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Chief of Staff Asia is the only locally-owned and 
managed trade media brand for the professional HR 
community in Singapore and Southeast Asia. Across 
multiple platforms, it delivers engaging and highly 
relevant content daily, to a fast-growing audience of 
confirmed workforce management professionals. 

With a diverse range of platforms and content formats, 
Chief of Staff Asia provides a well-positioned audience 
of decision makers who are highly engaged and looking 
to connect with new partners. Get in touch with us at 
partnerships@chiefofstaff.asia to see how your brand 
can not only get noticed, but experienced by key HR 
demographics in Southeast Asia. 

HR TECH

MOVING ON UP

WEBSITE
NEWSLETTERS

HR TODAYCHIEF OF STAFF FIVE

INTERVIEWS

W
EBIN

A
RS

COMMENTARIES
WHO
SAYS?

RESEA
RC

H
PA

PERS

LIVE
NETWORKING

H
R 
TE
C
H
 

SH
O
W
C
A
SE

HR ECOSYSTEM
AWARDS

SOCIAL
UPDATESH

R 
N
EW
S

A
N
D
 IN
SI
G
H
TS

UPDATE

www.chiefofstaff.asia

BE SEEN. 

BE EXPERIENCED.
BE HEARD. 



3 www.chiefofstaff.asia

For the

of

Editorial Team

Paul Howell
Managing Director & Publisher

MANAGING DIRECTOR
& PUBLISHER 
Paul Howell
Singapore
paul@chiefofstaff.asia

COORDINATING EDITOR
Jil Danielle Caro 
Manila
jil@chiefofstaff.asia

NEWS EDITOR
Ericka Pingol
Manila
ericka@chiefofstaff.asia

FEATURES EDITOR
Angelica Cabahug
Kuala Lumpur
angelica@chiefofstaff.asia

TECHNOLOGY EDITOR
Ellia Pikri
 Kuala Lumpur
ellia@chiefofstaff.asia

RESEARCH EDITOR
Alex McInnes
Bangkok
alex@chiefofstaff.asia

ART DIRECTION
Wilmart Palentinos
Manila
palentinoswr@gmail.com

Dear readers,
 
This sample magazine gives you an overview of what Chief of Staff Asia is about.
 
Chief of Staff Asia, which was established in July 2021 by some of Southeast Asia’s 
most seasoned workplace journalists, is the region’s premier trade media brand 
devoted to the field of human resources (HR) professionals and the first to be owned 
and run in Singapore.
 
Whether it is the fast-paced digital transformation of practically every business or 
the abrupt global pandemic that forced a re-think of every human operation across 
the economy, there have never been more difficulties facing HR leaders and their 
teams. That’s why the time is right to embrace a new, regionally-focused community of 
workforce managers and engage them across all of the platforms they know and love.
 
For this issue, we covered stories on the most urgent concerns confronting HR 
professionals such as the future of work post-Covid-19 pandemic, the rise of remote 
work, the faster-than-ever digital revolution, and employee happiness and satisfaction.
 
In-depth research reports are also available on two other topics: the need for training 
departments to raise the bar higher in order to address a regional skills shortage and 
an unprecedented exodus from professional work; and the growing gap between 
organizations and globally mobile employees now that business travel is once again in 
demand.
 
In addition to those, we were able to do an exclusive interview with TDCX, a business 
process outsourcing firm with headquarters in Singapore, on what it takes to sustain 
tech-driven growth and how empowering people can help overcome obstacles.
 
We hope you enjoy this issue as much as we do, and that you learn from it as much as 
we did from writing these stories.

Paul Howell

Chief of Staff Asia is the only locally-owned and 
managed trade media brand for the professional HR 
community in Singapore and Southeast Asia. Across 
multiple platforms, it delivers engaging and highly 
relevant content daily, to a fast-growing audience of 
confirmed workforce management professionals. 

With a diverse range of platforms and content formats, 
Chief of Staff Asia provides a well-positioned audience 
of decision makers who are highly engaged and looking 
to connect with new partners. Get in touch with us at 
partnerships@chiefofstaff.asia to see how your brand 
can not only get noticed, but experienced by key HR 
demographics in Southeast Asia. 
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 • Workers in Southeast Asia want to retire at 50, 60 - Study
 • Skills shortage looms for Indonesia’s hospitality, retail workforce
 • Who Says?: Quotes from HR leaders and influencers

Business travel is back on the agenda for many HR teams, but the latest 
research shows there is also an expectations gap emerging between 
organisations and their globe-trotting staff.

The region-wide shortage of skills and an 
unprecedented exodus from professional   
work have combined to push training 
departments much higher on corporate 
agendas.

Software solutions for workplace 
productivity often revolve around 
improving workflow or automating 
manual labour. However, one factor that 
is often neglected is employee happiness.

09

22

30

14
RETIREMENT & 
SKILLS SHORTAGEON THE ROAD AGAIN

TIME TO BUILD

HR TECH UPDATE
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News, views, and insights 

for the HR community in 

Southeast Asia, delivered 

where and when it is wanted
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TS • Covid-19 had positive impact on workplace, 

millennials say
 • Globalisation Partners: Remote work now a 

retention tool
 • Thailand creates more jobs for older works to 

fill shortage

 • Philippines strengthens protection for remote workers 
as numbers rise

 • Indonesia OKs new 6-month ‘Digital Nomad’ visas
 • AWS training program upskills individuals interested in 

cloud technology jobs

 • Survey finds Malaysia IT execs ready for digital 
transformation

 • OppTy launches AI-backed career platform
 • Moving on Up: New HR leaders in DBB, Thunes, 

and Meltwater

The term ‘quiet quitting’ has become a new 
workplace buzzword. Read about the five aspects of 
‘quiet quitting’ employers need to take note of.
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10 EXCLUSIVE 
INTERVIEW

FOLLOW US!

NEXT ISSUE
The challenges faced by HR teams in the 
banking and finance industry, ways to 
build leadership skills, and an exclusive 
interview with Indonesia’s top tech start-
up Bukalapak senior vice president are 
some of the stories awaiting Chief of Staff 
Asia readers in our next issue.

DIGITAL 
REVOLUTION

CHIEF OF
STAFF FIVE

THE FUTURE  OF WORK

RISE OF 
REMOTE WORK

Get to know how Singapore-based 
business process outsources TDCX 
sets the bar high for tech-driven 
growth. In this exclusive interview, 
Group Chief HR Officer Lim Chee 
Gay shares how the company 
empowers employees through its 
#BeMore campaign.
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NEWS

SOUTHEAST ASIA

THAILAND

Money is no longer the only pivotal 
driver for employee retention.
According to a recent survey by 

Globalisation Partners, employees 
who are offered remote work as a 
permanent fixture are less likely to 
leave their company. 
They are more likely to choose 

organizations that resonate with 
their values and culture, said 
Charles Ferguson, the company’s 
general manager for Asia-Pacific. 
Employees look for leadership 
style, work-life balance, and career 
progression, he noted.
According to Ferguson, many 

companies are raising salaries as 
a key talent retention strategy, but 
lengthy lockdowns transformed 
work arrangements and changed 
employees’ values. Freedom and 
flexibility are now more highly 
valued, while pay raises and 
promotions are no longer the 

To help tackle the issue of an aging 
society, the Thai Labour Ministry 
is creating jobs for seniors so that 
they can work towards filling their 
country’s workforce shortage 
while also reducing senior citizen 
unemployment rates.
“The Department of Employment 

(DOE) has been tasked with looking 
into the employment of people 
beyond the retirement age,” said 
Labour Minister Suchart Chomklin.
He said that 1,007 people above  

60 had been given jobs in the 2021 
fiscal year. 

