acquiring e-business ventures. How should these be organised?
Should they be integrated with the parent business, or given high
autonomy? How should they be managed to attract and retain
the talent that is so critical? How can knowledge and learning
be leveraged across organisational lines? How much “order and
control” is tolerable in an organisation when speed, flexibility, and
agility are vital to be competitive?
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TABLE 3: PEOPLE AND ORGANISATION ISSUES ADDRESSED BY LEADING COMPANIES

ATTRACTING, RETAINING, AND DEVELOPING CRITICAL TALENT
• Recruiting and selecting scarce talent with critical skills
• Developing the required capabilities in the current talent
• Building loyalty with less company commitment (e.g., job security)
and employee commitment
• Providing the necessary “value proposition” for critical talent groups
• Providing attention to the “whole person” (e.g., desired work
environment, development, work-family balance)
• Addressing the needs/interests of “generation x” and
the “millennium generation”
BUILDING HIGH PERFORMANCE WORK ORGANISATIONS
• Building commitment to creating a high performance culture
• Establishing accountability for achieving business results
(e.g., balanced scorecard)
• Emphasising the business case that provides a line of sight to
business results
• Building customer intimacy and an obsession on customer satisfaction
• Communicating the direction the business is taking and what it means
to each person
• Promoting teamwork and collaboration across organisational units
and regions
• Enabling individuals to update their expertise and skills, be responsible
for learning
• Accelerating speed/cycles, innovation and creativity
• Aligning reward systems with changing priorities (e.g., incentives,
profit sharing, stock ownership, team-based compensation)
• Building values and principles which will sustain long-term
growth of company
ALIGNING PEOPLE WITH THE BUSINESS
• Involving employees in the business planning process (top down,
bottom up iteration)
• Building a business mindset, addressing how employees may
contribute and building commitment through understanding
• Establishing cross-business activities (e.g., cross-functional teams,
assignments, communications)
• Building more effective two-way, personal communications with
managers, team leaders, or coaches
• Evolving from quality management and re-engineering to balanced
change integration focusing on growth, market share, new markets,
and customer retention
Source: Sattar Bawany, ‘HR as a Strategic Business Partner in Today's New Knowledge
Economy’, "Human Capital " (Singapore Human Resources Institute), March / April 2004.

As human resource leaders and business leaders, we raise
questions, provide information, and provoke deeper thinking about
strategic choices and strategy implementation. To implement new
strategies, our businesses must manage people differently. And for
the business to manage people differently, we must formulate and
implement business strategies differently – ensuring consideration
of important people-related issues as business issues. As long
as business strategies overwhelmingly emphasise financial and
market considerations, the people considerations (however crucial
they may be) will be addressed later – and later may be too late.
Opportunities to Lead
Executives typically do not invite HR leaders to provide inputs to
discussions of strategic choices. They don’t know what contribution
is possible. Accordingly, as leaders, we must seize opportunities
to lead by applying a business perspective to identify peoplerelated business issues. We need to become actively engaged in
the studies, projects, meetings, and informal discussions that result
in strategic choices. In the process, we will learn about business
strategies and their implementation requirements. The formal
strategic planning process is one forum, but informal discussions
of people-related issues and solutions usually provide the most
important opportunities.
Whenever we discuss a human resource initiative or action, we
need to explain why it is important. What issue does it address;
what business strategy, and in turn, what business issues and
external driving forces? For example, it’s not enough to say that
a work-family initiative will improve employee retention; we must
establish that retention is critical to contain costs of recruiting
and retraining, develop the experienced talent needed to grow
the business, and maintain customer service continuity. In even
a short conversation (e.g., an elevator ride), we should be able to
articulate the business case for an initiative. We also should raise
questions when we believe capabilities do not exist to execute a
given strategy – and force consideration of new implementation
actions or even changes in the business strategy.
The opportunities for HR leadership are greatest for seniorlevel HR directors in business units or functionally specialised HR
consultants working with business units as clients. They are already
“at the table”, with access to information and opportunities to
speak up and ask pertinent questions. Experience indicates that
informed and thoughtful HR leaders will be welcomed and valued.
Conclusion
Acting as business leaders are different from saying we are business
leaders. Studies have found that HR leaders are not fulfilling the role,
even while they acknowledge it is important. As business leaders we
set our priorities according to the potential business impact of activities

