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Cheaper Better Faster 

Changi Airport’s Service 
Soars To Greater Heights 

Enabling the use of iPhone or iPad 

to check when your fl ight is departing. 

Ensuring tip-top airport facilities for a 

pleasurable experience. Giving special care 

for your wheelchair-bound grandmother 

before she boards the plane.

These are just some of the many 

Cheaper Better Faster (CBF) service 

initiatives that the Changi Airport Group 

(CAG) has implemented in its quest to 

achieve a breakthrough in customer 

productivity at Changi Airport – a target 

they have already attained. 

Cheaper
One of the ‘Cheaper’ initiatives 

introduced is the Service Workforce 

Instant Feedback Transformation 

(SWIFT), a new automated feedback 

system that has smoothened and 

Customer using iChangi smartphone application.

quickened the service fault fi xing and 

customer feedback process to prevent 

it from escalating. SWIFT’s E-inspection 

and Instant Feedback System (IFS) 

components enable CAG’s staff to be 

more effi cient and faster at their jobs 

while raising customer satisfaction levels.  

Mr Foo Sek Min, CAG’s Executive 

Vice President of Airport Management 

detailed: “E-Inspection tracks real-time 

working conditions of facilities in our 

terminals and ensures timely response to 

service lapses or facility faults. When a 

fault or service failure is discovered during 

routine inspections, the inspecting staff 

sends a report through a smartphone. 

This alerts the maintenance supervisor’s 

smartphone and an immediate decision 

can be made on the corrective action.
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“The IFS allows real-time service 

feedback at toilets, check-in, immigration, 

information counters as well as retail 

and F&B outlets. Supervisors can 

take concrete action immediately to 

acknowledge good performing staff or 

address unhappy customers.”

The company also uses E-Inspection 

to evaluate maintenance productivity 

and the performance of its service staff. 

Since it came into effect, the number of 

faults detected has increased greatly, 

response time to breakdowns has 

improved by 30 per cent and productivity 

has increased. IFS, on the other hand, 

enables CAG’s partners, related agencies 

and businesses to do their part to raise 

service standards at the airport and 

achieve better resources planning, 

productivity improvement and service gap 

identifi cation. In other words, this initiative 

helps the service and maintenance staff 

to do more with the same resources, 

therefore it is ‘Cheaper’.

Mr Liew Yong Pee, 60, Senior 

Associate of Airport Operations at 

Terminal 3 shared how E-Inspection 

makes him more productive at work: 

“Since the launch of the E-Inspection 

initiative, I have noticed that I am now 

working much more effi ciently and at a 

faster speed. The E-Inspection system 

is very useful and allows immediate 

feedback to be sent promptly to our 

contractors. This will ensure that facilities 

are always kept in optimal condition and 

all passengers and visitors get the best 

service when they are at the airport.” 

Better
CAG has also shown itself to be a 

‘Better’ organisation with the launch 

of the Care@Changi (CaC) initiative 

which provides specialised services to 

passengers with special needs such 

as the wheelchair-bound, elderly and 

pregnant. It also adds a more meaningful 

dimension to the jobs of the frontline staff 

at the airport.

Mr Foo elaborated: “CaC is a 

collaborative effort with a number 

of airport agencies and teams from 

Immigration, Security Screening, Ground 

Handling Agents, Taxi Services, and 

frontline staff at different touch points 

along the departure and arrival fl ow.

“Pictograms depicting passengers 

who can make use of these special 

services have been incorporated into CaC 

signage and priority queuing lanes have 

been set up at these touch points. Service 

ambassadors in the airport terminals also 

help to guide these passengers. 

“In addition, CAG deploys wheelchairs 

and baby strollers for the convenience 

of passengers who need such services. 

These are provided free-of-charge and are 

available at strategic locations throughout 

the airport for easy pick-up and return.”

Passenger giving her feedback using SWIFT.
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Cheaper Better Faster (CBF)
In 2010, the Labour Movement launched the CBF initiative to push for sustainable 

growth through productivity improvements, in line with the call of the Economic 

Strategies Committee. Playing its role in increasing the productivity of the 

workforce, the Labour Movement will continue to promote awareness among 

unionised companies of the urgent need for the ‘Better’ to become ‘Cheaper’ (in 

unit production cost) and for the ‘Cheaper’ to become ‘Better’ (in innovation) to 

outmatch the competition.

2010:
• 108 unionised companies across the manufacturing, services and public 

sectors embarked on CBF projects.

• 10,200 workers gained from CBF.

2011:
• Building on the momentum of 2010, to double the number of CBF companies 

and/or projects in 2011 and continue to promote gain-sharing. 

• With the additional resources under the National Productivity and Continuing 

Education Council (NPCEC), CBF will be further energised through targeting 

the 12 sectors identifi ed by the NPCEC. 

Care@Changi provides ease of travel for passengers with special needs.

Faster
With the initiation of iChangi, CAG 

has also proved they are ‘Faster’ in 

terms of adapting to the needs of today’s 

tech-savvy population. To cater to the 

increasing number of smart gadget users 

from all over the world, it launched the 

iChangi application in a bid to allow 

passengers to optimise the time spent at 

the airport.

Mr Foo elaborated: “The iChangi 

app allows users to do quick searches 

for real-time information on arriving 

and departing fl ights; locate departure 

check-in rows, boarding gates and arrival 

baggage belts for their fl ights as well 

as key airport amenities through the 2D 

maps of Changi Airport; and subscribe 

to real-time updates such as changes to 

fl ight timing, baggage belt and boarding 

gate, allowing them to plan their time in 

the airport accordingly.

“The app also comes with other 

useful information about Changi Airport, 

including the retail and dining options. 

Information about various airport facilities, 

services and Customs information will 

also be made available for our passengers 

and visitors.”

The iChangi initiative also includes 

the one-stop Flight Check Kiosks. These 

are interactive touchscreen multimedia 

stations which serve to complement the 

airport fl ight information display boards, 

serve as a visitor guide as well as help 

passengers get around and plan their time. 

With all these initiatives, the 

Customer-Centric Initiative (CCI) Icon 

reported an improvement in their score in 

the latest Customer Satisfaction Index of 

Singapore from 71.6 to 73.7 despite the 

trend of increasing tourist arrivals to the 

country. 
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Inclusive Growth Programme

Winning Big With IGP

Do you know of a programme that 

can assist companies to improve their 

productivity and gain better profi ts while 

at the same time enable workers to upskill 

and earn better wages? This win-win 

programme is none other than the Labour 

Movement’s Inclusive Growth Programme 

(IGP), which aims to help companies drive 

productivity and improve the skills and 

wages of low-wage workers. Royal Plaza 

on Scotts, a branch of the Food, Drinks 

and Allied Workers’ Union (FDAWU), can 

attest that this programme works.

“The IGP defi nitely serves its purpose. 

By improving work processes, it reduces 

manual work that requires a lot more 

man hours, resulting in an increase in 

productivity. Subsequently, as workers 

are freed from manual work duties, their 

capacity and ability to do other things will 

increase and they become better skilled 

workers. This will defi nitely translate to 

higher pay,” said the company’s Director 

of Finance and Business Support Mr Ian 

Ang.

By tapping on the IGP funding, 

Royal Plaza on Scotts embarked on two 

initiatives that have improved productivity 

as well as the working environment of the 

staff.

One of the initiatives is the automated 

garbage system, where a rail track motor 

conveyor system is laid to transport the 

garbage bin uphill automatically. This 

has improved productivity by 50 per cent 

and has improved workplace safety for 

25-year-old Stewarding Supervisor Mr 

Alex Fang.

“Before the new equipment was 

installed, two persons were needed to 

manually push the garbage bin up a steep 

100 metre slope. This was not only tiring, 

but dangerous as well, especially on rainy 

days. With this new equipment, we only 

need one person to perform the job by 

Stewarding Supervisor Mr Alex Fang shows off the automated garbage system.
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operating the machine. The other person 

is now re-deployed to do other duties. 

The dangers of slipping when pushing the 

bin up on rainy days is also eradicated,” 

shared Mr Fang.

The introduction of the motorised 

trolleys for transporting items around 

the hotel, another productivity initiative, 

has also proved its worth. Through the 

Labour Movement’s IGP funding, Royal 

Plaza on Scotts increased their fl eet of 

motorised trolleys from two to eight and 

has intentions to increase this further by 

another 38 trolleys.  

“With the IGP funding available, we 

are able to come to a faster decision 

because the funding has effectively 

helped us to reduce our Return on 

Investment (ROI). So in this case of 

increasing our fl eet of motorised trolleys, 

we were able to go all out and implement 

it at full scale,” explained Mr Ang.

“In this sense, salary increases are tagged 
to productivity increases. We saw salary 
increases of between 10 to 30 per cent 
for our guest service offi cers, butlers, 
concierge, housekeeping and stewarding 
attendants, as compared to the usual four 
per cent annual increase. Overall, I think 
the entire organisation has really benefi tted 
from this programme.”
Mr Ian Ang, Director of Finance and Business Support 

Royal Plaza on Scotts

(From left) Mr Alex Fang (Stewarding Supervisor), Madam Jalilah Jantan (Housekeeping Attendant), Mr Abdul Subhan (Assistant Chief Engineer and President of 

FDAWU), Mr Prashant Shrestha (Business Development Manager), Mr Ian Ang (Director of Finance & Business Support) and Mr Yusof Hamzah (Director, Business 

Strategies).
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The introduction of the motorised 

trolley was much welcomed by 41-year-

old Madam Jalilah Jantan, who has been 

working as a Housekeeping Attendant for 

about three years.

Before the motorised trolleys were 

introduced, Madam Jalilah had diffi culty 

pushing the heavy trolley around over the 

carpeted walkways and spent about an 

hour cleaning 15 rooms. Now with the 

motorised trolleys, the time taken for the 

same number of rooms has decreased 

by half to just 30 minutes. The energy 

and time Madam Jalilah has saved from 

pushing the trolley now allows her to 

focus on her main job role, that is, to 

make up the room well.

She said: “In the past, pushing the 

trolley on the carpet was very tough 

and I always got back aches. There was 

once I was so tired that I couldn’t even 

do housework for a month! But with the 

motorised trolley, I can do my job better 

and faster as I have more energy to clean 

the rooms and can travel from room to 

room more easily.”

More importantly, the company has 

lived by the spirit of IGP and shared their 

productivity gains with their staff. With 

the improved Garbage Clearing System, 

workers involved in this new productivity 

move will see a seven per cent monthly 

wage increment, a one-time three-month 

Inclusive Growth Programme (IGP) 
Launched in 2010, the Inclusive Growth Programme (IGP) is a $40 million 

programme set up to drive productivity improvements across sectors. It supports 

companies in rolling out their productivity improvement projects and sharing 

productivity gains with workers.  

As of March 2011, 265 projects were approved with $16.6 million funding 

committed to impact over 20,000 low-wage workers. 