Globalisation Partners: Remote 
work now a retention tool

Thailand creates more jobs for 
older workers to fill shortage

yardsticks for career success.
“Post-pandemic, the much-

dreaded ‘Great Resignation’ and ‘Quiet 
Quitting’ have put the global and local 
talent crunch under further duress,” 
Ferguson said.
It is imperative that businesses 

work with the government in 
realigning themselves to the new set 
of values to retain talent.

Citing a recent survey covering 
over 9,000 seniors with the potential 
to work, the minister also explained 
that 76% of seniors wanted to be self-
employed, while 15% wanted full-time 
jobs. Only 9% were okay with either.
Meanwhile, director-general Pairoj 

Chotikasathien said the DOE has 
coordinated with various companies 
to create jobs for the elderly.
The top five jobs that seniors were 

offered were as production workers, 
housekeepers, security personnel, 
coach staff, and drivers, according  
to Chotikasathien.

SINGAPORE

Seventy percent of millennials and 
Generation Z believe that the Covid-19 
pandemic has transformed workplaces 
for the better, SPAG’s Engaging 
Multigenerational Workforce in the Era 
of Transformation report found.
The pandemic had a profound 

impact on how people work and 
communicate. It accelerated 
technological advancement, with online 
collaborative tools becoming popular 
during the 2020 global lockdowns.
The trickle-down effect of the 

health crisis caused many adjustments 
— from subtle changes like having 
essential tasks done offline, to 
significant structural alterations such 
as changes in corporate policies that 
impact both business owners and 
employees.
While extremely challenging, the 

pandemic brought about impactful 
changes in the workforce. 
The report found that business 

and HR leaders must innovate viable 
strategies to support their employees 
in the new normal, post-pandemic.
Millennials and Generation Z who 

were surveyed said the pandemic 
has made employers more focused 
on the mental well-being of their 
employees, while also opening up 
to new possibilities in employee 
communications. 

Covid-19 had 
positive impact 
on workplace, 
millennials say
By Ericka Pingol

By Ellia Pikri

By Ericka Pingol
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PETER LEWIS
Chief People Officer, DBB

With over 25 years of experience, 
both on the client and agency 
sides, Peter Lewis is a talent 
management expert renowned 
for his empathy, intelligence, and 
sensibility. He now leads DDB’s 
talent development, collaboration, 
and training and agency culture.

MATT VAN GELDERE
Chief People Officer, Thunes

In addition to recruiting and 
developing top talent from around 
the world, Matt Van Geldere’s role 
will build a scalable HR operating 
model that supports rapid 

growth. He’s got over 20 years of 
international experience in digital 
advertising and telecommunications.

ALISSA SARGEANT
Head of Talent Acquisition, Meltwater

Allissa Sargeant is responsible for 
leading the company’s recruitment 
team, analysing key hiring metrics, 
identifying areas of improvement, 
and providing data-driven solutions 

to enhance the company’s 
outcomes. Sargeant’s experience 
in HR spans two decades.

MOVING ON UP

Technology executives in Malaysia 
are confident they have what it takes 
to digitally transform their companies 
over the next two years, according to 
a new Dell Technologies report.
The Dell Technologies 2022 

Breakthrough Report examined 
people’s capacity for digital change 
and sought sentiments on how 
organisations can successfully 
blend HR with technology to achieve 
effective transformation outcomes, 
especially when it comes down to 
personnel challenges.
A total of 10,500 senior business 

decision-makers from over 40 
countries took part in the survey.
For the Malaysian market, Dell 

Technologies conducted a survey 
of 200 respondents from various 
industries and found that their 
insights were consistent with those 
from other regions.
Sixty-four percent of IT leaders 

in Malaysia are confident that their 

Survey finds Malaysia IT execs 
ready for digital transformation

MALAYSIA

businesses will undergo a digital 
transformation within the next two 
years. However, two-thirds of workers 
think they should give more thought 
to how people will be interacting 
during the process. 
The research showed that 68% of 

respondents feel that businesses and 
their workforce need time to recharge 
and reflect on what’s happening 
before embarking on new projects.
Meanwhile, 57% are concerned 

about falling behind in the digital 
revolution because there aren’t 
enough people with the skills needed 
to maximize opportunities.

Homegrown startup OppTy has 
launched its career platform that 
aims to streamline job search and 
headhunting process.
For recruiters, OppTy’s Artifical 

Intelligence (AI)-powered smart 
candidate tool helps pool together a 
list of job seekers best suited for the 
role, including those who may not be 
actively looking for a job but appears 
fit for the position. 
It also provides functions to 

streamline the interview process, 
such as psychometric tests and an 
automated scheduler.
For jobseekers, the platform 

offers resume creation and portfolio 
maintenance functions where AI 
algorithms recommend relevant 
skill sets, qualifications, and 
accomplishments to be included in 
their résumé. 

OppTy launches 
AI-backed 
career platform

SINGAPORE

NEWS

By Ellia Pikri
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intend to leave their jobs in the next 
12 months, according to an Ernst & 
Young (EY) study published in July.

In truth, the “quiet quitting” 
phenomenon and the “great 
resignation” likely stem from the same 
reason, a general dissatisfaction and 
restlessness.

 4. POWER IN THE  
 HANDS ON EMPLOYEES 

The new generation of workers, 
having been raised in an era of 
activism, is well-versed in the power 
of collective action.

This effect can be the new workforce. 
In response, experts are suggesting 
that HRs keep up with employee 
expectations by taking a more holistic 
approach to the types of benefits 
provided. 

 5. BENEFICIAL TO  
 EMPLOYERS AND  
 EMPLOYEES

Research has shown that happy 
employees are more productive 
and engaged, even protecting them 
against feeling distracted or not 
wanting to be present.

Happier employees are friendlier, 
more open, and better team players, 
making the workplace more enjoyable. 
This, in turn, improves workplace 
loyalty, reduces turnover, and 
increases job performance.

A smart HR will take advantage of 
these shifting sentiments to focus on 
opportunities for employees to learn 
and grow in the company. 

Workplaces that are structured 
around giving employees a life outside 
of work may, in truth, gain greater 
productivity in the long run and lead 
to higher profits.

Chief of Staff Five

The term “quiet quitting” was coined 
in 2009, but it has recently become a 
hot button issue following a growing 
movement perpetuated by Generation 
Z on social media platform TikTok.

For employers, this new trend is 
a source of frustration, with some 
expressing concern that their employees 
are slacking off. Believers, however, 
argue that “quiet quitting” is not about 
avoiding work, but rather, not avoiding a 
meaningful life outside of work.

This new narrative is a result of 
Generation Z and millennials changing 
the workplace, away from the hustle 
culture and unpaid labor of their 
parents’ generation since they do not 
see financial advantages or a benefit 
to their mental health.

 1. IS IT REALLY  
 A PROBLEM?

Sarah O’Connor of the Financial 
Times doesn’t think “quiet quitting” is 
a problem, arguing that if staff turn 
up every day to do exactly what is 
asked of them, then they aren’t “quiet 
quitting”, they’re simply working. 

Some people may be driven by 
personal reasons to give more, but 
if everyone is expected to do that, 
then by definition it isn’t “above and 
beyond” anymore, she said.

“The ‘quiet quitting’ kerfuffle speaks 
to an unhealthy understanding of the 
relationship between companies and 
their staff,” O’Connor said.

She said that companies that have 
built their business model on people 
constantly going above and beyond 
are on dangerous ground. 