and concentrate our time and energies on the most important. The
HR leader role is a primarily a “front office” role – with a majority of
time devoted to interaction with others on the management team.
HR leaders are moving away from the “back office” role, reducing their
time spent as operational problem solvers. Effective HR leaders rely
on colleagues across the human resource community to handle more
of the operational human resource work. And to maintain functional
excellence with scarce resources, we are outsourcing services,
leveraging technology, and enabling employees and managers to
meet their own needs with minimal help.
Finally, we need to develop the capabilities required to be
effective business leaders and human resource leaders. As human
resource and business leaders, we strive for superb execution of
strategies that will give our business an advantage by matching
internal capabilities with external market opportunities far more
effectively than our competitors. We are obsessed with doing the
right things, achieving results, and thereby help achieve targeted
business objectives. To become effective in this role, we must
create opportunities to lead, find the time to lead, and develop our
capabilities to lead.
But there is more – we have the opportunity to participate
directly in the formulation of strategy. When we feel strategic, we
are acting as business leaders as well as human resource leaders,
helping to shape strategy as well as implement it. We can influence
strategic thinking through our personal participation and inputs.
We also can help ensure that the planning process is appropriate
for our business and that it is conducted effectively, with all
stakeholders effectively engaged.
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High Performance
Cultures: Just Lip

Service?

by Alan Nankervis

Singapore research study
reveals nature of link
between performance
management and
organisational effectiveness

A

recent research study conducted in Singapore in partnership

The components of PMS which appear to reinforce these high

between the Singapore Human Resources Institute (SHRI)

performance cultures include ‘extensive communication about

and the School of Management at RMIT University in

performance management’ (98%); ‘performance-related pay’ (95%);

Melbourne has revealed some mixed findings about the

‘setting challenging and stretching goals’ (88%); ‘an integrated

contributions of performance management systems to organisational

approach to people management’ (88%); ‘developmental goals’

effectiveness in Singapore companies.

(85%); ‘line management ownership of PMS’ (83%); and ‘performance

Although only 40 respondents took part in the study, which was
available online at the Singapore Human Resources Institute (SHRI)
website in early 2008, there were some very encouraging signs.

management training for everyone’ (83%).
Whilst most of these aspects have been suggested by performance
management theorists, it is interesting to see them demonstrated in

Nearly 88 per cent of the predominantly generalist managers

organisational practice. In particular, the increased use of performance-

(72%) from medium- and large-size organisations reported that they

related pay is an interesting finding, although 70 per cent of the

had mission or vision statements which were widely supported by

survey’s respondents came from the private sector where it may be

their employees, and are contained in their performance management

more generally employed. Also, despite widespread support for

systems (PMS). Similarly, 88 per cent had written core values, and nearly

performance management training, in practice only 52 per cent train

78 per cent had clear business strategies, both of which are reflected

all their staff, and 55 per cent their specific appraisers.

in their PMS.

Table 1 illustrates the most common elements included in

Operational aspects of these such as customer focus (82%), quality

PMS, notably individual appraisals, objective-setting and review,

(77%), productivity (77%), business awareness (80%), team structures

performance-related pay, and personal development plans. As in

(77%), and competence (67%) underlie reported high performance

earlier such surveys, team, peer, subordinate, and 360 degree feedback

cultures in these workplaces.

techniques, are not widely incorporated.
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Somewhat surprisingly, such strategic PMS frameworks as the

On the one hand, senior managers support the important

Balanced Scorecard (47%) and Six Sigma (35%) have yet to replace

contributions of performance management systems to organisational

more traditional approaches including SMART (71%), Management

competitiveness, citing as evidence the incorporation of business

by Outcomes (73%), mere statutory compliance (62%), or financial

strategies, visions, goals, and multiple interconnected mechanisms.

frameworks (59%).

On the other, they suggest that organisational practices do not

Table 2 demonstrates the degree of ‘buy-in’ to the PMS from senior,

always achieve the desired outcomes; that not all managers have full

middle, and supervisors in their companies. It suggests that there is still

ownership of and commitment to their performance management

some way to go before full support and commitment is given to high

systems; and that consequently, PMS are seldom as effective as they

performance cultures, most notably at the crucial supervisory levels.

might be.

