ROUNDTABLE DISCUSSION REPORT

MANAGING DISRUPTION IN THE
SINGAPORE ACCOUNTANCY INDUSTRY

INTRODUCTION
As Singapore is working towards becoming the leading global accountancy hub for the AsiaPacific region, it is expected that accounting firms will employ over 21,000 accountancy
professionals by 2020. However, certain job roles doing laborious tasks such as book keeping
and data entry and requiring limited human judgement are at risk of being disrupted.
The National Trades Union Congress (NTUC), together with the Singapore Accountancy
Commission (SAC), held a roundtable on 25 April 2018 for chief financial officers, chief human
resources officers and management partners to exchange ideas on helping the accountancy
workforce manage disruption. The findings will help NTUC and SAC partner various
stakeholders and develop policies and programmes to better prepare the accounting
professionals for the future workplace.
This report summarises the highlights of the discussion to address the changing nature of jobs
and skills in the accountancy sector, including the identification of jobs at risk of displacement,
as well as to explore support required by companies to place, train and develop the
accounting workforce.

I. CHANGING JOBS AND SKILLS
TECHNOLOGY – KEY DRIVER OF CHANGE
From the discussion, 76% of the finance leaders indicated technology as the key driver of
change for jobs and skills in the accountancy industry, while 20% felt that the greatest impact
comes from changes to business models and the remaining 4% felt it is due to globalisation.
The advent of new technologies like robotic process automation and blockchain has
transformed business models, but accounting methods are still relatively traditional and not
catching up to the new ways of conducting businesses. Some of the participants felt that there
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is a need to rethink some of the accounting methodologies, especially in valuation. In general,
technology, such as e-payments and mobile applications, is changing the way documents are
being processed.
With blockchain technology, several processes can be automated. Banks are now doing
reconciliation functions at lower fees. Businesses are facing data overload and they need
accounting professionals to provide insights into the data.

“Blockchain (distributed ledger), AI and Singularity will impact accountancy job
roles in 10-15 years’ time. Computers and robots will become as smart or
smarter than human beings and Financial Reporting Standards (FRS) will likely
be obsolete as robots will have capabilities to apply the FRS.”
Koh Wee Kwang
Director
CA Trust PAC

“As a support function, accounting functions are under pressure to be lean and
to optimise resources. Technology is a real threat and also an opportunity Accounts Receivable and payment functions have been automated by bots.
Artificial Intelligence (AI) and Robotic Process Automation (RPA) are being
evaluated and used in our shared service centre, Internal Audit (IA). Accounting
roles have to evolve to be high quality and high value impact, beyond the value
of outsourcing.”
Srinivasan Venkita Padmanabhan
President-Global Head Finance
Olam International Ltd
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Due to thin profit margins, companies are required to increase productivity by reducing
headcount and increasing work load of the employees. Some companies are positive with the
technology disruption, viewing technology as an enabler, where staff can progress to take on
bigger roles and improve productivity. Another participant said that she did not think that the
disruption to accounting professionals would be that intense as professionals undergo
continuous professional development.

JOB ROLES AT RISK OF DISPLACEMENT BY TECHNOLOGY
❖
❖
❖
❖
❖
❖

Admin and Data Entry
Accounts Payable (AP)
Bookkeeping
Payroll
Product Controller
Transactions Processing

“Accountants today must be able to partner their business teams and support
their strategic business conversations. Digitalisation efforts will continue to
transform how traditional finance activities (like bookkeeping and payment
processes, etc.) are performed, resulting in a significant reduction in the size of
the finance team.”
Mike Lim
Senior Vice President, Finance
DBS Bank Ltd
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Accountants who are unable to take on more strategic roles in management accounting or
business partnering, and who do not have an appreciation of technology such as blockchain,
will be at risk of displacement. Training alone is not sufficient; technology exposure and a
mind-set to handle greater complexities in their area of work are required.
It was also discussed that IA is diminishing in Singapore as companies are looking for skills in
forensic audit and data-analytics skills in doing compliance related and IA work. Traditional IA
sampling is also increasingly outdated.
The non-degree accounting and finance (A&F) technicians i.e. book-keepers, will also be at
risk of displacement. The participants doubt that most of this group of book-keepers who are
doing simple and routine tasks can make the jump into accountant roles. There is better
potential for them to multi-skill into shared admin services roles, e.g. finance coupled with
HR and administration.
The group was of the view that the accountancy professionals can play a bigger role in Small
and Medium Enterprises (SMEs) which make up 95% of businesses in Singapore. Companies
are looking into amending the book-keepers job roles to meet the new demand, but at the
same time looking out for book-keepers who are interested to make a switch into new roles.
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TOP EMERGING TECHNOLOGIES IMPACTING JOBS IN ACCOUNTANCY
❖
❖
❖
❖
❖
❖
❖
❖