An example is the UK-based train 
company Avanti West Coast, which 
fell apart when staff stopped 
voluntarily working extra shifts on 
their days off, she said.

aspects of ‘quiet quitting’ 
employers need to take note of

 2. A DEFENCE MECHANISM  
 AGAINST BURNOUT

A lack of passion outside the 
workplace and not enough time for 
rest often leads to burnout, leaving 
employees to pay a hefty price for it. 

For most people, burnout may take 
somewhere between a year to 
several years to recover from, which 
is perhaps why as of 2019, the World 
Health Organisation has classified 
burnout as an official syndrome.

Employee sentiment reflects this. One 
in three Asian employees will forgo 
pay increases to work flexibly, closely 
followed by wellbeing benefits.

Burnout is a net loss for both 
employers and employees. 
Companies that restructure their 
operations to not rely on the goodwill 
of their employees will be more 
sustainable.

 3. QUIET QUITTING IS A  
 SIGN OF BIGGER ISSUES

“Quiet quitting” could also indicate 
a bigger issue on how work is 
structured today. 

Forty-five percent of employees in 
Southeast Asia indicated that they 
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Indonesia has approved the Digital 
Nomad Visa which will allow remote 
workers in the country to work for up 
to six months without paying tax by 
using an existing B211A visa.
The original proposal was for a 

longer-term digital nomad visa, but 
there is still some uncertainty around 
this.
With more and more people 

choosing to work remotely, the hope 
is this visa will create a concrete legal 
framework for the country.
Indonesia is also hoping that the 

visa will attract foreign freelancers and 
give local businesses peace of mind.
“I am increasingly convinced the 

number of foreign tourists who are 
interested in staying in Indonesia will 
increase and will automatically have 
an impact on economic revival,” said 

Indonesia OKs new 6-month 
“Digital Nomad” visas

INDONESIA

Amazon Web Services is looking to 
upskill Filipinos seeking employment 
in cloud technology jobs. 
AWS and its partners say the new 

“re/Start” program will help individuals 
and teams leverage AWS Cloud to 
innovate in the digital world.
“We think about educating the 

builders of today — that’s why we 
have various programs focused on 
educating our customers,” Conor 
McNamara, Managing Director of 
AWS – ASEAN said.
“We are also thinking about enabling 

the builders of tomorrow and how 
we can think about the various talent 
pools out there that could support 
bridging these digital skills, (especially) 
how do we engage untapped or 
under-tapped talent pools.”
The AWS re/Start program is a 

partnership between the company 

AWS training program upskills individuals 
interested in cloud technology jobs

PHILIPPINES

and local communities. 
Participants can expect hands-

on experience with fundamental 
cloud skills that will prepare them for 
roles in an increasingly technology-
dependent workplace.
With its emphasis on practical 

career skills, AWS re/Start is ideal 
for people looking into tech careers. 
Graduates have developed both 
technical knowledge and soft abilities.

The country’s Department of 
Labour and Employment (DoLE) has 
amended the Telecommuting Law 
(signed in 2018) to account for higher 
numbers of work-from-home (WFH) 
arrangements post-pandemic. 
The study determined how 

common and widespread the 
“Financial Independence, Retire Early” 
or FIRE movement is in the region and 
the efforts being made to achieve 
this goal by spending less money 
and establishing multiple sources 
of income to experience financial 
freedom as soon as possible.
The amendment says that workers 

shall receive no less than minimum 
labour standards, should they decide 
to not work in the office. 
The new amendment also 

states that WFH arrangements 
shall not impact applicable terms 
and conditions in policy, practice, 
individual contracts, or collective 
bargaining agreements. 
As long as an employee is required 

to be on duty or working in the 
alternative workplace (be it coerced 
or willingly), the hours worked must 
be counted as hours worked, the 
amendment said.
The new rule also indicates that 

employees in a WFH arrangement are 
not considered field personnel (such 
as hourly freelancers), unless their 
hours of work cannot be determined 
with reasonable certainty.

Philippines 
strengthens 
protections 
for remote workers 
as numbers rise

PHILIPPINES

NEWS

Tourism Minister Sandiaga Uno.
The visa program was launched by 

the government to help individuals 
who live abroad to get jobs within the 
country.
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Sixty-two percent of employees 
across Southeast Asia said they want 
to retire in their 50s or 60s, according 
to a survey by Milieu Insight.
The study determined how 

widespread the “Financial 
Independence, Retire Early” or FIRE 
movement is in the region and the 
efforts being made to achieve this 
goal, through spending less money 
and establishing multiple sources 
of income to experience financial 
freedom as soon as possible.
Regular saving (71%) is the most 

prevalent method for early retirement, 
followed by ‘being careful with 
how I spend my money’ (63%) and 
‘investing’ (63%). Finding additional 
employment is a much less common 
strategy at 37%, but tends to skew 
towards Thais.

Workers in Southeast Asia want
to retire at age 50 to 60: study

SOUTHEAST ASIA

Most individuals are hands-
on when it comes to retirement 
preparation; just 31% of those who 
want to retire early said they had a 
financial counselor to assist them plan 
for retirement. 
Meanwhile, investment funds 

(56%), stocks (53%), and real 
estate (52%) are the most popular 
investment categories. While 
cryptocurrency and NFTs are gaining 
traction, they have yet to become 
major investment avenues due to their 
volatility. They register at 41 percent, 
with their popularity high in Thailand 
(57%) and in the Philippines (54%).
The surveys asked 1,500 employed 

respondents, aged 18-49 years 
old, each from Thailand, Singapore, 
Malaysia, Indonesia, and the 
Philippines, in May 2022.

in the workplace to ensure this 
growth continues.”
“The government’s ambitious 

Indonesia 4.0 initiative shows a 
visionary approach toward securing 
Indonesia’s global position as a young 
developing nation with a young 
workforce,” he said.
“However, more investment from 

the private sector into skills training 
will help people prepare for the future 
of work and close the digital skills 
gap,” he added.

NEWS Who says?

People are not just external customers... 
and we cannot empower them to live the 
life they want if we are not inclusive [and do 
not] promote equal access to opportunities, 
especially for the underrepresented.

  Alexis Pham
  Chief People Officer -
  Home Credit Vietnam

Let us be more sensitive and understanding. 
Show empathy and listen. This way we can 
create meaningful connections and make 
our world a little less toxic.

  Danreb Oira
  Senior VP-Human Capital - 
  Philippine Airlines

As talent leaders we can shift influence by 
becoming more transparent with empathy. 
Most are discovering that adopting more open 
and vulnerable management styles build a 
culture of trust and makes the bond stronger.

  Lance Foo
  Group Head of Talent for 
  Asia-Pacific - NCS Group

Inclusion is always a business case;it’s never 
a CSR initiative--because marginalised 
groups are untapped resources.

  Farida Charania
  CEO - Empauwer

Quiet quitting is a personal choice. There’s 
nothing wrong with that choice, given life 
has many other priorities for you to care 
about. But everyone’s yardstick is different.

  Jerviel Lim
  Head of People and Culture 
  - Tatsu Works

Job-seeking platform KUPU has 
found that the hospitality and retail 
sectors in the country are at risk of 
skills shortage come 2023.
According to Amazon Web Services 

and Alpha Beta, over 17 million 
Indonesians need digital competency 
training every year to keep up with 
technological progress, and that 
number is growing fast.
To bridge the gap, job seekers can 

upskill through the KUPU app, which 
offers over 700 courses covering a 
wide range of topics from soft skills 
such as sales development, to hard-
hitting disciplines.
KUPU Information Officer Andry 

The said, “Indonesia has experienced 
significant growth over the last 
decade. Yet, more needs to be done 

Skill shortage looms for Indonesia’s 
hospitality, retail workforce

INDONESIA

By Ericka Pingol
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interview

Because we are a people 
business.