As in earlier studies, respondent satisfaction with their
PMS varies, with only 20 per cent ‘very satisfied’ and 68 per cent
‘mildly satisfied’. The perceived effectiveness of such systems is
generally measured through regular employee climate surveys
(50%); informal (47%) or formal feedback techniques (44%), and
occasional focus groups (23%). However, as Table 3 shows, a broad
variety of key factors are employed to assess the value of the PMS
to overall organisational effectiveness.
The study overall thus shows a somewhat contradictory view of the
links between performance management and corporate effectiveness
in Singapore’s public and private sector organisations.

About the author: Alan Nankervis is the Associate
Professor of Human Resource Management in
the School of Management at RMIT University in
Melbourne, Australia. He was formerly the Director
of Research & Head, Human Resources, at the
School of Management at Curtin University of
Technology in Perth. He has had a long association
with SHRI, serving on its HR Awards Panel, and as
the editor of the Research & Practice in Human
Resource Management journal for many years.
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RECRUITMENT

licence number: D610701G

Interested candidates may submit their resumes to jobcentre@spec.org.sg quoting the reference number

Operations Manager (Ref: BT1)

Finance Manager (Ref: BT2)

Our client is in the food & beverage industry and is committed to
its mission of leading a new lifestyle culture with new, innovative
changes and creative differentiation to craft products with passion
and vibrancy.

Our client is in the food & beverage industry and is committed to
its mission of leading a new lifestyle culture with new, innovative
changes and creative differentiation to craft products with passion
and vibrancy.

Responsibilities
• Fully responsible for Singapore operations
• Develop management system
• Develop a service culture to enhance image and loyalty in customers
• Build teamwork to support the operations
• Assess, recruit, develop and retain a competent operation team
• Create a fun and enjoyable environment to work in

Responsibilities
• In charge of full set of company accounts and tax compliance
• Ensure timely preparation of monthly financial and
management reporting
• Budgeting and variance analysis
• Cash flow management
• Liaise with external & internal auditors and tax agents

Requirements
• Diploma or Degree holder from a recognised educational
institution
• Proven record of management and leadership ability
• Experienced, well-rounded operational executive, with
minimum of 5 years in Management position, preferably
in F&B establishment
• Positive attitude
• Profit-minded
• Balanced between priorities and relationship
• Pro-active and willing to contribute to the overall business
environment

Requirements
• Degree in Accountancy or equivalent
• At least 7 years’ relevant working experience of which at least
2 years at a supervisory level
• Bilingual in both English and Mandarin
• Willing to travel
• Only Singaporeans or SPRs can apply

Accountant Assistant (Ref: BT3)

Software Design Engineer (Ref: MIT4)

Our client is in the food & beverage industry and is committed to
its mission of leading a new lifestyle culture with new, innovative
changes and creative differentiation to craft products with passion
and vibrancy.

Our client, a leading provider of integrated automation solutions
to the semiconductor industry worldwide, designs, develops and
distributes a wide range of automated equipments that cater to the
front and back-end processes of IC assembly.

Responsibilities
• In charge of full set of accounts (AP, AR Cash Book Inventory & GL)
• Ensure monthly management report and schedules are finalised
on time
• Monitor actual expenses against budget
• Prepare billings for franchise, inter-company, royalty fees
• Liaise with auditor for yearly auditing and tax agent for corporate
tax matter
• Other ad-hoc assignments

Responsibilities
• Design and develop PC-based software for automated
semiconductor process equipment
• Implement CIP (Continuous Improvement Programme) initiatives
for existing and new products
• Create software documents, design and code reviews for all
software

Requirements
• Diploma with more than 5 years’ working experience in
accounting professional ranging from trading & distribution or
F & B or retail industries.
• Knowledge of Accpac accounting software (Windows version)

Requirements
• Degree in Electrical/ Electronics Engineering or Computer Science
• Minimum 3 years’ experience in programming on Windows (NT,
2K, XP & Vista) environment
• Proficient in VC++, MFC, SQL and OOP
• Good knowledge in developing multi-threaded control software,
SEMI SECS/GEM equipment connectivity standard and
Software Development Life Cycle
• Hardware experience in using Servo, Stepper Motion Controller,
Analog Device and High Speed I/O
• Experience in design of GUI in Chinese will be an added advantage
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licence number: D610701G

Interested candidates may submit their resumes to jobcentre@spec.org.sg quoting the reference number