Artificial Intelligence (AI)
Blockchain
Cloud Accounting
Data Analytics
Business Intelligence Dashboard Tools
Optical Character Recognition (OCR)
Robotic Process Automation (RPA)
Voice to Text

“There are mid-range cloud accounting systems available in the market which
includes customisable payroll technology, such systems can easily reduce
businesses' Human Resource costs. For employees' claims, they can now submit
their claims via mobile applications reducing their administrative burden and
improving productivity.”
Cora Cheung
Adjunct Faculty
Singapore Institute of Technology
One of the participants said that the most advanced software he has seen thus far in the
market is Xero. The success of the platform and adoption by businesses would depend on its
usability. Currently, Xero needs to be taught how to read invoices. Manpower will still be
required in the meantime as technology becomes more sophisticated. He agreed that in the
next 10 years these technology platforms will be able to replace the human worker for
positions in payroll and claims.
With an aging population, it is difficult to embrace technology so readily. Most of the
participants agreed that the key to transit staff into using technology is by starting small; e.g.
approving small payments and claims via WhatsApp, and encourage sharing information
through SharePoint, and campaigns like having quizzes on technology, etc. On a separate
note, the importance for staff to be involved was highlighted when working with vendor and
pilot testing on using mobile apps before implementation.
Companies are also using e-learning platforms to train employees. While staff are currently
trained to use systems such as SAP, with the increasing use of blockchain and digital currency,
these skills would become obsolete. It is also noticed that auditors have to change their work
processes as most are still requesting for hardcopy supporting documents.
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OFFSHORING OF JOB ROLES
The participants have identified the following job roles affecting junior and supervisory staff
whereby their daily routines have been consolidated to shared service centres.

❖
❖
❖
❖

AP and Accounts Receivable (AR)
Financial Reporting
Payroll
Tax

There was consensus that the finance team is shrinking. Job functions such as AP, AR and
Payroll have been outsourced overseas. The larger companies have already outsourced these
functions, and smaller organisations will also start to outsource certain functions.
These jobs were outsourced overseas because the manpower cost in Singapore is generally
higher as compared to other countries. Therefore, Singapore needs to leverage on technology
to automate as we do not have a cost advantage over other countries. Nevertheless, the
global finance team is usually located in Singapore doing analysis rather than processing.
One of the participants shared that there is difficulty in hiring appropriately qualified
Singaporeans for lower level positions due to the higher salary. For example, a lower level
role would command S$2,500 to S$3,000 per month, hence companies would look to
outsourcing the function to save cost.
Technology makes the outsourcing to locations outside of Singapore possible. For example,
scanning and digitalising of documents, as well as SAP can be accessed via VPN. Some of the
companies are already outsourcing to shared services center like Luxembourg and Belgium.
In one of the companies affected, about 50% of the 70 staff in the A&F function are diploma
holders and below. The company off-shored some of the work functions but made sure that
no one loses their job by changing staff mind-set to learn new skills and take on new roles,
while some were allowed to retire.
There were mixed sentiment on the timeline of displacement through offshoring and
technology disruption. Some felt that the accounting and book keeping clerks will likely be
displaced in 5-10 years. Some felt it will be more than 5-10 years, while some think that the
short-term impact can be seen in 5 years and these roles will be obsolete in 10-20 years.
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SKILLS GAP
Generic and Soft Skills
The participants felt that stakeholders must examine the skillsets that would be relevant to
accounting graduates in 30 years’ time when computers and robots are able to take over work
that humans are doing today. These include risk assessment skills, communication skills and
sustainability reporting skills for integrated reporting.
One of the participants observed that Singaporean graduates tend to be good at regurgitating
information instead of applying their minds to issues and communicating their views. He felt
that Singaporeans also lacked the ability to speak up and disagree constructively with one
another - this is the spirit of Silicon Valley which is lacking in Singapore. Another observation
is that the new generation of the workforce does not stay long in the accounting profession.