IGP also supports Best-Sourcing Initiatives (BSI) and has seen 85 BSI contracts 

worth over $200 million implemented to benefi t over 1,800 workers. The Labour 

Movement aims to make BSI a market norm, in which every service buyer 

practises best-sourcing instead of cheap-sourcing.

Through e2i (Employment and Employability Institute) and the unions, we will 

continue to work with companies who share the same vision and push for a 

nationwide adoption of productivity improvement practices. With productivity 

gains, workers will have better skills, better job value and better pay.

2010:
•   Productivity improvements through the IGP impacted over 2,600 low-wage 

workers.

2011:
•  Productivity improvements to impact 22,000 workers.

Housekeeping Attendant Madam Jalilah with her 

easy-to-use motorised trolley system.

bonus payout as well as a four per cent 

annual increment for 2010. Workers 

involved with the motorised trolley system 

will also see an average increase of four 

per cent in their monthly salary as well as 

a one-time 0.5 month bonus payout. 

“For this year, overall, we have 

adjusted the salaries of our staff from all 

levels in areas where we have managed 

to redefi ne the job scope to something 

that encompasses more roles and 

responsibilities. In this sense, salary 

increases are tagged to productivity 

increases. We saw salary increases of 

between 10 to 30 per cent for our guest 

service offi cers, butlers, concierge, 

housekeeping and stewarding attendants, 

as compared to the usual four per cent 

annual increase. Overall, I think the entire 

organisation has really benefi tted from 

this programme,” said Mr Ang. 

Seeing their efforts to help the hotel 

improve productivity pay off made the 

workers very encouraged and glad, and 

this was acknowledged by Assistant 

Chief Engineer Abdul Subhan, who is 

also FDAWU’s President. He said: “The 

employees are very happy because of 

the genuine gesture on the part of the 

management. At the end of the day, 

it’s the salary that workers bring home 

that matters. So by sharing gains with 

workers, it is a clear indication that 

whatever they have contributed has 

paid off at the end of the day. In fact, the 

workers are now more motivated and 

are looking forward to what they can 

do on their end to support the hotel’s 

productivity drive.”

A happy Madam Jalilah added: “With 

my wage increment, I can now buy more 

essential items needed for my children’s 

education.”
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Method Engineer Mr Earvin Lim, 37, 

was retrenched as a Process Engineer 

during the global economic crisis of 2009. 

Mr Lim recalled: “I was so afraid that 

I would not be able to get a job that I 

was actually prepared to undergo the 

Professional Conversion Programme 

(PCP) by the Singapore Workforce 

Development Agency (WDA) to move 

into the biomedical sector. However, due 

to overwhelming response, the course 

was fully booked. I was asked to wait for 

the next intake. But thankfully, Gemalto 

offered me a position.”

The experience taught him that it 

is important for PMETs (Professionals, 

Managers, Executives and Technical 

People) like him to upgrade their skills to 

remain relevant in the workforce.

Deepening Skill Sets 
To Stay Ahead Of 
The Competition 

“In a globally competitive economy, 

companies need workers that bring value 

to the organisation. They value workers 

that are productive, capable, adaptable 

and fl exible. So to stay relevant and 

employable, we should always seek 

knowledge and fi nd ways to deepen our 

skill sets,” said Mr Lim.

As a Method Engineer, his job is to 

look at ways to improve the robustness 

of the work processes in the organisation. 

Four months into the job, Gemalto Pte 

Ltd, which invests heavily in training 

programmes for its staff, sponsored 

Mr Lim for two training courses – Design 

of Experiment and Six Sigma Green 

Belt with PSB Learning. He said that the 

training enabled him to fi nd solutions 

systematically, helped increase his 

productivity and most importantly, 

provided him with portable and certifi able 

skills and knowledge.

Mr Lim’s opportunity for up-skilling 

was made possible by e2i (Employment 

and Employability Institute) which 

works closely with Gemalto to identify 

its workers’ training needs and help 

link them to suitable training service 

providers. For the company’s PMET 

employees, e2i has a list of subsidised 

professional development courses that 

will equip them with deep skills that 

are portable and benefi cial to both the 

individual and the company. 

e2i Chief Executive Offi cer Ang Hin 

Kee said: “We need more PMETs like 

Earvin to take advantage of the training 

provided to acquire skills that can meet 
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the demands of the ever-changing 

economy. More companies are also 

keen to drive their organisations towards 

operational excellence. We are charging 

ahead in our productivity efforts, and 

with the presence of more PMETs in the 

workforce, they will play an increasingly 

bigger role in achieving this target.”

Mr Lim is currently attending a project 

management course and will be attending 

another company-sponsored course in 

the near future.

He said: “The company has worked 

out a plan to send me for an IT course 

that would enable me to use the Microsoft 

Project software which is helpful because 

I am currently managing some projects.”

Gemalto’s HR Manager for South 

Asia Manufacturing Ms Cheng Ai Lee 

said: “Through our collaboration with e2i, 

Gemalto has sent many of our staff for 

professional development courses, both 

internally and externally, and they have 

benefi tted from these courses.

“Gemalto believes that by providing 

training to our employees, it will help the 

employees build character and realise 

their full potential. It equips them with 

the necessary skills and competencies 

required for the job and facilitates career 

development and growth within the 

organisation.” 

“In a globally competitive 
economy, companies need 
workers that bring value to the 
organisation. They value workers 
that are productive, capable, 
adaptable and fl exible. So to 
stay relevant and employable, 
we should always seek 
knowledge and fi nd ways to 
deepen our skill sets.”

Mr Earvin Lim, 37, Method Engineer, 

Gemalto Pte Ltd
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Like most PMETs (Professionals, 

Managers, Executives and Technical 

People), 39-year-old Mr Edmund Lau’s 

job nature often involves a hectic work 

schedule and lifestyle. However, he did   

not let that stop him from making the time 

for skills upgrading. 

Over the years, he has enrolled in 

numerous short courses, ranging from 

language to leadership, to enrich himself 

and improve his profi ciencies. As the 

Managing Director of Royal Edmundson 

International Enterprise, a company 

he established in 2004 dealing with 

environmentally-friendly products, he 

places great importance in continuous 

upgrading to remain competitive in a 

global market.

One of the advantages of skills 

upgrading, he shared, is the exposure 

it brings, especially in terms of best 

practices. “You are able to adopt and 

learn from international best practices by 

attending various certifi ed courses and 

you get a global view,” he said. 

As PMETs are now competing globally 

in dynamic and progressive markets, 

it is increasingly important for them to 

be “T-shaped”, which is to be capable 

professionals with deep skills in their 

respective fi elds and at the same time, 

be adaptable in stretching their skills and 

knowledge across other areas beyond 

their craft and industry. 

Mr Lau clearly shares this view. He 

said: “You could be in lower or middle 

management but in the next fi ve to 20 

years, you could be a Chief Executive 

Offi cer (CEO). As a CEO, you have to 

have a diverse understanding in the 

different aspects of business such as 

marketing, fi nances, supply chain and 

customer management. That is why you 

have to continuously upgrade yourself to 

understand different aspects both within 

and beyond your industry. It helps you 

stay employable and adds value to your 

career.”

Besides understanding the industry, 

Mr Lau encourages PMETs to identify 

their strengths and weaknesses before 

Broadening 
Skills To Become 
Future Ready
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PMETs
As global competition intensifi es, Professionals, Managers, Executives, and 

Technical People (PMETs) are increasingly faced with challenges in their work 

life. There is no longer the guarantee of a lifelong job or a lifelong career even for 

those who are well-qualifi ed. 

The best way to stay ahead of the competition is to become more capable 

in terms of possessing deeper expertise in their fi elds and to become more 

adaptable in terms of having broad skills that can be easily transferred across 

jobs and industries. The Labour Movement will continue to develop future ready 

“T-shaped” PMETs.

 2010: 
• e2i, through its 3P efforts (Placement, Productivity improvements and 

Professional development) helped 4,000 PMETs upgrade and fi nd new jobs, 

and helped 6,900 PMETs undergo professional development.

• NTUC LearningHub launched its Next U programme, offering 8,000 training 

places and signed partnerships with 10 world-class training partners.

 2011: 
• e2i will continue with its 3P efforts and double the number of PMETs served to 

8,000 and help 12,000 with professional development.

• Next U aims to establish more exciting partnerships with world-class training 

institutes and to increase training places to 12,000.

“As a CEO, you have 
to have a diverse 
understanding in the 
different aspects of 
business… That is why 
you have to continuously 
upgrade yourself to 
understand different 
aspects both within and 
beyond your industry.”
Mr Edmund Lau, 39, Managing Director, 

Royal Edmundson International Enterprise

deciding on relevant courses to take: 

“Once you know yourself and your 

environment, then you will know what 

kind of training you need. You fi rst have 

to know what you want in your personal 

mastery.” 

Mr Lau’s constant quest for 

knowledge led him to NTUC 

LearningHub’s Next U where he fi rst 

enrolled in the Project Management 

Professional certifi cation, a full-time 

programme for fi ve days in January 2011. 

Subsequently, he continued his learning 

journey with Next U’s courses such as 

‘Leading & Sustaining a Culture of Service 

Excellence’ by the Disney Institute and 

the Certifi ed Lean Sigma Black Belt. 

Mr Lau looks forward to attend more 

courses with Next U and recommends 

it to other PMETs. He said: “Next U, 

under NTUC LearningHub, has very 

comprehensive programmes and higher-

end courses for PMETs. In future, I could 

be looking at other courses from Next 

U, such as the John Robert Powers 

programmes to further understand 

personal growth.”
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“To get a job, you have to upgrade 

yourself and continue to learn,” said Mr 

Yow Choy, 73, a former bus driver who 

worked for SBS Transit Ltd and Trans-

Island Bus Service Ltd for 33 years. 

“This is what I learnt after I 

discovered NTUC’s e2i (Employment 

and Employability Institute). e2i advised 

me to continue learning and encouraged 

me to upgrade myself so that I would 

stand a better chance of securing a job. 

Thankfully, I did.” 

After retiring at the age of 66, he 

felt the need to continue working to 

Securing A Better 
Job Through e2i 

keep himself occupied and his mind 

alert. Shortly after, he landed a job as 

a cleaner with MediaCorp Pte Ltd but 

left after four years, at the age of 70, to 

seek employment elsewhere and was 

introduced to e2i.

“I went to the Ministry of Labour, now 

it is called the Ministry of Manpower, to 

ask them to help me fi nd a job but I went 

to the wrong place as it was for foreign 

workers seeking employment. So they 

directed me to NTUC’s CareerLink (now 

known as e2i) to help me,” he recalled.

After working as a cleaner for a 

while, Mr Yow returned to e2i to seek 

assistance to get a job again. This time, 

e2i suggested that he attend a course to 

pick up a new skill and recommended a 

few suitable ones for him. After attending 

the Attitude, Skills and Knowledge (ASK) 

workshop, Mr Yow decided to get a 

licence to become a security offi cer.