Industrial Project Manager (Ref: GP5)
Our client, a global electrical distribution company offers customers
throughout Asia a strong source to buy foreign and domestic
products to meet their multi-national specification needs.
Responsibilities
• Develop sales strategies on electrical equipment and
components from leading manufacturers
• Support the sales team in direct selling of electrical products
to large industrial customers and aggressively developing new
accounts
• Provide technical sales support and consultancy to clients for the
sale of electrical products
Requirements
• Bachelor’s Degree or Post Diploma or Diploma in Electrical
Engineering and Marketing
• Minimum 5 years’ senior sales experience in industrial products
• Strong electrical product and market knowledge with extensive
contacts in one or more industrial sectors

Senior/Sales Engineer & Industrial Outdoor
Sales (Ref: GP6)
Our client, a global electrical distribution company, offers customers
throughout Asia a strong source to buy foreign and domestic
products to meet their multi-national specification needs.
Responsibilities
• Direct selling of electrical products to Oil & Gas, Marine Offshore,
OEM / Manufacturing and other industrial sectors
• Develop sales plans and penetrate strategic accounts
• Provide technical sales support and consultancy to clients for
the sale of electrical products in order to develop business
opportunities and expand customer relationships
• Perform all aspects of selling to maintain new or existing
customers, including take-offs, project quotations, closing
orders, preparation of submittals and resolving customers’
problems
• Close sales contracts and meet forecasted sales goals
• Cultivate effective long-term relationships at all levels of the
customers’ organisation
Requirements
• Degree/Diploma in Electrical Engineering
• Minimum 3 – 5 years’ sales experience in industrial products
• Electrical product knowledge

Business Analyst (Ref: EC7)

Project Engineer (Ref: EC8)

Our client is founded specifically to tap into the value creation
possibilities in the natural gas sector.

Our client is founded specifically to tap into the value creation
possibilities in the natural gas sector.

Responsibilities
• Collect and collate market and industry data
• Provide strategic business analysis to the project team
• Draft proposals and presentations for senior management
• Conduct feasibility and economic studies including budget
analysis and cost estimates
• Develop business and implementation plans for projects,
including reports for submission to financial institutions and
government authorities
• Provide support, consultation and coordination to senior management

Responsibilities
• Provide project support for total project activities
• Prepare feasibility studies, budget and the scope of new project
developments
• Make presentation to senior management and provide details for
presenting to financial institution
• Ensure that engineering designs from vendors and consultants
are adequate for successful execution of the project
• Prepare the details for inviting tenders and bid evaluation
• Evaluate proposals

Requirements
• Bachelor’s Degree in engineering
• Post graduate qualification in Business Administration
• Minimum 3 years’ experience in a similar capacity preferably in
the oil and gas or petrochemical industries
• Strong analytical and strategic thinking skills
• Team ethic and strong communication
• Time management skills and the ability to perform under tight
deadlines with limited supervision
• Marketing, strategy and planning knowledge
• Robust negotiation skills
• Experience in contracts and its legal framework as well as an
awareness of regulatory codes and legislation
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Requirements
• Degree in Engineering – Mechanical, Civil, or Process Controls
• Minimum 5 years’ experience in Oil & Gas or Petrochemical
industries
• Good analytical skills

RECRUITMENT

licence number: D610701G

Interested candidates may submit their resumes to jobcentre@spec.org.sg quoting the reference number

Human Resources/Compensation & Benefits
Managers (Ref: HR11)
A number of our clients are looking to fill the above posst.
Responsibilities
• Review and improve existing HR operation processes
• Work closely with various departments’ managers to ensure
timely recruitment and manage employee issues
• Provide timely Compensation and Benefits proposals
• Plan and manage manpower and benefits costs
• Carry out annual performance appraisals and salary review exercises
• Manage staff welfare, rewards and recognitions programme
• Conduct and manage Employee Satisfaction Survey
Requirements
• Degree in any related/relevant discipline
• Minimum 6-8 years experience in HR field with at least 3 years of
relevant experience in a managerial capacity
• Hands-on knowledge in computer software preferably
Microsoft Office
• Strong written and interpersonal communication skills
• Good leadership capability and organisational management skills
• Analytical skills with good knowledge of market benchmark
• Creative retention solutions
• Highly motivated, independent and ability to work in a
fast-paced environment