“Fresh graduates need to be acquainted with the basics of accountancy. Fresh
graduates are less familiar with the basics as processes are increasingly
automated. Accounting professionals also need to have the ability to apply
critical thinking and analyse data and this comes with experience.”
Julia Kwok
Partner
Excide Pte. Ltd.
Another participant also agreed that what was lacking is critical thinking skills. Professionals
need to have thought leadership skills. She highlighted that while robots are in the workplace,
humans can provide the personal touch. It was also added that the accounting professionals
need to possess the right mindset. He added that with digitalisation and cost concerns, no
one will be able to predict where the accountancy sector will be headed in the future but
workers will need to have the right mindset to tackle the challenges.
In general, the participants agreed that these are the soft skills companies have difficulty
identifying in the candidates they are hiring:
❖ Communication and persuasion skills – Moving out of the back office and
moving the ground.
❖ Risk taking – To acquire the global exposure, people must want to travel and move
e.g. reluctance to take on posting to Nigeria.
❖ Fire in the belly – desire to learn and develop.
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❖ Continuous learning – How are you improving and creating time to learn? When
training is conducted, employees say they are busy and do not want to take up the
training. The employee should create the passion to make himself practise e.g. to
improve communications skills, the employee can join free programmes such as
Toastmasters.
❖ Connectivity – humans need to create value for one another.
Other in-demand generic skills include:

❖
❖
❖
❖
❖
❖

Adaptability
Change Management
Cultural Sensitivity
Dispute Resolution
Digital (Basic coding and use of spreadsheets)
Interpersonal

In short, the candidates must possess the ability to Influence, Involve, create an Impact, and
Inspire.
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Specialised Technical Skills
It was also discussed that in addition to the soft skills, fundamentally, the accounting
professionals need to possess the following specialised technical skills:

❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖
❖

Auditing
Business and Data Analytics
Business Partnering
Cross-border Taxation/ Direct & Indirect Taxation
Financial Reporting
Forensic Accounting
Internal Auditing
International Financial Reporting Standard (IFRS) 9
Litigation
Management Accounting
Mergers and Acquisitions (M&A)
Risk Management
Strategic Business Advisory
Sustainability Reporting
Valuation for Startups
Valuation/ Transfer Pricing
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II. SUPPORT REQUIRED TO TRAIN AND DEVELOP
ACCOUNTANCY WORKFORCE
EXISTING SUPPORT AND PROGRAMMES
It was discussed that the current efforts in the Industry Transformation Map (ITM) and Skills
Framework is very generic. More support is needed to understand each vertical function such
as tax, audit, assurance, etc. Financial support was suggested to implement the ITM, and big
accounting firms such as Ernst and Young need more support to be ahead in the global
competition.
One of the participants shared that while the existing programmes provided workers with the
qualifications, but most of these programmes did not provide sufficient work exposure and
the development of soft skills. He described how he had completed his undergraduate study
and went for evening classes while working, and gaining exposure in his dealings with clients.
He felt that a guided practical experience was an important component of allowing trainees
to gain a variety of exposure. He also felt that the practical experience allowed the
development of the soft skills. Another participant added that perhaps it is timely to review
the delivery of training and incorporate on-the-job training.
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FULFILLMENT OF HIRING NEEDS
Changing Perception of Accountancy Jobs
In the discussion, some commented that the accountancy profession is not perceived as
“cool” compared to other professions like lawyer. While some observed a lack of passion in
accountancy among the accounting professionals, but some disagreed.
Most agreed that it would be useful to change the image of accountants. Some suggested it
might be useful to produce a television programme to raise the profile of the accountancy
profession.
It was also added that “nerds” can bring economic value; e.g. coders, and it is important to
think about where the sector will be headed in 30 years’ time to attract talent to the sector.