That’s how the HR leader 
behind Singapore-
based Business Process 

Outsourcing provider TDCX explains 
its key focus in the current business 
environment. Group Chief HR Officer 
Lim Chee Gay credits the company’s 
success to its digital and technology 
tools, as well as the workforce 
that adds strong value to those 
investments.

Lim’s HR leadership involves the 
heavy lifting of employer branding for 
TDCX. This drive to hire highly skilled 
and high-potential employees has 
helped enable growth to 12 global 
locations with almost 18,000 talents.

As an enabler of the digital economy 
that looks to continuously create 
value through customer experiences, 
he says there are some key traits that 
his team looks for in new recruits.

By Angelica Cabahug
@chiefofstaff.asia

12 

Driving 
tech-driven 
growth
Singapore-based Business Process Outsourcer 
TDCX has surged to 18,000 employees in the last 
few years. Group Chief HR Officer Lim Chee Gay 
explains the HR processes and philosophies driving 
that acceleration.
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interview

“We look for a high-performing 
individual who fits into the culture 
and has the competency, initiative, 
innovation, and courage to challenge 
the status quo,” Lim says.

“We emphasise a lot of trust and 
teamwork. That is our TDCX culture. 

“We also look at leadership 
competency as an individual 
contributor, someone with a goal 
mindset and can learn, perform, and 
deliver the result. This way, we want 
to delight our client.”

While there is no one perfect way to 
determine instantly if a prospective 
employee is a match, Lim says the 
company has some key technology to 
help in its hiring decisions.

“We have a tool that can predict their 
suitability by looking at behaviour 
traits to find whether they are a fit for 
the customer service role, sales, or 
creatives,” he says.

So, how does TDCX do this during the 
hiring process?

“When we hire our agents for our 
clients, we have questions on 
language competency. They need 
to be bilingual, highly proficient in 
English, and in their native market.” 

Lim says another technology helps 
with the recruitment process.

“We have an online assessment 
tool called Flash Hire. Our recruiter 
will heavily depend on it before 
interviewing the candidate,” Lim said.

Giving the staff the space to “#BeMore”

Lim leads TDCX’s employer branding, 
and has been the driving force of the 
company’s #BeMore campaign.  

“We want our employees to be able 
to do more and believe they can 
do more,” he tells Chief of Staff 
Asia. “That’s what TDCX is known 
for, empowering employees to take 
charge in their roles and to change. 
It makes sense. Change is a constant 
for us.”

Part of the #BeMore campaign also 
centres on environmental, social, 
and governance impact branding, 
Lim says.

“Our pillar as part of this space is to 
be happier, kinder, and greener. We 
want our employees to do more, be 
happier in their jobs, be kinder to the 
community and be greener to the 
environment.” 

Speaking of change, Lim concedes 
high employee turnover can be 
common among BPOs providers. 
Still, he notes that TDCX has 
lower attrition than many of its 
competitors, due in part to the role 
that technology plays within the 
employee experience.

“Career progression, a better offer, 
and of course, personal reasons 
cause attrition,” he explains.

“Our pillar as part 
of this space is to  
be happier, kinder, 
and greener.”

LIM CHEE GAY
Group Chief HR Officer
TDCX

Lim Chee Gay (right) celebrates another milestone with Tee Siew Lee, HR Director of 
TDCX Malaysia
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“We spend a lot of
time on employee
experience. We look
at how we attract
candidates, and 
always address
their feedback.”

Lim Chee Gay
Organisation: 
TDCX

Job Title: 
Group Chief HR Officer

Based in: 
Kuala Lumpur

Years in the role: 
Five

Family status: 
Married, with two daughters

Academic background: 
Masters of Business 
Administation, with a further 
Honours Degree in Applied 
Sciences. He also holds a 
Diploma in HR.

Favourite sports team: 
Liverpool FC in the English 
Premier League

Leadership philosophy: 
Management is doing things 
right; Leadership is doing the 
right things.

Go-to inspirational quote: 
“Perfection is not attainable, 
but if we chase perfection 
we can catch excellence” 
Vince Lombardi, famed US 
football coach

GETTING TO KNOW “We spend a lot of time on employee 
experience. We look at how we 
attract our candidates, take their 
feedback seriously and address them 
timely. That’s why we use Flash Hire 
every nine days to see if they are 
happy. We want to find out whether 
they engage (with their work and 
colleagues) or not.

“The other thing we do involves using 
lots of predictive attrition data, based 
on historical trends. Then we have an 
intervention to address that. 

“We want it to be a ‘Great Attraction’ 
instead of a ‘Great Resignation’,”  
he says.

That aspiration requires a focus 
on more than just hiring, so career 
progression strategies also play a 
large role. 

“We want to live up to our employee 
value proposition by spending a lot 
of effort developing employees,” 
Lim says. “We have many trainers 
and career coaches, as well as a 
structured way of progressing our 
employees to the next levels with a 
career development plan. 

“We internally promote 14% of our 
population.”

Likewise, TDCX is also invested in 
employee retention, with Lim saying 
the company aims for staff to stay at 
least three years.

“Usually, the first three years are 
critical for a BPO. If they stay for three 
years, they will work longer with us. 
That’s what our intention is, to be able 
to retain our employees.” 

Engagement via a digital workplace

Attrition and retention have been 
predominant issues among BPO 
providers, but Lim is optimistic about 
the industry’s outlook.

“In 2021, BPOs projected growth until 
2030 was expected to be almost 
9.1%, compounded. In other words, 

this is an industry that will continue to 
grow,” Lim explains. 

“Our talent will be the key, especially 
in the digital economy. So that is 
the whole reason why we continue 
to be able to attract our talent. We 
should be able to retain our talented 
organisation.”

TDCX partners with selected 
universities to open doors to 
newcomers to the field, Lim says.

“We believe we have a structured 
programme that can enrich fresh 
graduates in our environment. That’s 
one strategy for how we win talent,” 
he says. 

“This will be a continuous and 
intense effort. As I said previously, 
the ‘Great Resignation’, growth, and 
searching for the same kind of talent 
will remain challenging. 

“In TDCX, we continue to invest in 
our people, in our employees, and our 
employer branding.”

Post-pandemic, employees all over 
the world are performing their jobs 
differently, but at TDCX, Lim says 
its best practices have actually 
increased productivity. 

This, he says, boils down to digitised 
processes that allow managers to 

LIM CHEE GAY
Group Chief HR Officer
TDCX
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Organisation: 
TDCX

Industry: 
Business Process Outsourcing

Regional headquarters: 
Singapore

Other offices in  
Southeast Asia: 
• Malaysia
• Philippines
• Thailand

Employees: 
Estimated 18,000

HR focus areas: 
• Employer branding
• Talent attraction
• Engagement and retention

FACT FILE

truly understand their employees 
through data insights.

“We want to be the best in our talent 
acquisition in particular,” Lim says. “To 
do that, we need to ensure we have 
recruiters’ competency and a very 
lean hiring process.”

“That’s the technology investment 
we’ve been pursuing end-to-end. 
We also have a lot of tools that we 
develop ourselves, just to be agile 
and to respond to the business and 
client expectations.

“The other strategy is to enable our 
employees to be resilient. TDCX is 
known for this, that we are ready for 
the job and can respond to our clients’ 
needs at any time.

“We are also working on flexibility. 
Our end goal is to continue to hire 
and be able to retain employees 
and not stick to a one-size-fits-all in 
addressing all these.”

One way of doing this is by relocating 
employees to its branches overseas 
when there is a need for specific 
talent in a given location.