“After a week, I passed my security 

assessment course. At fi rst, my trainer 

was afraid I might not be able to 

memorise the theory for the assessment 

because of my age but I managed 

to prove him wrong,” he said. With 
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e2i (Employment and Employability Institute) 
As the marketplace for workers, employers and training providers, e2i exists 

to create better jobs and better lives for all workers through its 3P efforts: 

Placement, Productivity improvements and Professional development.

Rank-and-File Workers
2010:
•  Placed 14,700 job seekers into new jobs. Of these, over 5,700 (38%) were over 

50 years old and above.

•  Professional development for 16,200 rank-and-fi le workers.

2011:
•  Placement of 16,000 into new jobs.

Key Strategies: 
• Place workers into new jobs

- Increase workers’ capabilities in job search and employability by going 

through training programmes such as Workplace Literacy and Numeracy, 

and Employability Camp Plus.

- Develop preparatory programmes to prepare older workers in job search 

and employability skills-sets.

- Work with employers to give workers a good range of career options and 

more vacancies with higher pay at our job fairs.

• Up-skill workers 

- Invest in low-skill and low-wage workers by increasing Workfare Training 

Support (WTS) scheme take-up rate.

- Offer more industry-specifi c deep skills programmes for workers.

“e2i advised me to continue 
learning and encouraged me to 
upgrade myself so that 
I would stand a better chance of 
securing a job. Thankfully, I did.” 

Mr Yow Choy, 73, Security Offi cer, 

Reachfi eld Security & Safety Management Pte Ltd

determination and a conscientious effort, 

Mr Yow passed his assessment with 

fl ying colours.

Upon receiving his security licence, 

Mr Yow was recommended for a 

position by e2i as a security offi cer 

with Reachfi eld Security & Safety 

Management Pte Ltd, which actively 

participates in its job fairs.

“e2i helped me upgrade my skills 

and secure this job with Reachfi eld. As 

I wanted a job with better pay, I was 

motivated to study hard and do my best 

for the assessment,” said Mr Yow.

“I now earn $1,400 a month, double 

the amount I used to earn as a cleaner. 

I am very happy and I like my working 

environment. In addition, I live near 

my workplace and it only takes me ten 

minutes to walk from my home to work.”

Mr Terence Leong, Operations 

Executive of the company, shared 

how impressed he was with Mr Yow’s 

performance on the job: “Despite his 

age, Mr Yow is probably one of the best 

security offi cers we have. He is never late 

for work, carries the right attitude, and is 

a positive infl uence to other offi cers.”

Indeed, despite his age, Mr Yow even 

makes it a point to keep fi t and strong 

by jogging almost every day. All in all, Mr 

Yow has realised the importance of skills 

upgrading and having the right attitude, 

and knows it goes a long way in securing 

a good, stable job.

“Anyone who is looking for a job 

should approach e2i as they are able 

to suggest training courses that would 

increase their chances of securing a job. 

There are many courses to choose from. 

With their assistance, it makes the job 

search process easier. And when you 

pass the course, it is easier for you to get 

a job,” he said.

72-77 Inclusive Workforce KHL.indd   77 4/19/11   11:10 PM



78 INCLUSIVE WORKFORCE

A dirty job with measly pay plus 

long working hours. This is often the 

perception people have towards the 

cleaning industry, which explains 

why many shun it. However, the 

NTUC Unit for Contract and Casual 

Workers (UCCW) aims to change that 

perception by enhancing the image and 

professionalism of the cleaning industry. 

By up-skilling the workers through 

training, UCCW has made significant 

progress towards that direction. Twenty-

one-year-old Supervisor Mr Sharavanan 

Mohan is one such individual who has 

benefitted.

Mr Sharavanan started out as a block 

sweeper earning only $500 a month and 

was not keen on training. However, one 

training course was enough to change 

his perspective. 

“At the start, I never knew that 

training was good for me. A lot of people 

didn’t want to go for the courses but 

my supervisor still signed me up as he 

knew that it was good for me. After I 

went for one course, I realised that it 

was beneficial so I was willing to go for 

more,” he said. 

The effort Mr Sharavanan put in to 

upgrade indeed paid off. After attending 

the “Clean Residential Estate (Manual)” 

training course under the National Skills 

Recognition System (NSRS) as well as 

learning how to operate the high-jet washer 

machine on the job, Mr Sharavanan’s wage 

rose to $1,000 in less than a year. He was 

also promoted to a high-jet washer. 

He upped his skills further and 

went for a training course in custodial 

checking, communications, customer 

service and work ethics, which allowed 

him to double up as a Building Custodian. 

With better skills and increased 

productivity, Mr Sharavanan was 

promoted again to his current position, a 

supervisor, with a salary of $1,500.

Today, Mr Sharavanan’s job 

duties include doing block inspection, 

cleaning and sweeping and attending to 

residential complaints. These duties are 

easily manageable thanks to the training 

he went through. 

“The skills I’ve learnt are useful in my 

current job role. Before training, I only 

knew how to do the manual work. But 

through the course, it not only taught me 

how to communicate better with people, 

it has also helped me to understand the 

procedure of my job better which makes 

me more productive,” he said. 

Apart from enhancing the 

professionalism of the cleaning industry, 

one of UCCW’s core missions is also to 

encourage buyers of cleaning services 

to practise best sourcing. This is where 

contracts are awarded to cleaning 

service providers not solely on price, 

but also on quality and performance 

standards that include providing workers 

“I’m Proud 
To Be A Cleaner”
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Unit for Contract and Casual Workers
The Unit for Contract and Casual Workers (UCCW) is a one-stop centre for 

vulnerable contract and casual workers. It aims to enhance the economic and 

social well-being of the low-wage contract and casual workforce.

 

2010:
•  Reached out to 17,000 contract and casual workers. 

2011:
•  Engage and educate 18,000 workers to get on Workfare Income Supplement 

(WIS). 

•  Up-skill 2,000 workers through Workfare Training Support (WTS) scheme. 

•  Reach out to more sectors and workers to include logistics, F&B, and 

landscaping. 

“At the start, I never knew 
that training was good for me. 
After I went for one course, I 
realised that it was benefi cial 
so I was willing to go for 
more.” 
Mr Sharavanan Mohan, 21, Supervisor, 

Ban Chuan Trading & Engineering Private Limited

with Central Provident Fund (CPF) 

benefits and statutory entitlements. 

A best sourcing contract also includes 

requirements to provide workers with 

certified training and a remuneration 

package that rewards those with higher 

skills.

Mr Sharavanan is fortunate to work 

for one such enlightened employer 

- Ban Chuan Trading & Engineering 

Private Limited. It is one of the many 

cleaning service providers that were 

awarded cleaning contracts by 14 PAP 

town councils under the Best Sourcing 

Initiative (BSI).

The success story of Mr Sharavanan 

demonstrates how the three parties 

- PAP town councils, Ban Chuan and 

UCCW - worked together to increase 

quality and performance standards in the 

cleaning industry as well as up-skill the 

workers to help them achieve better jobs 

and better wages. 

078-085 Inclusive Workforce_2 KHL.indd   79 4/19/11   11:30 PM



80 INCLUSIVE WORKFORCE

She now earns six times more, has 

a higher position, and has new skills to 

boot! That’s what happened when Madam 

Asimah Ahmad, 43, met NTUC Women’s 

Development Secretariat (WDS) in 2010 

and went back to work.

Madam Asimah used to take home 

just over $200 as a part-time librarian with 

Concorde Primary School when she left 

the workforce in 2005 to take care of her 

three children, aged 8, 11 and 14. 

Six years later, in 2010, Madam 

Asimah decided that it was time for 

her to return to the workforce as her 

children were older and could take care of 

themselves. She was advised by a friend 

to contact the South West Community 

Development Council (CDC) service 

centre to find a job. It was at the centre 

that Madam Asimah came to know about 

WDS who promptly put her on a path to 

securing a good, stable employment. 

She recounted the initial 

experience: “As I only have GCE ‘O’ 

levels qualification, South West CDC 

recommended that I take up a computer 

course to upgrade my skills as I was 

Re-connecting 
With Society

computer illiterate. WDS was driving 

the initiative. WDS also sent me for a 

Personal Effectiveness course and paid 

me $4 an hour for attending it. Meals were 

also provided.

The breakthrough came when she 

attended one of the job fairs organised 

by WDS last year at the National Library. 

Madam Asimah was interviewed by 

SeaCare Manpower Services Pte Ltd and 

successfully placed at her old workplace, 

Concorde Primary School, in a higher 

position as a Teacher’s Assistant, drawing 

$1,200.

“Currently, I am assisting the head 

of department for English at Concorde 

Primary School. I am very happy working 

here and, of course, what I am earning 

now is much more than what I used to 

earn as a part-time librarian,” she said.

Madam Asimah admitted that 

although money was not the driving force 

for returning back to the workforce, she 

has since seen its value.

“Honestly, I do not need the money. 

As a family, we live comfortably. My 

motivation for returning to the workforce 
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is to keep myself occupied and keep 

my mind alert. With this salary, I am 

able to help my husband with the family 

expenses. Most importantly, it helps me 

stay connected with society,” she shared.

A back-to-work success story, 

Madam Asimah has this advice for 

women who are in her situation: “It is 

good for women to go back to work 

especially those who are my age. But they 

should maintain a balance and ensure 

they do not neglect their family. There 

are programmes and organisations that 

can help them re-connect with society 

by helping them secure jobs. It was 

through the WDS job fair and with South 

West CDC’s assistance that I was able to 

secure this job.

“I am very happy with my current job 

so I encourage women to go back to work 

and approach organisations like WDS for 

assistance because they can help you 

remain relevant.”

 

“My motivation for returning 
to the workforce is to keep 
myself occupied and keep 
my mind alert. With this 
salary, I am able to help 
my husband with the family 
expenses. Most importantly, 
it helps me stay connected 
with society.”
Madam Asimah Ahmad, 43, Teacher’s Assistant,

SeaCare Manpower Services Pte Ltd

Women’s Development Secretariat
Continuing with a 3R – Recruitment, Re-adjustment, Retention – approach to 

involve more women in the workforce in a sustainable way.

2010:
• Recruitment: Placed 3,039 women back-to-work.

• Re-adjustment: Helped 2,525 women re-adjust to work through training 

programmes.

• Retention: Engaged 209 companies in family-friendly initiatives like fl exi-work 

arrangements and Little Ones @ Work.

2011:
• Recruitment: 3,000 job placements with industry median (50th percentile) pay.

• Re-adjustment: 3,000 training places for women job seekers and a mentorship 

programme for employers.

• Retention: 150 committed companies to adopt fl exi-work arrangements and 

participate in work life programmes like Work-the-Talk and Little Ones @ Work. 

To explore new initiatives to allow women to work from home through ICT 

(Information Communication and Technology). 
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Mr Cheng Kim Hai may be 67 years 

old but is still healthy and going strong, 

ever keen to go about his day-to-day 

duties as a Storekeeper at the Pharmacy 

of the National University Hospital (NUH).