Project Manager (Ref: EC10)
Our client is founded specifically to tap into the value creation
possibilities in the natural gas sector.
Responsibilities
• Identify commercially viable concepts; understand the risks and
constraints involved in the proposal
• Develop project scope, costs, and execution plan
• Organise periodical progress report submission
• Manage overall project co-ordination
• Prepare feasibility studies for evaluating the viability of projects
and associated activities
Requirements
• Degree in Mechanical or Civil Engineering with good knowledge
of process controls
• 10 years’ work experience in similar capacity in Oil & Gas or
Petrochemical industries
• Able to manage project costs within approved limit
• Able to manage risk

AR/AP/Cost Accountants (Ref: ACC12)

Technical Support Technician (Ref: EP13)

A number of our clients are looking to fill the above posts.

Our client is a leader in helping businesses automate their
production, processing and distribution in the chemical, oil and gas,
refining, pulp and paper, power, food and beverage, pharmaceutical
and other industries.

Responsibilities
• In charge of full set of company accounts and tax compliance
• Oversee the day-to-day finance functions of the company
• Manage month end accounts closing
• Prepare and review monthly company’s financial and
management reporting
• Analyse management accounts and provide management reports
required by HQ
• Cash flow management
• Budgeting and variance analysis
• Liaise with external auditors, tax agent and company secretary
Requirements
• Degree in Accountancy, ACCA or equivalent
• Minimum 3-5 years of relevant working experience, with at least
2 years in supervisory capacity
• Experienced in cash flow management and tax compliance
• Audit experience will be an advantage
• Knowledge of Accpac accounting software (Windows version)
• Pro-active, meticulous and independent at work
• Sound analytical and interpersonal skills as well as being
a team player
• Bilingual in both English and Mandarin

Responsibilities
• Provide effective service, testing & technical support to customer
• Schedule third party contractor and/or own work scope to
ensure proper and timely completion of the in-house testing,
factory acceptance test, site acceptance test, commissioning
of project or system, maintenance service contract, and
warranty claim
• Analyse system checks & testing with responsibility in ensuring
that fulfillment of contractual technical specification and system
is timely
• Create failure analysis log and provide feedback to factory, sales
and marketing on recurring problems
Requirements
• Diploma/Higher Nitec /Nitec/ITC/NTC in Engineering with
2-3 years’ relevant experience
• Willing to travel in Asia Pacific region if necessary and at short notice
• Able to communicate effectively and strong customer focus
• Able to work well independently as well as in a team
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licence number: D610701G

Interested candidates may submit their resumes to jobcentre@spec.org.sg quoting the reference number

Senior/Order Support Engineer – Natural Gas
Technologies (Ref: EP14)
Our client is a leader in helping businesses automate their production,
processing and distribution in the chemical, oil and gas, refining, pulp
and paper, power, food and beverage, pharmaceutical and other
industries.
Responsibilities
• Order Screening and Contract Review of incoming orders for
all technical and commercial terms, pricing and discounts,
commission for compliance with division guidelines
• Place orders with factories by negotiating best delivery
• Input Order Entry on JDE System
• Responsible for documentation associated with orders (e.g. test
certificates)
• Maintain close communication with Order Administration group
to ensure error free orders and timely deliveries
Requirements
• Degree/Diploma in Mechanical/Instrumentation Engineering
• Minimum 3 years’ relevant experience
• Fresh graduate will be considered
• A team player and passion to help drive change
to improve process
• Good communication and interpersonal skills