Dispelling the “quiet-quitting” trend

TDCX is not immune to the global 
economic and demographic changes 
impacting its labour markets. The so-
called “quiet quitting” phenomenon, 
in which professional staff scale 
back their effort and engagement 
rather than formally resigning their 
positions, is one the company is 

focusing on specifically in this post-
pandemic era.

Lim says the company has previously 
taken a long-term approach to staff 
engagement, including collecting and 
carefully analysing employee data 
and insights.

“One of the things which we are 
lucky to invest in over the years 
is in defining our data processes,” 
Lim tells Chief of Staff Asia.  “We 
depend a lot on the data we collect, 
and use it to predict and formulate 
interventions. We are now building a 
methodology to test the accuracy of 
predictive attrition.

“All these insights are what I call a 
leading indicator, and will help us to 
prevent resignation and attrition from 
happening,” he says. 

Aside from building TDCX managers’ 
competency to respond to employee 
needs, Lim also checks on employee 
participation. 

“Recently, we did our employee 
engagement survey that showed 
88% of our employees were engaged. 
That’s a good sign.”

TDCX focuses on continuous 
conversations between employees 
and managers to improve their 
working relationships, Lim says.

“Rather than having a year-end 
performance, we have ongoing 
performance management.

“We have digitised, but we want to 
ensure a human touch is involved. 
We always believe that employee 
experience will drive customer 
experience,” 

A surging trajectory

Lim says TDCX has enjoyed 
phenomenal growth in the years since 
he joined in 2017.

“We used to have around 500 
leaders. Now we have about 3,000 

team leaders, managers, and all 
other leaders. That is so important 
for us to continue to identify our 
future leaders and develop that as 
we continue to multiply.” 

It’s that success, and building further 
on it, that drives the company’s 
Group Chief HR Officer on a day-to-
day basis.

“I love it because we continue to grow 
and can provide job opportunities. 
Seeing our employees grow with 
the company, we want to give 
back company success to them. 
That’s what I love about it. We see 
many people progress well with the 
company’s success.”
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The Asia Pacific business travel 
market is expected to exhibit 
moderate growth during 2022-
2026. However, It is fair to say 

that growth in both short and long-
term trips is markedly slower than the 
long term global average, even since 
movement restrictions began easing at 
the start of 2022. 

Despite transaction levels in 
international corporate travel seeing a 
bounceback to between 50% and 70% 
of pre-covid levels, this part of the 
world is still lagging behind. According 
to Timothy Williams, chief financial 
officer for the Flight Centre Travel 
Group in Asia, the global trajectory 
represents an underlying desire to 
return to face-to-face meetings. 
“Successful business development 
in 2022 is dependent on in-person 
contact, and despite the slow response 
of markets here, we’re confident that 
Asia’s recovery will mirror that of the 

Americas and Europe in the coming 
months,” he said.

Despite this optimism, there are 
still some challenges holding talent 
mobility back, and many Asian 
companies are not as eager to jump 
straight back into pre-pandemic 
levels of travel. A recent Bloomberg 
survey of 45 large businesses showed 
that 84% of those companies planned 
to spend less on post-pandemic 
travel, despite easing restrictions. 
Respondents to the survey predicted 
travel budgets would likely shrink 
anywhere from 20% to 40% from 
2019 levels. 

Citing the efficacy of virtual software, 
a worrying global economic situation, 
and general budgetary constraints, 
spending on corporate trips may slip 
to as low as USD 1.24 trillion by 2024 
— a USD 200 billion decrease from 
pre-pandemic levels.

Business travel is back on the agenda for many HR teams, but the 
latest research shows there is also an expectations gap emerging 
between organisations and their globe-trotting staff

On the
road  again

By Alex McInnes
alex@chiefofstaff.asia

17 



18 www.chiefofstaff.asia

Primary drivers for 
international assignments
Despite an abundance of localised talent shortages, the 

biggest driver for international assignments is still their 

ability to develop future leaders for multinational employers. 

That's according to 28% of respondents in Santa Fe 

Relocation's recent Global Mobility research.

Other factors driving the return to international work assignments are:

• To provide continued employment to employee or partner — 26%

• To enhance existing skills in the key markets — 17%

• To deploy new, strategic leadership in the destination markets — 15%

• To enhance diversity, and cultural and change management — 8%

• To achieve a specific objective or project delivery — 6%

“Many companies are prioritising 
domestic travel, and some regional heads 
are also starting to get back together for 
group meetings”
CHRIS RUSSELL
Managing Director, Argyll Scott

Further research by the Collinson 
Group and the Centre for Aviation 
paints a similar picture, finding that 
companies in the Asia-Pacific region 
are unlikely to reanimate business 
travel to levels that employees 
in particular would like. Of those 
surveyed, just under a third expected 
that corporate travel would not even 
reach 20% of 2019 levels by the end 
of 2022. 

This is well below the expectations and 
hopes of many senior professionals, for 
whom business travel had once been 
an engaging perk and realisable reward 
for work well done. Many view trips as 
opportunities to reinforce relationships, 
broaden horizons, make personal 
connections with customers and 
colleagues, and experience new places.

They are also used to help high potential 
staff progress their careers. Global 
research has identified that one in four 
business travellers believe the lack of 
travel opportunities over the last two-
and-a-half years has put them at a 
competitive disadvantage. This figure 
has doubled since 2020. Keen to make 
up for lost time, eight in 10 travellers 

surveyed hope to travel abroad for 
business before the end of 2022, but 
there is some hesitancy from employers 
to simply flick a switch and return to the 
2019 ways of doing business.

Nearly two-thirds of Asia Pacific 
business travellers say they are driving 
the return to the road, rather than their 
companies. This creates yet another 
talent retention challenge for HR and 
travel managers in the era of The 
Great Resignation.

It is therefore vital for HR teams to 
assuage employees’ expectations in 
the short term. According to Chris 
Russell, the Managing Director of global 
recruitment consultancy Argyll Scott 
in Thailand and Vietnam, international 

travel has been particularly slow 
to restart because of lingering 
restrictions in key destinations such as 
Hong Kong and Mainland China. “Many 
companies are prioritising domestic 
travel, and some regional heads are 
starting to get back together,” he 
explains, noting that organisations 
need to ask new questions for every 
trip: “Is this meeting necessary? Does 
it need to be face to face? If you are 
travelling, what is the reason?

“Retaining talent is vital, so the solution 
may be to prioritise only essential 
travel to employees who will further 
the company’s aims,” he emphasises.

Despite short-term travel still 
being in a holding phase, long-
term placements are still highly 
sought after, and companies are still 
offering employees opportunities to 
come to Asia to live and work. “With 
travel restrictions disappearing, I 
think employees are jumping at the 
opportunity to take the plunge and 
move overseas,” Russell said.

For a market such as Asia, which was 
the world’s largest business travel 
market pre-pandemic, accounting for 
more than a third of US$1 trillion in 
annual spending globally, employees 
are not the only ones who will be 
looking at getting business travel 
moving again. 

However, many travel policies pre-
dating the pandemic have to change 
administratively before companies, 
and their employees feel secure flying 
internationally.

TALENT MOBILITY
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TRAVEL POLICIES UNDER  
THE MICROSCOPE

Ongoing restrictions across Southeast 
Asia, from rules on facial masks to 
vaccination mandates, are, at least 
in the short term, still impacting 
organisations throughout the region. 
HR teams will therefore need to review 
and update their corporate travel 
policies to align with the changing state 
of affairs in each destination. 