“I like to stay active; it keeps me 

healthy. I want to keep my mind active 

and will carry on working for as long as 

I can,” he said. For this very reason and 

because of his outgoing nature, Mr Cheng 

continues to work even though he is past 

the retirement age of 62. He is grateful for 

the opportunity that NUH has given him 

to continue working with them.

Having first joined NUH in 1989 as 

a Pharmacy Technician, he worked until 

he reached the age of 62 when he felt he 

wanted to try something new. He then 

ventured to work as a Security Officer 

elsewhere. As the working hours proved 

to be unfavourable, Mr Cheng re-joined 

NUH a year later.

With the help of his union, the 

Healthcare Services Employees’ Union 

(HSEU), Mr Cheng was able to negotiate 

a similar remuneration package when he 

returned to NUH. Although he was not 

performing the same job function, NUH 

recognised his strengths and valued 

his experience and placed him in a 

pharmaceutical position where he could 

best utilise his skills.

Today, Mr Cheng is able to apply his 

strong pharmaceutical knowledge to his 

current tasks. With his pharmaceutical 

experience, he is also able to guide his 

fellow workers in different areas. He is 

glad to have been given a chance to carry 

on working in an environment that he is 

familiar with. “I am happy to work in this 

line because I know all the things down 

here and I am thankful to NUH.”

Strongly focused on his career, Mr 

Cheng has no intentions of slowing 

down anytime soon. He hopes that he 

can motivate people his age to adopt his 

approach. “I hope more people out there 

will be like me and continue working,” he 

exclaimed.

Mr Cheng is able to get a job at his 

age because employers like NUH focus 

on hiring and keeping workers who have 

substantial experience, passionate about 

the job and compassionate when it 

comes to serving others.

Having been awarded the 

International Innovative Employer 

Awards in 2010, NUH is well-known 

for promoting the employment and 

retention of older workers. Its Human 

Resource Director Clara Wee said: “In 

a healthcare environment such as ours, 

human resources are very critical to us 

A Wealth Of 
Experience Worth 
Treasuring

078-085 Inclusive Workforce_2 KHL.indd   82 4/19/11   11:30 PM



LABOUR MOVEMENT ANNUAL 2011  83

and staff with the relevant experience are 

a valuable asset. They bring with them a 

wealth of experience which we treasure.”

Over the past two years, NUH has 

re-employed all 40 of its older workers 

who were due for re-employment. The HR 

team constantly works hard to develop 

and review policies and programmes that 

are mature worker-centric. Two recent 

reviews include offering a three-year re-

employment contract to workers, instead 

of on an annual basis and allowing re-

employed staff to enjoy their annual leave 

entitlement at the point of re-employment.

Going forward, Ms Wee and her 

team intend to work closely together 

with HSEU to strengthen the terms and 

conditions for mature workers in order to 

highlight their value to the hospital. She 

strongly believes that they can “serve 

as good mentors and role models to 

the younger cohort” and that “it is the 

competencies that we are looking at, the 

right attitude and the right aspiration”.

Re-employment of Older Workers
Re-employment enables older workers to be gainfully employed for a fulfi lling 

life, while at the same time being a value-added resource to companies, thereby 

enhancing companies’ competitiveness.

2010:
•  10,536 re-employed workers. 

•  1,058 companies committed to re-employment (92 per cent of unionised  

companies) including 547 companies that have adopted tripartite guidelines.

•  53 per cent of committed companies have a formalised re-employment policy.

2011:
•  12,000 workers re-employed.

•  100 per cent of unionised companies have a formalised re-employment policy.

Key Strategies:
•  Continue to expand the job opportunities of older workers by getting   

companies to adopt tripartite guidelines and sustainable HR policies.

•  Bring about mindset shift in line managers and workers through 

training and counselling.

• Building a community of employers to share best practices on re-employment. 

“I want to keep my mind active 
and will carry on working for 
as long as I can.”
Mr Cheng Kim Hai, 67, Pharmacy Storekeeper,

National University Hospital
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A Common Language
A workforce comprising individuals 

from diverse backgrounds, strong bonds 

amongst workers and a safety-first 

mindset are of vital importance to maintain 

a safe and productive work environment 

at Keppel Shipyard. Having a common 

language helps to build common ground 

between workers, enabling them to 

ensure each other’s safety in a demanding 

industry.

Mr Hu Xiao Jie, newly appointed 

Trainee Supervisor in the Machinery 

Department, first arrived in Singapore from 

China in 2001.

 “When I first came to Singapore, I 

could not speak the English language very 

well,” said Mr Hu. But that did not stop 

him or his fellow workers from persevering 

and progressing in their line of work which 

includes operating heavy machinery and 

equipment together.

One Language, 
One Goal, 

No Boundaries

To brush up on his English language 

skills, Mr Hu makes a constant effort to 

interact with his co-workers in his free 

time. Mr Hu’s work team candidly shared 

that their initial social interactions had 

required the aid of the universal language – 

body language and hand gestures but this 

lessened as each person’s command of 

the English language improved.

Like Mr Hu, a few of his co-workers 

came from other countries such as the 

Philippines, Bangladesh and Myanmar, as 

such they too faced the problem of limited 

understanding of the English language at 

the start

With the help of Keppel Shipyard’s 

comprehensive orientation programme, 

including training in core technical 

skills, the mandatory Shipyard Safety 

Instruction Course and a Beginner’s 

English Course, the migrant workers 

were able to ease themselves into their 

new work environment. They also seized 

opportunities to improve their grasp of 

the English language through customized 

English lessons provided by the company 

in partnership with NTUC LearningHub.

Today, the team is not only able to 

understand and converse with one another 

in English but has also picked up a little bit 

of each others’ mother tongue.

Mr Mohamad Bin Lamin, Senior Fitter, 

is now 60 years old and has been working 

for Keppel Shipyard for over 30 years. As 

one of two Singaporeans in the group, he 

shared that he was glad to be able work 

alongside this team of workers.

 “I am very happy to be with them even 

though they are from different nationalities 

because we have been working with each 

other for more than ten years and know 

each other well… they are all like my 

brothers,” he said.

Mr Mohamed Yusop B Mansor, 

President of the Keppel Employees Union 

(KEU), highlighted the value of having 

an international team: “Although the 

main working language in the Singapore 

shipping industry is the English language, 

having workers from other countries is 

useful because we have ships from these 

countries that dock here. Our foreign 

workers can communicate with them in 

their native language as we do our work. It 

is definitely a value-add for us.”

Staying Productive
Eager to grow their capabilities, Mr Hu 

and his team mates readily take up skills 

upgrading programmes provided by the 

company. Courses range from training 

on core technical skills and safety for 

new hires to the Modular Skills Training 

programmes for supervisors and foremen. 

Mr Hu shared that he undergoes at least 

one training course each year.
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Migrant Workers Centre
The Migrant Workers Centre (MWC) was jointly set up by National Trades Union 

Congress (NTUC) and Singapore National Employers Federation (SNEF). Offi cially 

opened in 2009, the MWC provides humanitarian assistance to distressed migrant 

workers, raises awareness on employment rights, employers’ obligations and 

the humane treatment of migrant workers. The MWC also provides platforms 

to encourage migrant workers’ integration into Singaporean society through 

programmes and initiatives targeting the divides in culture, language and attitudes.

2010:
•  Provided humanitarian assistance to 1,400 migrant workers.

•  Supported training in Basic Conversational English and Knowing Singapore 

Programme for 1,400 migrant workers.

•  Reached out to 24,700 migrant workers through seminars and social events to 

generate awareness of fair employment practices.

 

2011:
•  Do more to minimise social cost, continue to help distressed migrant workers 

and promote social integration. 

•  Do more to maximise economic contribution of foreign workers through training 

to improve productivity and to advocate skills-based recruitment. 

•  Continue to advocate fair treatment, such as transparency in employment 

agency services and better dormitory and food hygiene for migrant workers. 

Mr Damondamon Alivir Jon Ripdos 

from the Philippines, Senior Foreman in 

the team, believes that upgrading and 

continuous learning is imperative. He said: 

“It is very important to upgrade ourselves 

to keep up with the evolving technologies 

and requirements at the workplace.”

He also highlighted the teamwork in 

this continuous learning process. He said: 

“When I learn something new, I can pass 

it on the knowledge to others or help new 

team members. We can teach one another 

and help one another.”

KEU President, Mr Mohamed, also 

valued the different speciality knowledge 

and skills amongst his team members. He 

added: “We have different competencies. 

Amongst us, Jon (Mr Damondamon) is our 

pump specialist while Anis (Mr Md Anisul 

Hoque Mohammed Shafiul Hoque, Trainee 

Supervisor, from Bangladesh) is our turret 

specialist. In this sense, leveraging on 

each other’s strengths and competencies, 

we can do a good job on any project.”

Backed by a united and highly-skilled 

workforce, Keppel Shipyard repairs, 

converts and upgrades a diverse range 

of vessels and has a good track record in 

their operations and safety performance.

Mr Mohamed concluded: “When the 

company does well, we all benefit.”

(From left) Md Anisul Hoque Mohammed Shafi ul Hoque (Bangladeshi, Trainee Supervisor), Damondamon Alivir Jon Ripdos (Filipino, Senior Foreman), Mohamed Yusop  

Mansor (Singaporean, President of KEU, Fitter), Hu Xiao Jie (Mainland Chinese, Trainee Supervisor), Mohamad Lamin (Singaporean, Senior Fitter), Md Abu Bakar 

Siddique Munna (Singapore Permanent Resident, Foreman) from the Machinery Department,

“I am very 
happy to be 
with them even 
though they are 
from different 
nationalities… 
they are all like 
my brothers.”

Mr Mohamad Lamin, 60, 

Senior Fitter, Keppel Shipyard

“When the 
company does 
well, we all 
benefi t.”

Mr Mohamed Yusop Mansor, Fitter, 

Keppel Shipyard, and President of 

the Keppel Employees Union (KEU)
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From securing one worker’s outstanding 

bonus claims to implementing policies 

that affect thousands of workers, the 

tripartite partners of NTUC, SNEF and 

MOM are ever ready to work together on 

any issue that impacts workers, no matter 

how big or small. Mr Kee Chia Choon, 

SNEF’s IR Consulting Group Director, 

shared that many of the smaller issues are 

usually handled in an informal manner. 

“We know the MOM offi cers and 

union offi cials on a personal level. When 

anything comes up from the ground, 

usually a phone call will come fi rst, with 

the union fl oating it up to us, particularly 

when they fi nd that the issue has become 

diffi cult to resolve or when management 

has become a bit unreasonable,” he said.

Singapore’s unique brand of tripartism can always be 

counted upon - in good times and bad – to deliver 

win-win outcomes for workers and employers, thus 

ensuring fair treatment for workers and economic 

success. Representatives from NTUC, the Singapore 

National Employers Federation (SNEF) and the Ministry 

of Manpower (MOM) reveal how they work together to 

make things work. 