Difference in Hiring Expectations
One participant suggested that double major degree holders; e.g. accountancy plus
economics, tend to do better than single major accountancy graduates, as they can
communicate better. Another participant commented that the accountancy professionals are
generally introverted in nature and may find it difficult to become more communicative and
influencing as additional attributes.
It was shared that when one of the participants was setting up a social enterprise and looking
to hire but only had a budget of $2,000 per month, while candidates were asking for $6,000
per month. He did not think that the Government could help in all aspects of this problem
stemming from differences in pay expectations. He thought that workers should be told that
their jobs could possibly be lost to outsourcing or technology so that they have more realistic
expectation.
12
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ORGANISATION’S WORKFORCE PROGRESSION
Whose Responsibility to train workers?
It was discussed that every employer’s wants to have ‘ready-made’ talent but who would
undertake the responsibility to prepare the talent to be job ready? One participant felt that
it is unrealistic for the employer to not provide the employee with training to close skills gaps
in their businesses. She asked the group to consider what actions they could take as
stakeholders during this bridging period to prepare the workforce for change. It was agreed
that it is the responsibility of both the employer and the worker to be future-ready.
Raising Awareness of At-risk Jobs

“Workers need to be made aware that their roles are at risk and if they choose
not to do anything about the situation, they will be displaced.”
Ho Chii Wen
Principal Consultant
Illumino Private Limited
It was highlighted that workers need to know that their jobs are at risk. SAC or NTUC could
tell the workers e.g. AP roles, that their jobs are at risk to raise awareness and tell them that
there is urgency to act as these workers may think that their jobs are secured. One participant
said that these workers might not take heed as they could find another job in another
company in the current positive job market situation. Another participant commented that
workers need to know that when the disruption happens, it will be an abrupt occurrence.

Helping At-risk Workers
While companies can outsource and automate jobs, there are concerns that Singaporeans will
be out of job. It was raised if the stakeholders could come together to take leadership to
tackle this issue. The group felt that SAC could help to provide more training to workers, with
more training in soft skills in addition to technical skills. One participant suggested that SAC
and NTUC could organise activities to share information and raise awareness among workers
and encourage an open discussion on this issue.
There are 2 groups of at-risk workers – those who in lower level jobs which are likely to be
phased out in 10 to 20 years and those who are lower qualified e.g. ITE trained. It was raised
that the first group may possibly be phased out by retirement and that the attention should
be focused on the second group instead to help them to progress.
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In order to help the second group of at-risk workers to progress, work has to start from the
top rung. Training at universities for the top rung has to be relooked. Currently the top rung
is not really supporting businesses very well. As the lower rungs support the top rung, it will
be easier to establish what the lower rungs need to be trained in after getting the training
right for the top rung. The participant also felt that Singapore’s education system and the way
our children are being tested has to evolve. He was of the view that if Singapore continues to
produce graduates who are only able to follow and are not able to speak and take a stand,
the future will be a bleak one.
One participant highlighted that there will be a group of rank and file workers who are not
inclined to progress to be a PMET. This group of workers’ needs have to be taken care of. One
participant shared on how he has been encouraging his accounting staff to learn something
associated with their work, for example, through the giving of inputs to their colleagues
performing logistics functions and the sharing of data and experiences to help the company
grow. He also added that SMEs do not have the luxury of having so many workers. These
workers have to continuously learn actively and grow mutually as a group to advance the
SME.