In many cases, employees are 
driving these changes themselves. 
According to a white paper from travel 
management company SAP Concur, 
nearly half of all its survey respondents 
expected their company to make 
health and safety modifications to 
existing policies to ensure business 
travellers are taken care of, should 
something happen while they are away 
from home. Interestingly, two-thirds of 
those surveyed wanted their employer 
to increase flexibility regarding where 
they stay and for how long. Rigid 
policies that don’t allow employees to 
select hotels, for example, are falling 
further out of favour in the Post-Covid 
New Normal.

The role of ‘travel manager’ within 
a company’s HR team may be 
elevated, given the increasing 
amount of planning and organisation 
required in ensuring employees are 
looked after. Whether the employee 
is taking a short trip, or moving 
overseas for a longer-term posting, 
companies have a duty of care when 
it comes to documentation, flights, 
accommodation and navigating the 
rules and regulations of the country 
being visited.

According to Philippa Johns. Southeast 
Asia Director of Enterprise Solutions 
at business travel consultancy HRS, 
changes in how talent mobility is 
managed are long overdue. “Travel 
managers should be able to identify 
the pros and cons of a company’s travel 
policy and act upon them,” she says. 

“Covid-19 has hastened the need for 
change, especially with respect to how 
employers can use mobile technology 
and instant messaging to keep track 
of their employees’ well-being minute-
by-minute. There has never been 
a better time to make changes to a 
policy than right now.”

Undoubtedly, the new complexities of 
taking business trips in a post-covid 
world are challenging, especially for 
companies who do not have travel 
policies or engage in a far-too-
common practice of ‘unmanaged 
travel’ for employees. 

Christian Warneck, Vice President 
at travel industry software provider 
Amadeus, says that for many large 
businesses, specialist agencies 
have been at the forefront of aiding 
business travellers through complex 
itineraries. “In the New Normal, travel 
management companies are well-
placed to offer exceptional service 
for companies who are looking to 

support their employees as they start 
travelling again,” he said.

This is good advice for HR teams 
dealing with the slow, complicated 
return of corporate travel. As many 
travel management providers have 
the capacity to find alternate levers 
such as more innovative sourcing, 
and access to sustainability solutions 
which are becoming more popular, 
they may be able to mitigate the higher 
costs per trip incurred from enhanced 
safety and Covid-19 risk mitigation 
measures.

WORKING ON HOLIDAY,  
OR ON HOLIDAY AT WORK?

Covid-19 has changed not just 
how work happens, but also where 
work takes place. Recognising that 
employees can now complete tasks 
in the office, at home, and anywhere 
in between, companies are embracing 
short-term and even more extended 
“work-cations” as an alternative to 

Expatriate package costs in Southeast Asia

Asia top 10 - Expatriate Package Breakdown

TaxSalary Benefits

Middle Manager (USD)Expatriate salary and benefits packages are 

rising in Southeast Asia in local currency terms, 

but becoming more affordable when compared 

with other global business hubs. This is 

according to data from the latest MyExpatriate 
Market Pay Survey, by ECA International.

Employers need to set aside around USD 

250,000 annually for expatriate middle 

managers based in the Philippines and 

Singapore, covering the three key components 

of salary, benefits (including accommodation 

and schooling for children), and associated tax. 

The average package total for expatriates based 

in Indonesia and Thailand is slightly lower.
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THE SECTORS WITH ITCHY FEET

According to the Global Business 
Travel Association (GBTA), spending 
on corporate travel nose-dived 
across the Asia Pacific region by 48% 
in 2020. It picked up only fractionally 
in 2021. Given that the region was 
both the largest and the fastest-
growing market for business travel, 

TALENT MOBILITY

traditional corporate travel. This 
growing trend for longer business trips, 
which began prior to 2020, has made 
it easier for employees to incorporate 
extra leisure time at the beginning or 
end of an assignment. 

Indeed, some companies have allowed 
their employees to work anywhere 
in the world, for as long as they like. 
Nilay Khandelwal, Managing Director 
of Michael Page Singapore, says this 
policy change is becoming widely 
accepted in many companies. “In 
some cases, the threshold has gone 
up to the point where ‘remote’ can be 
in the same city, a different city, or 
even a different country,” he notes.

It hasn’t gone unnoticed by the scores 
of business development and tourism 
authorities across Southeast Asia 
and beyond.  The Tourism Authority 
of Thailand’s Tokyo office recently 
introduced a ‘Blecation’ campaign, 
combining the b-leisure concepts of 
pre-Covid-19 business travel with the 
“stay-cations” that have become so 
popular ever since.

Seksan Sripraiwan, director of 
the campaign, says this has been 

driven by the need to create new 
opportunities that offer value 
to both the travelling employee 
and the business they represent. 
“Our strategy aims to attract both 
companies and ordinary tourists to 
Thailand, with designated locations 
meant for essential meetings, as well 
as time for relaxing.” 

Other countries are likely to follow 
suit, with Indonesia also seeing the 
potential in offering “work-cations” as 
part of their visitor promotion efforts. 
“Compared to the past, business trips 
are seen as an opportunity to engage 
in an element of leisure, whether 
part of the event programme or as a 
personal extension,” observes Cindy 
Lie, executive director of Bali-based 
Infinity Holiday.

many employers are starting to 
agitate for decreased Covid-related 
restrictions in order to reanimate the 
region’s economy. 

Notable figures for Meetings, Incentives, 
Conferences and Exhibitions-related 
tourism are leading the charge.  
A recent summit held in Singapore — 
which reopened its borders in April — 
brought together government officials 
alongside local, regional and global 
MICE organisers. There. The President 
of UFI, a trade group representing 
global exhibition organisers, made 
her view clear. “There is a need to 
reopen for business travel, to allow 
the international marketplaces that 
welcome buyers and delegates,” she 
insisted.

According to Ramesh Daryanani, 
Vice President of Global Sales with 
Marriott Asia Pacific, his colleagues 
across the globe have seen an 
increase in bookings, and expect the 
hotels in its Asia region to follow suit 
soon. “The desire to stay connected 
with each other has always been 
in the back of people’s minds,” he 
says. “Covid-19 made face-to-face 
impossible, so the industry adapted 
to hybrid meetings and other 
virtual activities to stay connected. 
With travel and social gathering 
restrictions easing, the pent-up 
demand for face-to-face meetings is 
set to accelerate.”

Alongside tourism industry advocates, 
the manufacturing and technology 
sectors are also urging for a bounce-
back. Pre-pandemic, these industries 
were the key markets driving business 
travel, and they continue to dominate 
the charts as Southeast Asia markets 
reopen at varying rates. 

Chris Russell, from Argyll Scott, 
welcomes the return of these overseas 
travellers, noting that demand is still 
high for long-term creative talent who 
can drive growth in these sectors.  “We 
have started to see a trickle of new 
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The Future of Talent Mobility
As international moves look to regain momentum, consultancy 

ECA International warns talent mobility teams must now 

grapple with a new set of challenges posed by the pandemic. 

These include:

 

Markets across the world experiencing their worst inflation in decades, 

prompting fears of recession. 

Governments prioritising the job security of local workforces, leaving the 

stability of some expatriate positions unsettled. 

Major shifts in employee priorities, as physical and mental health 

concerns take centre stage, presenting new considerations around talent 

retention.

 

Companies must therefore continue to keep the needs of their expatriate employees at 

the forefront, and support them through conscious effort and flexible policies.

TALENT MOBILITY

expats make the move to Southeast 
Asia over the last year or so, and this 
number will (continue to) grow,” he 
said. “Big brands are back in action. 
The huge demand for highly skilled 
tech, manufacturing, and tourism jobs 
hasn’t gone away.”