Tripartism In Action 

Solid Ground Support

Mrs Lim-Tan Meng Choo, Senior Assistant Director of Industrial Relations at MOM.
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A Delicate Balancing Act
On the whole, Mrs Lim-Tan Meng 

Choo, Senior Assistant Director of 

Industrial Relations at MOM sees the 

main function of the Ministry as that of a 

‘balancer’. 

“Our role is to ensure that there is a 

harmonious industrial relations climate 

so that we can generate more jobs and 

attract foreign investors. Our role is to 

lead; when the parties come to see us, 

we will get them to tell us their problems 

and concerns and get the unions to give 

us feedback. From there, we will try to 

generate options so that the parties can 

co-create a solution, which the unions 

can take away and sell to their members 

and companies sell to their owners,” she 

said, adding that the role becomes more 

pronounced during a downturn.

Mrs Lim-Tan handled a case involving 

a company defaulting on Annual Wage 

Supplement (AWS) payments which 

showed that a ‘give-and-take’ attitude 

was all that was needed by the tripartite 

parties to come to an amicable solution.

“The company was in fi nancial 

diffi culties because they were having 

problems with cash fl ow and the high 

cost of raw materials. As a result, they 

could not pay the one month AWS as 

spelt out in the Collective Agreement (CA). 

We brought the two parties together and 

asked the company to share pertinent 

information like the Balance Sheet and 

documentation that the banks or creditors 

were after them, to show that they were 

really in fi nancial diffi culties and unable to 

meet the commitment in the CA. 

“On the part of the union, the AWS 

was a commitment in the CA, and 

naturally they wanted the company to 

pay. They said, ‘You have to understand 

that the workers are also having 

diffi culties because the AWS is a very 

sacred payment and is used for members’ 

children’s schooling and festive needs’. 

“That’s where we try to balance 

the needs of the unions as well as the 

concerns of the company, and then from 

there, we suggested some options for 

the two parties. In the end, they came to 

an agreement and the company paid a 

portion of the AWS.”  

Enlightening Companies Every 
Step Of The Way

SNEF, on the other hand, is the 

advisor to the companies. Mr Kee shared 

a case during the 2008/2009 global 

downturn which highlighted the need 

for companies to keep communication 

channels open in the face of adversity. 

“The company’s production was 

scaled back drastically. Information was 

not quite properly disseminated through 

the branch offi cials and the union and 

there was a lot of anxiety about what 

would happen to the workers and the 

union members. 

“The company kept mum because it 

is a foreign-owned company operating 

in Singapore and the management in 

Singapore had their hands tied. They 

were not allowed to disseminate too 

much information through the local staff, 

so therein lay this communication gap. On 

the ground, there was the perception that 

the local company deliberately refused to 

share the information. 

“The approach we took was to fi rst 

clear that communication roadblock. 

We were able to convince the local 

management, even writing to their 

headquarters in the United States, 

that in the context of Singapore, if 

the information is given to the local 

management to disseminate, it is a very 

important, necessary fi rst step. Eventually 

we cleared that roadblock and managed 

to get a session convened where the 

information was disseminated to the 

workers on where the company was and 

what it intended to do at that point in 

time.” 

Getting Issues Out In The Open
When it comes to pushing issues to 

the forefront, NTUC has always worked 

closely with the tripartite partners. 

Currently, it is the issue on the re-

employment of older workers.

Mr Kee Chia Choon, IR Consulting Group Director at SNEF.
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Mr Nur Azarudin Putri Mohamed 

Jufri, Principal Industrial Relations Offi cer 

(IRO) at both the Union of Power and Gas 

Employees (UPAGE) and the Singapore 

Refi ning Company Employees’ Union 

(SRCEU), has worked with the tripartite 

parties to help workers get re-employed. 

These workers are exempted from the 

existing Retirement Age Act and have to 

retire at the age of 55 or 60 with a lump 

sum payment. However, in light of the 

increasing cost of living, many of the 

workers want to continue working. 

Mr Azarudin, who is also involved 

in the Oil, Petrochemical, Energy and 

Chemical (OPEC) Cluster, explained: 

“Because of this, we now have 

some issues on how we should be 

consolidating our employment practices 

to let the workers be re-employed till 62 

and beyond.

“As far as possible, if the older 

workers can still contribute meaningfully, 

then they should still be allowed to work.”  

 The union in charge, SRCEU, is still 

in the process of getting the company on 

board with re-employment. The OPEC 

cluster had arranged several tripartite 

platforms to address concerns of both 

union and management, which served to 

fi nd ways to help them re-employ their 

older workers, including those who were 

exempted. 

Maintaining tripartite relationships 

is a very well-entrenched culture in the 

OPEC Cluster. Mr Azarudin shared that 

they always make the effort to stay in 

touch with the tripartite parties through 

informal networking platforms. Likewise 

at the union level, there is an informal 

quarterly IR Mentoring session where 

IROs engage MOM representatives and 

SNEF consultants. 

Through maintaining close working 

relations and open communication 

amongst IROs, MOM offi cers and SNEF 

consultants, the tripartite partners have 

resolved many issues on the ground in a 

win-win-win fashion.

Mr Nur Azarudin Putri Mohamed Jufri, Principal Industrial Relations Offi cer at NTUC.
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Tripartism In Action 

Leading By Example
The challenge of constantly entrenching the value of 

tripartism within the ranks and keeping its spirit alive 

and well in Singapore is all in a day’s work for the 

stalwart Directors of NTUC, SNEF and MOM.

Building trust. Instilling confi dence. 

Cultivating rapport.

These time-honoured bedrocks of 

a good tripartite relationship are not 

simply uttered but entrenched like a well-

practiced culture in NTUC, SNEF and 

MOM. 

Over at NTUC, Alignment Director 

(Industrial Relations), Cham Hui Fong, 

leads by example to drive home such 

values to the team of Industrial Relations 

Offi cers (IROs) under her care.

“Just by how frequently we (the 

tripartite partners) meet, it shows them 

that communication is key in building 

this relationship. And the crux of the 

issue is when we can really get things 

done... the way we have resolved issues 

on the re-employment of older workers, 

or managing shorter work weeks, and 

how quickly the tripartite partners could 

come up with the guidelines. I believe it 

is because of the trust that was built up 

over time,” she said.

Another way Ms Cham has fi ltered 

down these principles is by encouraging 

the IROs to walk the ground and cultivate 

bipartite relations fi rst.

She explained: “They have to get to 

know the management, and importantly, 

the senior management and CEOs, 

because in negotiation and in seeking 

understanding from the management on 

any issues – be it profi t-sharing, bonuses 

or annual increment – it is always useful to 

have access to the key top management 

to maintain trust at all times.

“The IROS also have to know the 

work environment their workers are in 

so they can appreciate their working 

conditions and working culture. They 

need to know the union committees well 

because the workers will share issues 

with them. They must build good rapport 

with the line managers because they are 

the ones who will have direct impact on 

the workers.”

(From left) Mr Koh Juan Kiat (Executive Director, SNEF), Mr Ong Yen Her (Divisional Director of Labour Relations & Workplaces, MOM), Ms Cham Hui Fong (Alignment 

Director (Industrial Relations), NTUC).

“They have to 
get to know the 
management, and 
importantly, the 
senior management 
and CEOs... it is 
always useful to have 
access to the key 
top management to 
maintain trust at all 
times.”
Ms Cham Hui Fong, Alignment 

Director (Industrial Relations), NTUC
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On the employers end, Mr Koh Juan 

Kiat, Executive Director at SNEF, usually 

lets the positive results of tripartism speak 

for themselves. 

“It’s a process which involves 

consultation and taking account of 

employers’ feedback, sharing information 

and the rationale of consensus decisions 

taken, assisting them to implement 

tripartite solutions and programmes, and 

sharing the outcomes of decisions taken,” 

he said. 

“When employers see that tripartite 

solutions are effective in helping them to 

meet the challenges that they face, they 

will value tripartism.”

In the case of MOM, its Divisional 

Director of Labour Relations & 

Workplaces, Mr Ong Yen Her, noted that 

the appreciation of tripartism comes 

quite naturally for its offi cers as their 

role as conciliators between unions and 

employers is constantly reinforced to them.

“Our offi cers have always been 

reminded that their role is to help 

companies prevent and resolve disputes 

and also to prevent future problems from 

happening and we have to do it in a 

manner that is seen to be very objective, 

neutral and rational,” he explained.

Strong Spirit Of Cooperation
Not all employment issues are taken 

to a national level; in fact, most issues 

are usually resolved at the working level, 

noted Ms Cham. 

Ms Cham related a case where the 

tripartite partners came together to 

work with the banks to embrace the re-

employment policy. Some of the banks 

took the initiative to stop the wage cut 

of workers at the age of 60 and closely 

adopted the tripartite guidelines on the 

re-employment of their workers. 

Mr Ong pointed out that such a 

cooperative tripartite relationship exists 

because of the trust and confi dence 

established by the parties over the 

years. “We are very fortunate to have 

leaders who work together and are able 

to consider the constraints faced by 

the other party and make adjustments 

and eventually come up with a common 

solution to benefi t all the parties,” he said.

An Informal Way To 
Formalise Things

Although tripartism remains strong 

in Singapore, the real challenge for 

NTUC, SNEF and MOM is to sustain its 

momentum in the years to come. 

Ms Cham stressed the importance of 

ensuring that it “remains relevant to the 

working people” while Mr Koh 

emphasised on “keeping the 

communication channels open with 

employers and among the three parties”. 

There is also the added challenge of 

maintaining the strong bond between 

tripartite parties. Mr Ong stressed that 

this must be passed down through 

future generations so as “to ensure that 

it continues and remains our competitive 

advantage”. 

Both Ms Cham and Mr Ong also let 

in on the secret of how tripartite partners 

currently keep up the relationship. 

“We actually come together for coffee 

every Wednesday morning at Queen 

Street,” she shared. 

“More importantly, we sit down and 

discuss key issues. Sometimes it can 

be chit chat; sometimes it can be any 

feedback on the tripartite guidelines. For 

example, National Wages Council, what 

are you looking out for? Are there any 

retrenchments? They will also hear about 

some of our work plans.” 

Mr Ong noted that “this not only 

enables us to discuss issues of common 

“When employers 
see that tripartite 
solutions are 
effective in helping 
them to meet the 
challenges that they 
face, they will value 
tripartism.”
Mr Koh Juan Kiat, Executive 

Director, SNEF

Strengthening Tripartism
The Ong Teng Cheong Labour Leadership Institute (OTC 

Institute) has played a leading role in promoting tripartism 

in Singapore through various interactive platforms and 

events. 

2010:
• Singapore tripartism featured at International Labour 

Organisation (ILO) Congress in Geneva.

• Launched STF e-newsletter reaching out to over 20,000 

practitioners. 

• Commenced HR WSQ (Industrial Relations) training 

courses.

2011:
• Scale up efforts to promote progressive employment 

practices.

• Reach out to at least 25,000 through STF e-newsletter.