“Workers must have the aspiration to upskill and progress.”
Pearlyn Lo Wei Min
Managing Partner
Lo Hock Ling & Co.
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Job Transition
One participant felt that enough information has been shared (Singaporean workers are
getting more expensive, going overseas is getting cheaper) and in a Darwinian world, the most
adaptable will survive. He said that it would not be possible to “make a cow bow its head”.
He said that the motivated ones would find their way to do something else. He knew of
someone in the accountancy sector who was over 40 years old who has found his passion in
cooking and spends 7 hours at a hotel learning cooking.
It was added that mindset is a critical factor. A lack of motivation could stem from fear or
realisation that progression is not easy. They may also not take action because they do not
know where to start. One participant gave an example of how she was assisting to digitalise
her friend’s family business and found that the SME had not been managing their books at
all. She also shared that she knew of some workers in their late 40s to early 50s who were
willing to change with times. Workers’ awareness needs to be raised and they could be
provided with a pathway to help them to transit.
The group agreed that for those workers who are in their 40s to 50s and happy in the lower
level positions, there are still many organisations in the market looking for such staff e.g.
SMEs, clan associations, societies and NGOs. These outfits need someone to carry out
administrative work and filing for a budget of about $3,000 a month and who are bilingual,
and they face difficulty in hiring these positions. Most felt that even if these lower level jobs
are disrupted, these associations and societies would still need such help. These workers can
fit into these jobs with some training to help them to use more advanced software.
It was noted that within bigger organisations, employees who have undergone training could
be deployed to other departments and roles e.g. from Accounting & Finance function to the
sales department to help them with analysing the sales trends. However, in smaller
organisations where there is only one manager in a team of A&F staff, vertical progression for
the staff after training will be challenging. Moreover, the group discussed that it is not
possible to move lower level staff to do Management Accounting (MA) jobs. Hence it is easier
to hire than to train one to move up.

Congregating At-risk Workers in Learning Network
The group was asked for their views on the following proposed model – SAC or NTUC could
congregate workers in at-risk jobs into an inter-organisational or national network to provide
specialised support e.g. a learning network, or an ecosystem for training and development to
discover career pathways, with certification to upskill and progress to higher value jobs. The
group was asked if they would be supportive of such an initiative and if they would encourage
their staff to join this informal network.
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Most of the participants are supportive of such an initiative. Some were of the view that
employees would not be receptive to stay back to take on training or upskilling. When asked
if the employees could be released during work hours to take on such training, some members
of the group were doubtful if the workers would participate as they have not taken up free
training provided to them in the past.

Additional Tiers of Qualification
When asked if additional tiers of qualification would be useful to enable workers to progress,
some members of the group felt that it would do little to motivate workers to upgrade. The
participants were of the view that those who are motivated to progress would find ways to
do so already and those who were not motivated would not be motivated by the introduction
of additional tiers of qualification.
It was noted that if the organisation is small, the certification is of little value to the staff. Even
if the certification allows them to find jobs elsewhere, other organisations would be hesitant
to employ them as they lack the relevant experience. Ultimately, the companies need to
consider the value-add to their business with the national-level certification.
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CONCLUSION
From the discussion, it was agreed that human cannot compete with machines in the era of
technological disruption. Hence it is imperative to upskill the workforce on areas that the
machines cannot do. It was also identified that mindset change for all stakeholders is the key
challenge to prepare tomorrow’s unemployed for tomorrow’s jobs.
In general, the participants’ sentiment gravitates towards not having too much “support”,
especially for the Professionals, Managers and Executives level. The safety nets provided a
sense of comfort which may result in lack of motivation to think beyond the current roles of
accountancy, which is necessary to add higher value to the employers.
For the rank and file level, the group recommended more support to grow them laterally with
generic and adjacent skills trainings; for e.g. to take on HR or overall administrator roles,
which they viewed as an easier transition, compared to developing them into traditional
accountancy roles which are becoming at-risk of displacement.
In summary, these are the key takeaways identified by each group from the discussions:

❖ Skills in-need – for accountancy sector such as communication skill, analytics and
ability to give insights from the big data are crucial for the future workforce;
❖ Lateral progression – with generic skills training to help the at-risk workers;

❖ Mindset change – is key to encourage workers upskill in adopting technology;
❖ Awareness – of whose jobs are at-risk and importance to let affected workers know
the career options after upskilling due to job displacement; and

❖ Value-add – any form of support or programmes must be able to value add not only
to the individual workers, but to the overall business objectives and sustenance.
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RECOMMENDATIONS
These are the recommendations derived from the discussions:
❖ NTUC and SAC could showcase and share the various training programmes available
to facilitate the change, especially mindset change.
❖ To conduct a focus group discussion to understand and find out how to reach out to
the group of people who are resistant to change.
❖ Change needs to come from the top where management must embrace technology;
e.g. by setting benchmark to use system for transactions more than $1 million.
❖ Working level to embrace technology first and be the champion in the company. It is
important that the staff implementing the system need to understand users’ needs,
so that the system is user friendly.
❖ Big organisations should encourage staff to go for vertical training (both in-house and
external).
❖ A mixture of online training and onsite training to bring training providers to the
companies, so that it is easier for both employers and employees.
❖ Monetary rewards could tie in with certification for workers.
❖ A training with certification, plus government incentive such as tax deduction would
be useful.
❖ Government could support with e-payment; e.g. ability to link to government sponsor
e-payment system into the supply-chain for training.
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APPENDIX A: ABOUT THE ORGANISERS
NATIONAL TRADES UNION CONGRESS