China’s loss, resulting from its 
continuing self-imposed isolation, may 
be Southeast Asia’s gain. Many large 
companies are now looking favourably 
at Southeast Asia’s centrality and 
low wage and production costs. 
With the supply chain for many 
products severely threatened at the 
height of Covid-19, the region’s most 
prominent manufacturing centres have 
rebounded strongly as economies 
across the globe have reopened 
and demand for critical products 
increases. Of course, key hirings in the 
manufacturing sector are required to 
fill skill shortages, and HR teams will 
need to be on their toes to ensure 
these postings are filled, whether 
locally or using expatriates.

A HYBRID APPROACH  
TO BUSINESS TRAVEL

What is becoming more apparent 
for Asia-based HR professionals is 
that travel arrangements are now 
more subject to sudden change than 
before 2020. Specific sectors may 
be eager to get travelling again, but 
working online has also become a 
viable option. 

The technology that allowed 
employees to remain industrious during 
lockdowns, will remain a necessary 
cog in the day-to-day operations of 
almost all employers throughout the 
region. HR leaders will need to decide 
what constitutes “essential travel”, in 
order to ensure effective returns on 
those reduced travel budgets. 

Interestingly, a new report on 
business travellers suggests that 
working online and business travel 
can co-exist.  American Express’s 
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ECA International is the market-
leading provider of knowledge, 
information and technology that 
enable businesses to manage their 
international mobility programmes.

Partnering with thousands of clients globally, we provide 
a fully-integrated suite of quality data, specialist software, 
consultancy, and training. Our unparalleled insights guide 
clients as they mobilise their most valuable resource: 
people.

Whether you are transferring one key individual to 
manage a new venture or reviewing your strategy for 
mobilising hundreds of people between multiple locations; 
whether you are moving people on a short-term, long-
term or permanent basis; whether you are using your 
mobility policy to develop your leaders of the future or 
deploying technical experts to work on critical projects, 
you need a reliable partner that can help make the 
complex simple. That partner is ECA.

We make the complex world of international mobility 
simple, providing clients with the expertise and support 
they need to make the right decisions – every time.

Mobility solutions for a world that’s constantly moving.

Santa Fe Relocation is a Global Mobility 
company specialising in managing and 
delivering high-quality relocation services 
worldwide. Our core competence is 
providing services that help corporations 
and their employees as well as individuals 

and their families to relocate and settle in new places. 
We cover the entire relocation journey, from moving, 
destination services, immigration, commercial projects 
through to full assignment management solutions. These 
services are delivered to a consistently high standard, 
locally and globally, and managed through our own 
operations around the world.  

Our vision is to make Global Mobility easy. Human and 
Digital. Consistent and Compliant. Global and Local. The 
experience is enriched by the integrity, drive, quality and 
passion of our people. Santa Fe Relocation is made up 
of 1,300 people, speaking 66 languages, working in 64 
offices, in 38 countries, thriving as one team.

ECA International Sante Fe Relocation
www.eca-international.com www.santaferelo.com

SPONSORS

TALENT MOBILITY

“Covid-19 made face-to-face meetings 
impossible, so the industry adapted 
to hybrid meetings and other virtual 
activities”

RAMESH DARYANANI
Vice President of Global Sales, Marriott Asia Pacific

Back to Blue Skies research surveyed 
business leaders from around the 
world, and found that while some 
meetings are easily done virtually, 
others are much more valuable when 
they occur face-to-face. The report 
expects many organisations will take 
a hybrid approach to doing business 
in the future.

Whatever the arrangement, employers 
and HR managers will need to be 
agile when considering if travel 
arrangements are necessary and, if so, 
how they should be organised. Setting 
up defined processes and company 
policies surrounding travel will go a 
long way to returning talent mobility to 
pre-Covid-19 levels.
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WE MAKE THE COMPLEX WORLD OF 
INTERNATIONAL MOBILITY SIMPLE
Our tailored mobility solutions help you remain e� ective in 
supporting business and talent priorities - whether you are 
moving employees internationally on a short-term, long-
term or permanent basis.

Get in touch to fi nd out how we can help you

Data | Software | Consultancy | Training
For a world that’s constantly moving

eca-international.com
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With digital transformation 
and tech professionals 
in high demand, learning 
and development 

professionals must think of new 
novel ways of training and upskilling 
mid-career professionals to continue 
growing and thriving. 

According to Mercer’s COVID-19 Pulse 
Survey, which gathered responses 
from 850 employers globally, 
Southeast Asia has observed some 
of the highest turnover rates in the 
world, especially at the mid-career 
level. Although dissatisfaction with 
remuneration was the primary cause 
for departing their jobs, better benefits 
and limited career advancement were 
also common responses.
 
Employers are also now discovering it is 
difficult to replace them. In fact, around 
50% of the survey’s respondents 

experienced significant difficulty in 
attracting mid-career hires.

This volatility is particularly 
severe in small-to-medium-sized 
enterprises (SMEs), where ‘The 
Great Resignation’ directly impacts 
crucial business operations, such 
as digital transformation plans. A 
study conducted by SAP found that 
more than nine in 10 SMEs in the 
Asia-Pacific region have had their 
transformation plans hampered by 
the resignation of mid-career hires 
and their inability to replace them.

President of SAP Asia Pacific and 
Japan, Paul Marriot, said the very 
survival of some SMEs is at stake if an 
investment in talent is not undertaken 
immediately.

“Digital transformation is a fundamental 
way SMEs not only build resilience, but 

The region-wide shortage of skills and an 
unprecedented exodus from professional work 
have combined to push training departments 
much higher on corporate agendas

Time to
build
By Alex McInnes
alex@chiefofstaff.asia
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TRAINING, LEARNING, AND DEVELOPMENT

OnlyVenture’s skills mix for the 21st Century

The fast-evolving world, with its emerging 

technologies, emphasises the importance of 

a digital savvy workforce with core technical 

competencies. Soft skills such as effective 

communication, collaborative leadership, innovative thinking and agility are keys to 

advancing sustainable positive results, at a collective level.

“It is the culmination of both the soft and technical skill sets that are the 21st century 

skills needed to thrive in today’s world and the foreseeable future,” says Venture 

Consulting’s Jesuit Loh.

+

how they create agile, innovative paths 
to growth. Without the right people, any 
transformation will struggle. Training 
and developing talent must match 
investment in innovation to ensure 
SMEs in APJ both survive and thrive.”

Mr Marriot believes the focus on training 
mid-career professionals must happen 
as soon as possible. He cites SAP’s 
survey, showing that 72% of SMEs will 
focus on digital training this year.

FINANCIAL INCENTIVES  
VS TRAINING 

According to Milieu Insight, a 
Singapore-based consumer data and 
analytics company, there is a growing 
narrative that ‘The Great Resignation’ 
is less a product of employees 
searching for superior financial gain, 
but rather how corporate values align 
with their own. 

Derek Tan, HR manager at Milieu 
Insight, said their research shows 
that a workplace culture of employee 
development, empowerment and 
engagement ensures businesses 

attract and retain the talent that will 
drive business success.

“HR Leaders and L&D professionals 
should take stock of how they’re 
listening to employees, driving 
cultural values and recognising 
employee performance. All of which 
are critical to empowering a diverse 
workforce.”

Technology market research specialist 
Vanson Bourne, concurs with this 
view. A survey of Singaporean workers 
before the Covid-19 pandemic took 
hold found that 86% of respondents 
agreed that the future of work is non-
existent without training, learning 
and development. The survey also 
found that around the same number 
believed they were not receiving 
enough L&D from their organisation.