• HR WSQ training for at least 500 HR and line managers 

and supervisors.
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concern but at the same time establish very close rapport.” 

Noting that many younger MOM offi cers already attend this 

coffee session, Mr Ong pointed out that the coffee session is 

a platform that may serve the continuance of strong tripartite 

ties.

More formal events such as the Labour Movement 

Workplan Seminar 2011 and the MOM Pre-Workplan 

Luncheon Workshop were also cited by Mr Ong as good 

platforms for bonding and exchanging ideas. Separately, 

employers are also kept abreast of tripartite issues. 

Mr Koh shared that SNEF organises regular meetings 

for employers to keep them updated and informed of 

developments and that “these interactions go beyond formal 

meetings to informal get-togethers and functions.” He added 

that it is “necessary to cascade the commitment to tripartism 

at the top levels of management to middle levels as well” and 

that it was done through programmes involving middle-level 

management such as tripartite training programmes and 

industrial relations retreats.

Strengthening Union Leadership
To strengthen tripartism, the Labour Movement must 

remain strong. To this end, OTC Institute plays a key 

role in building a strong, effective and relevant union 

leadership.

2010:
• 5,066 training places for certifi cate, diploma and short 

courses, and CBF workshops.

• 4,544 engagement places for targeting different levels 

of leaders.

2011:
• Sustain 8,000 places for training and engagement 

activities.

• Pilot e-learning for union leadership training.

• Support leadership renewal through 3-Flow approach 

(Flow In, Flow Up and Flow On) in unions.

Ms Cham Hui Fong, Alignment Director (Industrial Relations), NTUC

“We are very fortunate to have 
leaders who work together 

and are able to consider the 
constraints faced by the other 

party and... eventually come 
up with a common solution to 

benefi t all the parties.”
Mr Ong Yen Her, Divisional Director of 

Labour Relations & Workplaces, MOM 
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Strengthening 
Existing 
Communities

GrowingLabourMovement
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What sets the Labour Movement’s 

junior membership club, nEbO, apart from 

other clubs is none other than its purpose 

for existence – to prepare youths to 

become Work-Ready, World-Ready and 

Life-Ready. 

Miss Low Kai Ling, 20, is one such 

individual who has benefi tted from this 

‘not the usual club’. 

Joining nEbO in 2009, Miss Low has 

spearheaded and taken part in many 

events such as the Youth Exchange 

Programme (Asia-Pacifi c Youth Rally), 

The Quest 2010, Snap that Moment 

Photography Competition, Uth! Campus 

and more. These platforms have widened 

her social circle and transformed her into 

a more confi dent individual, making her 

world-ready.

“nEbO has exposed me to many 

events that helped to develop my 

leadership skills and even the way I 

mingle with friends. My social circle has 

widened and I even got to know friends 

from overseas! Before I joined nEbO, I 

was a rather shy girl, but after working 

with different people and team members 

from the Care Community and other 

communities, it has helped me open up,” 

shared Miss Low.

Miss Low was also one of the fi rst 

activists to organise a Learning Journey 

to NTUC Club for her fellow course 

mates in TP Leisure and Recreation 

Management course during her two-

month internship with nEbO. This 

experience defi nitely made Miss Low 

work-ready, equipping her with lifelong 

skills that will help her excel in the 

working world.

“Through this internship with nEbO, 

I learnt that it is not easy to organise 

an event. There were many things to 

coordinate and I had to adapt to the 

different working styles of my co-workers. 

It was a rich learning experience. Even 

when we made mistakes, they gave 

us constructive feedback on how we 

could do better, rather than simply 

spoon feeding us with solutions. The 

A nEbO Youth 
Who Is 
Always Ready!

internship really honed my planning and 

organisational skills,” said Miss Low.  

As a key activist in the Care 

Community, Miss Low not only organised 

meaningful care activities such as the 

Food Rations Distribution Service, nEbO 

W.I.S.H, Social Involvement Programme 

and Junior Kidz Day Out, she also learnt 

the importance of caring for the society, 

fulfi lling the life-ready aspect nEbO aims 

to inculcate in youths.

Miss Low is defi nitely a fi ne example 

of a Work-Ready, World-Ready and Life-

Ready youth of nEbO who has become a 

better person with these three purposes 

in mind.

She said: “These purposes have 

defi nitely made me a better person as a 

whole. Most teenagers today are more 

interested in technology, shopping and 

fashion, but I think it is also important 

to be aware of what is happening in 

Singapore and globally, and also to be 

aware of people who need help. I am glad 

that nEbO instilled in me such mindsets.”

As Miss Low turns 21 next year, 

she looks forward to joining the Labour 

Movement as an NTUC member. 

nEbO
2010:
• Grew membership from 32,000 to 40,000.

• Groomed a total of 40 key activists.

• Organised 64 events with a total of 75,300 participants.

• Recognised as the junior membership arm of NTUC.

 

2011:
• Target to grow membership to 50,000.

• Engage youths through over 70 events to build a community of Work-Ready, 

World-Ready and Life-Ready youths.

• Increase sustainability by doubling the number of key activists from 40 to 

80.

• Increase relevance by strengthening the nEbO programme and including 

more “Work” elements to equip youths with the skills and qualities they 

need to succeed at the workplace.

• Develop a framework to establish nEbO as an enrichment programme in 

mainstream schools in 2012.

“Most teenagers 
today are more 
interested in 
technology, shopping 
and fashion, but 
I think it is also 
important to be 
aware of what 
is happening in 
Singapore and 
globally, and also to 
be aware of people 
who need help.”
Miss Low Kai Ling, 20, 

nEbO Activist
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Making A Difference
Mr David Tay, 29, began his journey 

with the Labour Movement back in 2007 

when he headed an entrepreneurship 

committee at nEbO. With his strong 

passion for entrepreneurial work, he 

helped out in the running of cafes for 

nEbO till 2009. After graduating from 

university, he became a school teacher 

and moved on to be a part of Young 

NTUC. He also joined the Singapore 

Teachers’ Union (STU).

 Mr Tay believes that staying active 

and being involved with Young NTUC 

present him with opportunities he 

otherwise might not have had. 

He said: “I get to interact with people 

from other industries and within my own 

industry at different levels, so I get a more 

macro picture and better perspectives. 

I’m able to give more ideas and get more 

opportunities to do projects that I may not 

have been able to as a beginner teacher.”

As he continues to play an active role 

within NTUC, he is continuously looking 

to share his knowledge and experience 

with others in the hope of cultivating 

more young leaders who will bring the 

Labour Movement forward. He also looks 

to continuously grow and take on bigger 

roles and responsibilities. 

“If you believe in a cause, you will 

want to contribute at a higher level, and in 

order to do that, you need to have more 

skills. You can’t make a bigger difference 

if you participate at the entry level; the 

only way to contribute is to be daring 

enough to take on bigger things.”

Mr Tay is leading the activists’ 

involvement in this year’s Run 350, 

organised by Young NTUC. He hopes 

that the event will raise awareness about 

the environment and more people will 

be inspired to make a positive change. 

He is also thankful for the opportunity to 

participate in meaningful causes like this. 

Running With 
Young NTUC

“Being in Young 
NTUC allows me 
to... meet more 
people and know 
more about social 
concerns. With that, 
I can broaden my 
perspectives on 
different issues. 
It is a platform for 
participation and 
it gives me more 
leverage to do things 
which I would never 
have been able to do 
if I were not in here.”
Mr David Tay, 29, 

Young NTUC Activist
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Young NTUC
With more than 150,000 members, Young NTUC aims to be the largest and most 

vibrant youth movement in Singapore. Established since April 2005, Young NTUC 

is a movement with a difference – it encourages the youths to be active in a 

purposeful way. 

2010:
• Introduced a framework for the youths as a reference: To better ourselves,  

better our families, better our society and better the world.

• Devised new programmes like Run 350 in March and Building Dreams in  

November. Run 350 helps raise awareness of the rising carbon footprint and  

in so doing, better the world. Building Dreams was a fund-raising sandcastle  

building event in aid of Thye Hua Kwan Moral Home for the Disabled.

2011:
• Young NTUC aims to reinforce these programmes, as well as enhance the  

May Day and National Day celebrations it has always been a part of since  

2006. Young NTUC hopes this continues to excite youths and inspires them 

to the four “betters” that have been identifi ed.

“Being in Young NTUC allows me 

to participate in a lot of social activities 

like Run 350; I get to meet more people 

and know more about social concerns. 

With that, I can broaden my perspectives 

on different issues. It is a platform for 

participation and it gives me more 

leverage to do things which I would never 

have been able to do if I were not in 

here,” he shared.

Staying Connected
For Miss Lois Brenda Lee, 28, a 

Financial Services Consultant, interaction 

with others and the constant exchange 

of ideas are of key importance. She is 

always on the search for activities and 

events that are interesting or meaningful 

to her. She fi rst got to know about Young 

NTUC when she signed up to be a part of 

a pool competition two years ago.

An avid pool player herself, Miss Lee 

felt that through the competition, she was 

able to exchange ideas and tactics while 

interacting with people from a variety 

of backgrounds who shared the same 

interest. At the same time, she felt that 

taking part in such competitions enabled 

her to improve her style of play. “You may 

think that you play well, but getting out 

there to compete with others lets you see 

where you really stand,” she said.

Fast forward two years later and 

Miss Lee is taking part in an event she 

fi nds meaning in – Young NTUC’s Run 

350. She shared, “I’ve never really tried a 

10-kilometre run before. This run is about 

being environmentally friendly… At the 

same time, it also helps to improve my 

lifestyle because you have to train for it.”

Despite her busy lifestyle, Miss Lee 

is already looking forward to increasing 

her participation in more events, like the 

upcoming May Day celebrations. “At 

the end of the day, I fi nd that when you 

relate with more people and exchange 

ideas, you gain new knowledge and 

perspectives that can be applied in 

all aspects of life. Young NTUC offers 

great platforms for such exchanges and 

interactions,” she said.
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Striking Up Good 
Work-Life Harmony

Family time is precious for Mrs 

Charlene Ang, 42. Mrs Ang eagerly looks 

forward to the weekends to spend valuable 

and meaningful time with her husband and 

two daughters, aged 11 and 13.

The busy working mother who is a 

Global Programme Manager at Thomson 

Reuters, also serves as the General 

Secretary of Reuters Local Employees 

Union (RLEU).

Mrs Ang knows well the importance 

of work-life harmony and hence, it 

comes with little surprise that she 

greatly welcomed the setting up of 

the Labour Movement’s U Family. She 

learnt of its interactive activities through 

her colleagues and makes the effort to 

attend these sessions.

“I look forward to the lunch-time 

talks and seminars organised by U 

Family. I have been able to relate to the 

topics presented such as parenting and 

investment. Although I may not be a very 

young parent, these tips shared at these 

sessions serve as refreshers to me. I 

encourage working mothers and more 

members to attend these sessions. They 

will benefi t from them,” she said. 

These lunch-time sessions also 

serve as networking platforms with other 

working mothers, members and her 

colleagues.