The National Trades Union Congress (NTUC) is a national confederation of trade unions as well
as a network of professional associations and partners across all sectors in Singapore. NTUC's
objectives are to help Singapore stay competitive and working people remain employable for
life; to enhance the social status and well-being of our members and working people; and to
build a strong, responsible and caring labour movement. NTUC's vision is to be an inclusive labour
movement for all collars, ages and nationalities. NTUC is at the heart of the Labour Mov ement,
which comprises 57 affiliated unions, two affiliated associations, 10 social enterprises, six related
organisations as well as a growing ecosystem of U Associates and enterprise partners. More
information on NTUC can be accessed here: https://www.ntuc.org.sg

FUTURE-READY SKILLS
The Future Jobs, Skills and Training (FJST) capability was set up within NTUC in 2017 and
functions as a strategic nerve centre, leveraging the expanded Labour Movement network and
tripartite partners, to sense new and emerging opportunities so that strategic action can be
taken to enable our working people to secure better skills, better jobs and better wages.
Adopting a whole-of Labour Movement approach, FJST, together with representatives from the
unions and clusters, Professional Networks (consisting of U Associate and UPME (Professionals,
Managers & Executives), U SME (Small and Medium Enterprises), U FSE (Freelancers and SelfEmployed), NTUC LearningHub and e2i (Employment and Employability Institute), work
together to validate sensing of jobs and skills trends, identify training and placement
opportunities and tailor relevant training and placement programmes for our working people.
The Labour Movement also works closely with partners such as government agencies, institutes
of higher learning, consultancies, think tanks and communities to synergise and streamline
efforts in identifying training and placement opportunities for the benefit of our working
people. See more FJST content at: www.ntuc.org.sg/fjst

SINGAPORE ACCOUNTANCY COMMISSION

The Singapore Accountancy Commission (SAC) spearheads the development of the Singapore
accountancy sector with the vision of developing Singapore into a leading global accountancy hub.
SAC is working to achieve this by deepening the skills of the accountancy talent pool; developing the
industry to capture growth opportunities; and creating a hub and exchange by building Singapore into
a centre for thought leadership. SAC is a statutory body under the Ministry of Finance.
For more information, please visit www.sac.gov.sg
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APPENDIX B: LIST OF PARTICIPANTS
Organisation

Name

Designation

Agency for Science, Technology and Research
ArcelorMittal Singapore Private Limited
Baker Tilly TFW LLP
BDO Advisory Pte Ltd
Black Sun
CA Trust PAC

Lin Ming Chou
Nick Ong
Khor Boon Hong
Cheng Soon Keong
Uantchern Loh
Koh Wee Kwang

CAST Laboratories Pte Ltd

Tan Bee Yong

Changi Airport Group (Singapore) Pte Ltd

Serene Lee

CPA Australia

Angelin Quek

CPA Australia

Sharan Bhinder

DBS Bank Ltd
Elitez Pte Ltd
Emerging Towns & Cities Singapore Limited
Ernst & Young Solutions LLP
Ernst & Young Solutions LLP
Excide Pte. Ltd.
Excide Pte. Ltd.
Far East Organization
Illumino Private Limited
Jason Electronics Pte Ltd
Jones Lang LaSalle
Lapp Asia Pacific Pte. Ltd.
Lo Hock Ling & Co.
Mayer Marketing Pte Ltd
Meinhardt Infrastructure Pte Ltd
Mercatus
Millenning Pte Ltd
Ministry of Social and Family Development
(MSF)
Ministry of Trade & Industry (Future Economy
Programme Office (FEPO))
Nanyang Academy of Fine Arts
National Trades Union Congress