K

ennametal (listed on NYSE) is one of the world’s leading global sales,
marketing and suppliers of a broad range of high-end engineering
solution and technologically-driven products. With 14,000 employees
worldwide, the corporation’s sales of over USD 2.3 billion yearly is set to
increase with our rapid expansion. As we strengthen our staff strength
to meet the rising expectations of the market, we invite highly skilled,
enthusiastic, energetic and mature people to join our team as:
REGIONAL HUMAN RESOURCES EXECUTIVE
You will be responsible for manpower planning, assisting in the roll-out
of the regional compensation and benefit plans. You will also involve in
the implementation of performance planning and analysis, compiling
regional HR report, policy and procedures, as well as providing frontline
HR advice and services to employees. You will play an important role in
the implementation of a regional HR database and be the master user
for various HR systems. Other duties include conduct training needs
analysis, rolling out training programmes, carrying out HR administrative
duties and employee welfare programmes.
You should possess a Degree in Business or Human Resources from
a recognised tertiary institution with minimum 4 years’ relevant
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Senior/System Engineer (Ref: EP15)
Our client is a leader in helping businesses automate their
production, processing and distribution in the chemical, oil and gas,
refining, pulp and paper, power, food and beverage, pharmaceutical
and other industries.
Responsibilities
• Execute projects independently in terms of engineering aspects
with compliance to company established procedures
• Set up, configure and test hardware and software for DCS and
other systems
• Lead and motivate the project team to deliver within schedule
to customers’ satisfaction
• Carry out site installation and commissioning of delivered
systems
Requirements
• Degree/Diploma in Electrical & Electronics Engineering,
Computer Science, Chemical Engineering or equivalent
• 3-5 years’ experience in Life Science Industry
• 1-2 years’ experience in managing automation projects or
working for pharmaceutical industry
• Willing to travel

experience in a similar capacity. High level of computer literacy,
analytically as well as excellent communication and interpersonal skills
are required. Experiences in SAP will be preferred. We offer excellent
REGIONAL exposure, training programmes, job opportunities and
career development for the right person.
Interested candidates for all the above positions are encouraged to
send your full resume by 31 August 2008 to:
Regional Director, Human Resources
Kennametal (Singapore) Ltd.
No. 11 Gul Link, Jurong. Singapore 629381
E-mail : Singapore-human.resources@kennametal.com
We thank you for your interest in the position and regret that only
shortlisted candidates will be notified.
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S

ome of us know what it is like to reach the peak in

really a smoother path down, of a more natural progression.

our careers. We feel we have peaked when we think

Life does not terminate abruptly as we grow older; it does ebb

we have reached the height of success – be it high

and slow down. That’s what our careers should be like.

earnings, a top-level position, prestige awards, or

Very successful individuals can have such a high career peak

power in terms of the size of business we are responsible for,

that the choices after that are all desirable ones: full retirement

or in terms of the number of people we manage.

without financial worries, choice of recreational pursuits,

When we look back, we can trace the twists and turns in our

travel, charitable work, freelance special professions. What’s

careers that led us to where we are. Many of us achieve a modest

the shape of Warren Buffet’s career? He’s 74. He is the world’s

peak, while others may find a higher point in their careers. But

richest man; still the most respected investor entrepreneur

the same question confronts us - after the peak, what is next?

and he flies around the world buying companies, granting

Sad to say, for most of us, it’s a straight precipitous drop
down, just like this:

$100,000 charitable lunches, and growing his company
Berkshire Hathaway.
What’s the shape of Alan Greenspan’s career? He is 82 years
old. After retiring as Chairman of the Federal Reserve two years
ago, he’s now a speaker, consultant and author. How about our

Career Termination

revered Minister Mentor Lee Kwan Yew? He is 85, and still a key
bastion of Singapore leadership and a highly respected world

Career Growth

statesman.
Of course these are exceptions. These people have career
paths we can only dream of. Yet each of these people is doing
Adapted from
Concours Group By
Prime Plus Project

what he is doing now, by applying his previous vast experience
and putting it to good use. Giving advice and helping the
younger less experienced people.
So why can’t each of us have a similar career path? One in

Yes, at the peak of our career the next step is usually Career

which we step back slightly from the full speed of industry and

Termination. Termination when we possess rich experiences

the economy, but still apply our wealth of experience in useful

in our industry. Termination that puts us “out on the streets”.

ways. The peak of our ideal career path may be somewhat

Termination when we easily have more than a decade of good

more modest. We might not reach the same height in career

years left. Termination when our 20 years of experience can

as these super-achievers, but don’t we deserve a good way to

still be put to good use. Termination when what we want is

downshift to a lower gear?
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Beyond

the Peak

By K T Low

Last year at the National Day Parade, Singapore Prime
Minister Lee Hsien Loong talked about Mrs Ann Wee, 81, who

Career Rebalancing

stayed very active after her prime. She said she wanted a
Rectangular career shape. She meant that she wanted to do
what she’s doing – lecturing and teaching – as long as she was

Career Growth

alive! So Mrs Ann Wee’s career shape probably looks something
like this:

This is not just about companies taking extra good care
of ex-employees out of compassion. It must actually make
Career Growth

good business sense. Companies would not want to lose
their experienced staff. They can look at transferring their
experienced employees to other suitable roles within the
company and pay them appropriately – according to their
correct economic value.
How can we find jobs that utilise our experience and are
yet less demanding from a physical point of view? There are 3

So what shape should our career be? Essentially, it should

avenues:

be the shape of our choice with a gentle ramp down - a bell-

1) Industry Mentoring

shaped curve. We would like to decide when we are at our peak,

2) Interim Management, and

and when we are ready to downshift. Beyond our peak, we

3) Training

would like to go to a stage of Career Rebalancing; to transfer to
a “reduced speed” role in which we can still apply our expertise.
We would like to continue to contribute meaningfully to the

Read our next article in the humanCapital October

economy in our chosen career, without having to switch to

issue on how these three avenues can provide you

a totally different industry. And for this, we would need the

with bell-shaped career paths.

company’s support.
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BOOK REVIEW

TKO Hiring! Ten Knockout Strategies
for Recruiting, Interviewing and
Hiring Great People
By Dave Anderson

T

“Hiring is a lot like dating: As desperation rises,
standards fall!”
his is just one example of Dave Anderson’s wry humour

out that this potential is

to bring home the message that organisations fail to

always contextual and not

recognise the importance of serious, well-structured

entirely encompassing), and

and thorough recruitment system, and as a result end up

sometimes realistic (“It’s a

hiring individuals whose competence and drive do not necessarily

safe bet to assume the best

meet the company’s benchmark. When such things happen,

candidates for your business

according to Anderson, all sorts of work catastrophe can—and

are not amongst the ranks of

will—ensue, from losing money to diminishing the morale of the

the unemployed.”).

rest of the workforce.
In the book, he argues that the hiring process can make or

RIGHT HOOK RULES

break the momentum of any enterprise, and that often it is the

And yet, what makes this

organisation’s recruitment system that needs to exercise rigour in

book a must-read for human

order to attract talented, highly motivated employees.

resource (HR) people and
their employers is the simplicity and candor Anderson offers. Here

RECRUIT LIKE A PRIZE FIGHTER!

are some of the RIGHT HOOK RULES that are oodles of advice found

To equip recruitment managers with an effective arsenal of hiring

throughout the book.

strategies, Anderson uses boxing as an analogy to communicate a

•

People are not your greatest asset—the right people are. The

high-impact, firm stance on the basics of recruiting talent. Hiring

wrong people are your greatest catastrophe. Mediocre people

staff, like preparing for a boxing match, requires a focused discipline

are your greatest drain on resources. We may all have equal

after all. Conversational in tone, casual yet not informal, the book

value as human beings but we don’t all bring equal value to

dispenses practical advice on best practices in posting want ads,

the workplace.

conducting job interviews, sifting through the credentials of a sea

•

of applicants, assessing candidate’s merits and getting new hires

Make certain that if you have an HR department that they fully
understand that their role is to accelerate the removal of poor

off to a great start.

performers and not to block their exodus.

This upfront guide also gives readers useful tools which include

•

If you are a leader and you believe you’re too busy to interview the

checklists, examples, and practical resources to substantiate the

people joining your team, your priorities are horribly misguided.

book’s overarching message.

In fact, you don’t have a clue as to what your real job is.

Anderson’s exposition is replete with real-life anecdotes and

•

If you’re going to spend inordinate amounts of time and

time-tested lessons that lend a considerable amount of credibility

resources trying to convert strugglers to survivors, you’ll have

to his arguments. His perspective is fresh (debunking, for instance,

little time left for the truly rewarding work of stretching your

what he calls the “myth of unlimited potential” and pointing

good players into great ones.

ONLY FOR
humanCapital READERS –

20% DISCOUNT OFF PRICE
OF FEATURED BOOK!
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From now till 30 September 2008, John Wiley & Sons (Asia) Pte Ltd is offering 20% discount off the price
of the featured book to humanCapital readers. To enjoy the discount, email your order to Angela at
ayeo@wiley.com.sg, Tel: 6460 4224. Delivery charges will be waived for deliveries within Singapore.
For enquiries, please call Angela at 6460 4224 or email her at ayeo@wiley.com.sg
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