Mrs Ang also looks forward to 

the educational and inspirational 

programmes and workshops that 

she can attend with her children and 

husband.

“The cooking lessons and pottery 

workshops are of interest to my family. 

U Family has been organising a spread 

of activities since it has been set up; we 

look forward to going for the new activities 

that cater to our interests,” she shared.

Mrs Ang is also an active union 

leader with RLEU. She regularly 

promotes U Family’s deck of initiatives 

and programmes with her union 

members at meetings.

“I am an ardent advocate of having 

work-life balance and I support these 

activities that are rolled out by U 

Family to benefi t our members and 

their families. As most of us lead hectic 

lifestyles, these activities give them a 

good opportunity to spend quality time 

with their families,” she said.

Mrs Ang dedicates her weekends 

to spending such time with her family 

as they engage in activities such as 

swimming, visiting the library and playing 

Wii games together. Now, they also 

look forward to taking part in some of U 

Family’s unique and affordable activities 

during their weekends.

“I am an ardent advocate of having 
work-life balance and I support these 
activities that are rolled out by U Family to 
benefi t our members and their families. 
As most of us lead hectic lifestyles, these 
activities give them a good opportunity to 
spend quality time with their families.”
Mrs Charlene Ang, 42, working mother

Mrs Charlene Ang with her family.

096-117 Growing Labour Movement KHL.indd   102 4/19/11   11:50 PM



LABOUR MOVEMENT ANNUAL 2011  103

U Family
2010:
• Integrated quality and value-for-money programmes led to the growth of 

membership from 26,000 to 36,000.

• Awarded Distinguished Pledge Ambassador by the National Family Council.

2011:
• Grow U Family membership to 45,000.

• Engagement target of 35,000 participants at U Family events.

Key Strategies:
• Support and connect working mothers through U Family Network at workplaces.

• Outreach and bond families through interest groups, and programmes in the 

heartlands.

• Build community of strong and happy families through signature events and 

Family Night Out Movement.
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Passion For 
Paddling In His Prime

Living healthily, happily, productively 

and with a purposeful-driven life is what 

59-year-old chief cashier P Loganathan is 

all about. His eyes sparkle when he talks 

about his passion for sports and how he 

believes in giving back to society.

“I have always been interested 

in sports. I was a state runner during 

my younger days, and used to run 45 

kilometres a day. I wanted to fi nd some 

form of sports activities when I started 

working so I took up bowling, archery, 

golf and badminton. I played badminton 

very often as the NTUC Club at Shenton 

Way was very near to my home then. 

When it shifted, I couldn’t fi nd a suitable 

place for regular practice. So I picked 

up brisk walking, pickleball and table 

tennis to keep myself occupied,” said 

the active ager, who sits on the U Live 

and U Sports Committees, and helps to 

organise regular sports activities as well 

as overseas trips for its members.

Table tennis is his passion at the 

moment. So good is Mr Loganathan at 

the sport that he was selected as the 

fi rst Indian table tennis convener in his 

constituency club fi ve years ago. It was 

also through the specifi c foundation 

and role of being a convener that Mr 

Loganathan’s understanding of the game 

sharpened and brought his batting skills 

to greater heights.

Mr Loganathan’s love for table tennis 

has not hindered his career at the Bank 

of India for the past 30 years. Knowing 

his competency both at work and sports, 

his bosses have even tasked him to 

head the sports recreational activities 

at his workplace. He took it further by 

setting up a table tennis ‘team’, and now 

organises daily practices with thirteen 

other colleagues for leisure purposes after 

work. 

He is a passionate advocate for active 

living at his workplace, in U Live and in 

his union, the Singapore Bank Offi cers’ 

Association (SBOA). He attributes this to 

a supportive family – his two daughters 

and their friends who used to play 

badminton with him. His determination to 

stay healthy is not without the inspiration 

of role models that he clearly tries to 

emulate.

He said: “My hat goes off to Mr Hari 

Chandra, a 400-metre veteran runner 

who still coaches running and he is in his 

eighties now. I was also very impressed 

with a 90-year-old who participated in a 

100-metre race at the Asian Masters in 

2010.”

A model active ager and one of 

U Live’s primary ambassadors, Mr 

Loganathan also believes in giving back 

to society and leading a purposeful life. 

Volunteering his services at many of the 

events organised by U Live, his aim is to 

help encourage more active agers like him 

to take up sports, learn new skills or pick 

up a new hobby and continue to widen 

their circle of friends, as they celebrate a 

new chapter in their golden years. 

“I strongly encourage people like me 

to take up some form of light exercise to 

keep their bodies active and healthy so 

that their health will not deteriorate so fast. 

Whether it is physical sports, such as table 

tennis or indoor activities like chess and 

mahjong, it keeps our minds alert. At the 

same time, we should continually equip 

ourselves with knowledge and improve our 

skills so that we may stay relevant and can 

even pass it on to the younger generation. 

We nurture relationships with new friends 

made through such times of bonding. It is 

a new phase in our lives that we shouldn’t 

miss out!”
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U Live
U Live continues to advocate a happy, healthy, productive and purposeful life for 

its members through its activities and age-specifi c benefi ts.

2010:
• Outreach increased from 15,000 (2009) to 19,500. 

• A key interest group, Eco Club, was awarded the Platinum Award in National  

Parks’ Community In Bloom competition. 

• Growth of ambassadors to 200 across 20 interest groups since setting up in  

2009.

2011:
• Increasing the participation outreach to 22,000 through activities and signature  

events.

• Growing the community of ambassadors from 200 to 300.

Key Strategies:
• Strengthen collaboration with unions and promote lifelong membership for  

members moving into retirement.

• Focus on interest groups such as Green Swingers Team (Golf), Golden Eye  

(Photography), Golden Bowl, Eco Club and Mind Gamers (Brain Fitness 

Games).

• Deepen the message of active living so that members can continue to lead  

happy, healthy, productive and purposeful lives.

“Whether it is physical 
sports such as table 
tennis or indoor activities 
like chess and mahjong, 
it keeps our minds alert… 
We nurture relationships 
with new friends made 
through such times of 
bonding. It is a new 
phase in our lives that we 
shouldn’t miss out!”
Mr P Loganathan, 59

U Live Ambassador
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Establishing 
New Communities 

GrowingLabourMovement
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Re-creating A Union To 
Serve Recreation Workers

As Singapore gears up to be a leisure 

and entertainment hub in the coming 

years, maintaining a strong and capable 

workforce in the sector is important to 

keeping the industry up and running. 

To cater to workers in this emerging 

industry, the Attractions, Resorts & 

Entertainment Union (AREU) was 

formed on 16 January 2010 to represent 

employees in the leisure and wildlife 

attractions, entertainment and lifestyle 

services, arts and cultural activities, and 

resorts.

AREU was born after the NTUC Club 

Staff Union (NCSU) was restructured 

into an industry union. Previously, NCSU 

solely represented employees in NTUC 

Club and its subsidiaries. 

Restructuring from a house union 

to an industry union required a new 

constitution and endorsement from the 

members through a ballot.

AREU General Secretary Charles 

Khng recalled: “With the strong support 

from the Executive Committee, I took 

the lead and worked closely with NTUC 

and our various stakeholders. This 

means getting members’ support and 

communicating to management partners 

so that we can achieve it together.” 

Members were informed about the 

change at a General Meeting and they 

were overwhelmingly supportive of the 

restructuring.

This would not have been possible 

without the support of unions such 

as Singapore Industrial & Services 

Employees’ Union (SISEU) and Food, 

Drinks and Allied Workers’ Union 

(FDAWU) as they transferred some of their 

relevant branches and members to AREU. 

It was a diffi cult but necessary move for 

the long-term interest of the members 

and workers. 

Mr Khng said:  “We would like to 

salute the contributing unions for their 

support. Furthermore, both unions 

partnered AREU and took concerted 

efforts to engage the members on 

the transfer way before the exercise 

commenced. This helped the members 

to better understand the rationale of the 

transfer and support it.”

With a new union that is specifi c 

to the industry, the unique needs and 

challenges faced by workers and 

employers in the industry would be better 

addressed. As a growing industry, it 

generally faces challenges in enhancing 

service level and fi lling up job vacancies. 

AREU plans to partner industry players 

and government agencies to share the 

best practices and develop a more 

service-oriented culture within the sector 

which will ultimately benefi t its members 

and workers.

AREU and its branches are also 

working closely with NTUC’s e2i 

(Employment and Employability Institute) 

to overcome the challenges of fi lling up 

some of the jobs available and enhancing 

staff retention. 

Mr Khng highlighted AREU’s overall 

plans: “Our long-term goal is for AREU to 

be the key strategic partner for workers, 

companies and government agencies in 

the attractions, resorts and entertainment 

industry.”
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“Our long-term goal is 
for AREU to be the key 
strategic partner for 
workers, companies and 
government agencies in 
the attractions, resorts 
and entertainment 
industry.”
Mr Charles Khng, 

AREU General Secretary
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As an Infant Educarer, professional 

growth is an important aspect of Ms 

Jessica Marie Martin’s career. It allows her 

to provide the best for the children under 

her care at Pat’s Schoolhouse (Baby 

Haven). 

The 24-year-old former Assistant 

Nurse looks forward to platforms and 

courses that can help to expand her 

horizons in the pre-school sector. One of 

the ways she has been able to achieve 

this is through the Professional Chapter 

for Early Childhood Educators (PCECE). 

Initiated by the Labour Movement and 

spearheaded by the Education Services 

Union (ESU) in December 2009, the 

PCECE is a fi rst-of-its-kind profession-

based community specially created for 

early childhood educators in Singapore 

A Professional 
Boost For 
Educational Gains

to provide them with a holistic suite of 

services.

As part of the PCECE’s commitment 

towards professional development, ESU 

sponsored Ms Martin’s participation 

in the National Association for the 

Education of Young Children (NAEYC) 

Annual Conference and Expo in Anaheim, 

California, in November 2010. Ms Martin 

had won the Outstanding Infant Educarer 

Award at the MCYS Child Care Awards 

2010. The Conference is the largest 

early childhood education conference in 

the world, where educators can attend, 

engage and learn from presentations, 

workshops and exhibitions. This has 

benefi tted her greatly. She said: “The 

conference helped me a lot because I 

learnt about things which I did not know 

prior to the event.” For example, she 

learnt that engaging infants who are less 

than a year old with music can stimulate 

their mind, contrary to the practice of 

introducing music to a child at the age of 

three or four. 

At the PCECE’s fi rst anniversary 

celebration, themed ‘Jamboree 2011 – 

Passport to a Professional U’, Ms Martin 

was invited as a guest speaker to share 

the experiences she gained at the NAEYC 

Annual Conference and Expo. She 

introduced new perspectives that could 

be implemented by the early childhood 

education industry in Singapore. 

“We had some participants from 

the Singapore American School and 

they came up to me and said that they 

were very glad that I highlighted a lot of 

the methods used in the United States. 