Mike Lim
Rongjie
Peter Tan
Chan Yew Kiang
Evelyn Hooi
Julia Kwok
Lee Chengyi, Sam
Koh Kah Sek
Ho Chii Wen
Serene Tan
Angie Lim
Dr. Georg Fendt
Lo Wei Min, Pearlyn
Tan Chin Thai
Dr Tham Lai Leng
Loke Huey Teng
Coco Choo

OTR Facilitator
Chief Financial Officer
Partner
Director
CEO Asia Pacific
Director
GM, Finance &
Administration
VP, Enterprise Performance
Business Development
Manager
Senior Business
Development Manager
SVP, Finance
Finance Manager
Independent Director
Partner, Assurance
Talent Leader, Director
Partner
Partner
Chief Financial Officer
Principal Consultant
Assistant HR Manager
Global CFO - HSBC Account
Chief Financial Officer
Managing Partner
Finance Manager
Executive Board Director
Chief Financial Officer
Founder and CEO

Rao Ker Ee

Chief Financial Officer

Ang Sin Lek
Wong Kron Joo
Patrick Tay
Srinivasan Venkita
Padmanabhan
Poon Chun Onn
Adrian Tan
Jeslin Tan
Teo Huey Ling

Assistant Director
Director, Finance
Assistant Secretary-General
President-Global Head
Finance
Chief Financial Officer
Partner, Audit
Financial Controller
VP, Finance

Olam International Ltd
Pertama Merchandising Pte Ltd
RSM Chio Lim LLP
SATS Ltd.
SATS Ltd.
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Singapore Accountancy Commission
Singapore Institute of Technology
Singapore Polytechnic

Evan Law
Cora Cheung
Jenny Wong

Temasek Polytechnic

Chia Li Hwei

The Farrer Park Company Limited
Unabiz Holdings Pte Ltd
Vision Century Pte Ltd

Jessie Goh
Davy Lassagne
Tommy Loke

Weidmuller Pte Ltd

Gabriel Low Chi Heong

Chief Executive
Adjunct Faculty
Finance Director
Director, Finance &
Administration
Chief Financial Officer
Group Chief Financial Officer
Chief Financial Officer / ED
Chief Financial Officer (South
APAC)
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APPENDIX C: RESOURCES
I)

ACQUIRE IN-DEMAND SKILLS
a) What to Upskill
• Skills Framework for Accountancy http://bit.ly/accountancysfw
b) Where to Upskill
NTUC LearningHub:
• SkillsFuture for Digital Workplace (SFDW) http://bit.ly/lhubsfdw
• Digital and Soft Skills Training https://www.ntuclearninghub.com/
Employment and Employability Institute (e2i) :
• Uleap (Learning Enabled through Active Participation) Enriches learning communities
through courses delivered in bite-size and trending discussions https://e2i.com.sg/Uleap
CPA Australia:
• Finance for the Future programme - A suite of practical courses designed to meet the
lifelong learning needs of professionals operating in a competitive business environment
http://bit.ly/cpaaustraliafinance
c) Tap on Progression Support
SSG & SAC:
• SkillsFuture Study Awards for Accountancy http://bit.ly/skillsfuturestudyawards
•

II)

NTUC:
Support for NTUC Union Members through UTAP
Assurance, Financial Accounting, Management Accounting, Internal Audit, Business
Valuation, Tax programmes across foundation to professional certification levels
http://skillsupgrade.ntuc.org.sg

GET INTO IN-DEMAND JOBS
a) For Fresh Polytechnic & ITE Graduates
• Earn & Learn Programme leading to Diploma Business Practice (Accounting) and
Advanced Diploma in Accounting http://www.skillsfuture.sg/earnandlearn
b) For Job Seekers & Existing Workforce
• Professional Conversion Programme for Internal Auditors by WSG
http://bit.ly/pcpinternalauditors
• Career Trial for Job Seekers http://bit.ly/careertrial
c) Tap on Placement Support
• Adapt & Grow Programmes http://www.wsg.gov.sg/adapt-and-grow/jobseekers.html
• Employment and Employability Institute (e2i): Book an appointment for a one-to-one
session with an employability coach https://e2i.com.sg/app
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