They hoped that some of the things that 

I shared could be used in the local pre-

schools as well,” she said.  

Through such initiatives by the 

PCECE, Ms Martin has gained more 

exposure and knowledge on industry 

practices. She feels that it will also build 

up the reputation and perception of infant 

care as there are parents who may not 

have a clear understanding of what it is 

essentially about. It also raises the quality 

of early childhood educators as she is 

able to share her insights with them.

To benefi t more members the way it 

did Ms Martin, the PCECE will continue 

to provide professional development 

opportunities, training support and 

exclusive discounts for members. ESU 

General Secretary Lee Siew Chuan said:  

“ESU’s Professional Chapter offers a suite 

of Work, Live, Play and Learn benefi ts 

that are highly relevant to the needs of 

early childhood educators in Singapore. 

A testament to this is the Professional 

Chapter’s steady growth over the past 

year and positive inroads made in the 

early childhood education community. 

Today, more than seven in 10 early 

childhood professionals in the industry 

are Professional Chapter members.” 

096-117 Growing Labour Movement KHL.indd   110 4/19/11   11:54 PM



LABOUR MOVEMENT ANNUAL 2011  111

Establishing New Communities
To remain a strong and relevant voice for workers, the 

Labour Movement also recognises the increasing need to 

reach out to PMETs (Professionals, Managers, Engineers, 

and Technical People). It aims to grow its PMET membership 

through profession-based communities or professional 

chapters in unions, partnerships with professional 

associations, and web-based and new media communities 

on NTUC’s U Portal and FaceBook page. 

Professional Chapters 
ESU Professional Chapter for Early Childhood Educators 
(PCECE)
The PCECE is an initiative by the Labour Movement and 

spearheaded by the ESU. It was launched in 2010 with the 

aims of promoting greater professional development and 

networking opportunities for early childhood educators. ESU 

continues to collaborate and strengthen relations with NTUC 

Social Enterprises such as NTUC First Campus, NTUC 

LearningHub and key industry stakeholders to improve the 

image, professionalism and qualifi cations of educators, as 

well as continue to promote fair salary and employment 

terms. The aim of the chapter is to get the members to 

be Future Ready through a holistic suite of employment-

related advice and assistance, professional development 

opportunities with recognised training institutes, industry 

networking opportunities, and lifestyle benefi ts. 

The PCECE has also served as an effective conduit to 

introduce more members to the union.

ESU has been directly servicing the needs of union members 

in the pre-school sector since the PCECE formed and has 

seen its PME membership in the pre-school sector grow 

from 1,927 to 7,830 members in 2010. ESU looks forward to 

greater growth in 2011.

UWEEI Engineering Professional Community (EPC)
Launched on 22 January 2011, the UWEEI EPC was a 

venture into a growing segment within the electronics industry 

employment landscape. Out of 54,000 members, 16,000, 

or a third of UWEEI’s members were PMEs. The EPC was 

a way to meet the unique needs of PME members and to 

reach out to new members. Besides focusing on workplace 

advice and executive representation, the Community has also 

organised numerous social and recreational activities such 

as networking sessions, movie events, and training fairs to 

provide executives an array of benefi ts at work, live and play.

PMEs in UWEEI EPC can look forward to:

•  Enriching their careers.

•  Getting Empowered to handle workplace issues.

•  Experiencing a wide range of recreational activities and 

privileges.
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Enhancing  
Membership 
Benefi ts For All

GrowingLabourMovement
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Thirty-eight-year-old IT Manager 

Amit Jain and his family were over the 

moon when they fi rst learnt of NTUC 

Membership’s partnership with Singtel 

to offer discounted tickets to the 2010 

Formula 1 Singtel Singapore Grand Prix.

The loyal NTUC member said: “The 

Grandstand tickets were partially sold 

out by the time we got to know about the 

offer initially. Out of the blue, I received 

an email informing us that there were still 

tickets on sale at 20 per cent discount. It 

was good timing indeed.”

Without hesitation, Mr Jain purchased 

fi ve tickets in all. Finally, he could relish 

the moment of watching the race ‘live’ 

with his father, eldest son Rishabh and 

two other family friends!

He said: “My dad is not so particularly 

crazy about the Grand Prix but he wanted 

to see what the whole excitement and 

hype was about, so he came from India to 

join us. The experience was incomparable 

to watching it on the television. It was just 

unbelievable to witness the speed and 

noise ‘live’.”

Commenting on the special offer, Mr 

Jerry Goh, Deputy Director of NTUC’s 

Membership department said: “We know 

that the Formula 1 Grand Prix is a big 

annual event in Singapore and it will be 

good for our members to experience it. 

Some of them may not be able to afford 

it. So we broke it down into smaller 

packages for all to enjoy. We are the only 

ones in Singapore who sold the tickets for 

all three days at discounted rates. We will 

continue to work with other merchants 

to bring about such benefi ts to our 

members.”

Totally Thrilled
With My 
U Membership

As long time NTUC members, the 

great chance for the Jain family to 

enjoy the race was a sweet reward for 

their loyalty. Over the years, they have 

accumulated a large number of LinkPoints 

from regular purchases at NTUC FairPrice 

and other participating merchants. 

Mr Jain’s wife, Mrs Mamta Jain, 

35, explained: “This is our 11th year in 

Singapore and we have been members 

for about seven years. The prices in 

FairPrice are very competitive and there is 

a wide range of products available, from 

groceries to household items, and even 

footwear. 

“In fact, I have asked all my friends 

to become members too. We have a very 

huge Indian community in our residential 

estate and we are very closely knitted, so 

I keep advising them to sign up for the 

membership and enjoy the benefi ts.” 

Mr Jain hopes that in the future, 

there will also be promotions for arts 

performances that he and his family will 

get to attend together. “It will defi nitely 

attract non-members to take up the 

membership!” he quipped.

Growing LM
As the key voice for workers in Singapore, the Labour Movement aims to reach 

out to workers of All Collars, Ages, and Nationalities (“All C.A.N.”), and all three 

Generations of workforce - workers of yesterday, today and tomorrow. With 

vibrant Membership Communities such as nEbO, Young NTUC, U Family and U 

Live, we strive to embrace our members in a Community for Life, with seamless 

transition from one community to the next. 

NTUC members get to enjoy a wide range of lifestyle and social privileges, 

in addition to workplace representation and professional development 

opportunities. We also create memorable experiences for our members through 

membership communities and events.

Our membership grew at the fastest pace in recent years to achieve 615,000 

members in 2010. We aim to have one million members by 2015. 

Mr and Mrs Jain with their sons Soham (left) and Rishabh (middle).

“In fact, I have asked 
all my friends to 

become members 
too… I keep advising 

them to sign up for 
the membership and 

enjoy the benefi ts.”
Mrs Matma Jain, 35, mother of two

NTUC Member
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Silver Lining 
In The Downturn

Mr Shahiful Bahri Abdullah, a 43-year-

old technician from EPCOS Singapore, is 

the sole breadwinner of his family of fi ve, 

with three school-going children. During 

the downturn, he sought assistance from 

the U Care Fund to help his family cope.

“The economy was not very good in 

2009 and my salary at my previous job 

was half of what I am getting now. It was 

diffi cult to cope, especially when I was 

the only one earning. My wife had not 

been working for many years because 

she was caring for our children. She only 

started working as a production operator 

this year. 

“With my children still in school, the 

expenses for my household were on the 

high side. It was until recently, when I 

found a new job at another manufacturing 

company, that there was a bit of breathing 

space due to a pay increase of around 30 

per cent. Gradually, I was able to manage 

the fi nances again.”

Thankfully, he was able to count on 

the U Care Fund to provide some much 

needed fi nancial relief to tide him through 

the downturn. With the support from his 

union, the United Workers of Electronics 

and Electrical Industries (UWEEI), Mr 

Shahiful and his family received a total of 

$705 from the U Care Fund last year. This 

included $375 worth of Back to School 

vouchers for his three children, a $200 

scholarship for one of his children, $30 

worth of U Stretch vouchers, and a $100 

family package for the Family Recreation 

& Fun Carnival. 

“It can be tough-going with three 

children, especially in terms of meeting 

their needs. Sometimes, they look at their 

friends who may have better quality shoes 

which we cannot afford. Their educational 
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Care & Share
2010: 
Over $8.3 million was disbursed to help low-income members and their families. 

Helping Families
• Family Recreation & Fun Carnivals: $1 million worth of recreation packages 

were extended to more than 10,000 families for a day of fun at Downtown  

East. 

• U Stretch Vouchers: close to $1 million worth of vouchers were distributed to 

over 31,000 members to help them cope with rising costs of daily necessities. 

Children 
• Back to School Vouchers: Over $3.7 million worth of vouchers were given out 

to some 30,000 school-going children of members to help them defray the 

cost of school supplies for the new school year. 

• Bursary and Scholarship Top-Up: Over $0.5 million was extended to unions 

to provide additional funding support for bursaries and scholarships, which 

benefi ted more than 7,000 students.

• Bright Horizons Fund: $1 million was contributed to help young children from  

low-income families attend pre-school.

Elderly
• Eldercare Trust: A total of $1 million was given out to assist the elderly in   

daycare services and wellness programmes.

2011:
The Labour Movement will continue its efforts to help our members in need and 

aims to disburse $11.7 million in assistance programmes to potentially help over 

130,000 low-income members and their families.

needs are also quite high; sometimes 

there are activities held overseas that 

require more money.

“We are very thankful for the Back 

to School vouchers because cash is 

normally used up very fast. When we 

received the vouchers, the children 

told me they need new spectacles. So 

straightaway, we went to the optical shop, 

which also awarded us with LinkPoints. 

Furthermore, the U Stretch vouchers 

came in very handy at FairPrice. They 

are like the ‘bread-and-butter’ for my 

household; they are good for groceries 

and basic needs in our household 

expenditure.”

Said NTUC Care and Share Director 

Zainudin Nordin, whose department 

handles the U Care Fund: “Though our 

economy has recovered strongly from 

the last downturn, the current concerns 

of our members and workers are very 

much related to infl ation and rising costs 

of living. Together with NTUC’s affi liated 

unions and association, NTUC Social 

Enterprises and our tripartite partners, 

we hope to improve their lives through 

the U Care Fund. It is our endeavour to 

continuously work together as a caring 

Labour Movement.”

Mr Shahiful added that while the 

assistance is useful to cope with diffi cult 

times, he and his wife are not getting 

complacent for the long haul. 

“We have to be realistic in the sense 

that when we ask for help, it is not a 

matter of simply saying we are unable 

to cope. In life, there are always ups and 

downs. There are also bound to be times 

in life where we are down and out. It is a 

matter of asking for help when we really 

need to. But you don’t just cling on to that 

help alone because it is just a temporary 

solution. We must work hard towards a 

long term solution.”

“We have to be realistic... 
when we ask for help, it is not 
a matter of simply saying we are 
unable to cope... We must work hard 
towards a long-term solution.”
Mr Shahiful Bahri Abdullah, 43, Technician
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