To combat this, governments like 
Singapore and Thailand are stepping 
in. The Thailand Board of Investment 
(BOI) has approved several incentives 
designed to boost the levels of R&D 
and staff training in the country. At the 
same time, Singapore’s SkillsFuture 

Advice program offers attendees 
access to more than 400 courses. 

By facilitating worker engagement 
in these programs, many of which 
are conducted by higher learning 
institutes, L&D professionals can give 
employees many great opportunities 
to develop their learning, development 
and training.

EMPLOYEE RETENTION 
THROUGH TRAINING

Millennials and Generation Z comprise 
the majority of Southeast Asia’s 
workforce. Unlike the generations 
that preceded them, these individuals 
place a stronger desire on a 
workplace environment that allows for 
professional and personal growth. HR 
leadership and team managers must 
understand what motivates these 
employees to attract and retain them. 

Noppamas Sivakriskul, McKinsey & 
Company’s senior partner in Thailand, 
believes there is no shortage of keen 
young people coming out of the 
education system. 

“The problem lies with the obstacles 
of adequately preparing them in a 
working environment. HR leaders could 
be doing more to ease this transition 
by plugging the skills gap with their 
training programs and specialised 
training facilities,” she said.

Mapping clear career pathways and 
mentoring programs must be a crucial 
component of their company retention 
strategy. The benefits of doing this are 
not limited to competitiveness, but also 
make it possible to create succession 
plans for ageing leadership.

‘The Great Resignation’ is a term that can 
instil fear into the hearts of HR leaders, 
but the truth is, the skill shortage pre-
dates Covid-19. So, HR managers may 
be better served investing in training 
and upskilling, instead of frantically 
searching for the ‘perfect hire’.
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Sustainability in focus

With new rules on environmental and social impacts affecting businesses around the 

region, sustainability is set to be the Number One training area for many organisations.

Kowabunga!’s proprietary curriculum, aligned to the UN’s 17 Sustainable Development 

Goals, enables learners to function in a sustainable manner, upholding a circular 

economy, and ensuring the planet thrives over the years to come.

DEFICIENCY IN CERTAIN SKILL 
AREAS MUST BE RECTIFIED

While tech skills are the most sought-
after competency in Southeast Asia, 
learning and development in a post 
Covid-19 world must take a more 
holistic approach than just attempting 
to fill specific gaps in the workforce.  

According to a Deloitte Access 
Economics report, soft skill-intensive 
occupations will account for two-
thirds of all jobs by 2030, compared to 
50% in 2000. 

Arinya Talerngsri, Chief Capability 
Officer and Managing Director at SEAC 
and a life-long promoter of leadership 
skills for C-level executives in Thailand, 
agrees that HR must do more to 
promote soft skills in the workplace. 

“A failure to act on soft skills 
development is  increasing costs for 
businesses everywhere. It is estimated 
that miscommunication alone costs 
each business $62.4 million a year in 
large global corporations. In a small, 
100-person organisation, the figure is 
$420,000 annually. I don’t think any 
company can afford that,” she said.

Ms Talerngsri said the development of 
highly transferable soft skills creates 
an environment where staff feel 
capable. As a bonus, today’s leaders 
can establish a sustainable, long-term 
strategy for employee skill development 
that ensures increased retention and 
employee satisfaction.

The challenge, according to 
Development Asia, a learning 
initiative at the Asia Development 
Bank (ADB) iis how to improve soft 
skills and work-based learning 
at every level and adopt some of 
the characteristics of structured 
programs to enhance informal 
training. Supported initiatives across 
multiple sectors have positive flow-
on effects that may extend beyond 
the relatively small formal sector and 

reach out to MSMEs which dominate 
the region.

UPSKILLING: A WORKFORCE  
AT YOUR FINGERTIPS

The Building Agility With a Contingent 
Workforce Workforce Insights Report 
2022 by Persolkelly found that 
training and upskilling is the second 
most popular strategy to fill gaps in 
the workforce. Fifty-four percent of 
respondents indicated that to widen 
their workforce’s scope and cope with 
evolving demands, upskilling was an 
essential element of their L&D strategy. 

Employers who are laser-focused on 
developers, digital marketers and other 
tech professionals will have to adjust 
their target somewhat by retraining 
workers to meet this demand and 
achieve scale. 

In a recent Fortune interview Mona 
Mourshed, CEO of Generation: You 
Employed, and Michael Fung, Deputy 
Chief Executive of SkillsFuture 
Singapore, said that Asia is in the 
process of upgrading and rewiring its 
education infrastructure. However, 

that is unlikely to be enough to meet 
current demand. 

“To effectively address this skills gap, 
Asia, like the rest of the world, must get 
much better at quickly and efficiently 
reskilling mid-career individuals, those 
aged 40 and above, for tech roles,” 
they wrote.

Also, upskilling an existing employee 
is far cheaper than hiring a new one. 
LinkedIn’s Workplace Learning Report 
found that 79% of L&D professionals 
not only concurred with this fact, 
but emphasised that by prioritising 
internal mobility, companies give 
themselves the best chance of making 
progress amidst significant changes in 
the business landscape.

RISE OF THE CONTINGENT 
WORKFORCE?

Covid-19 saw the reliance on the 
contingent workforce - freelancers 
and consultants not on permanent 
contracts - grew considerably.  
Indeed, 48% of the respondents to the 
Persolkelly report admitted to engaging 
recruitment agencies for IT, Hi-Tech, 
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HR TECH FOCUS

THE PLATFORMS BEHIND

THE LATEST L&D TRENDS
Too many skills that were valuable just 
five years ago will become obsolete in 
the transformed workplace. 

The shifting tides naturally create 
pain points for technology players to 
fill, while providers from startups to 
established companies are rushing 
to become that one "go-to" platform, 
leading to a drastic boom in learning 
and development technology.

Learning and development initiatives 
for 2023 and beyond will have a key 
focus on one or more of the following 
four tech-driven concepts:

1. ACCESSIBLE INFORMATION  
THROUGH MICROLEARNING

Two to five minutes of learning 
fits easily into a busy workday 
and helps to improve focus and 
long-term retention by up to 80%. 
Some platforms that may help with 
microlearning include:

Disprz

Disprz may have some software 
quirks to fix, but they make up for 
it by constantly experimenting on 
new ways to create a more engaging 
learning experience.

Powtoon

Powtoon allows users to create 
animated videos. There is a huge 
variety of features, though this also 
means there is a steep learning curve 
for beginners.

2. TRACKING SKILL GAPS  
AND RESKILL YOUR EMPLOYEES

Creating a future-proof and adaptable 
organisation requires learning and 
development practitioners to identify 
skill gaps within the company before 
they become a fatal flaw. Both if 
these platforms allow organisations to 
reskill current employees to suit future 
objectives.

JobKred

JobKred banks on artificial 
intelligence in its goal of supporting 
career development. The system 
assesses publicly available labour 
market information and feeds it 
through a data analytics tool that 
tracks how individual companies 
compare.

Epitome Global

Epitome Global is a mobile-focused 
platform that utilises artificial 
intelligence to help create flexible 
learning modules, touting its talent 

analytics to offer personalised 
learning at the employee’s pace.

3. BUILDING A KNOWLEDGE 
SHARING ECOSYSTEM

Over time, employees build a healthy 
collection of best-practices and 
useful information that unfortunately 
stays with them when they leave. 
Being able to share nuggets of 
wisdom across an organisation could 
supercharge adaptability and future-
oriented thinking.

ArcLab

With ArcLab’s quiz-based system, 
teachers can offer more engaging 
courses through interactivity. 
Once the hard work of building the 
course is done, the system will run 
automatically, allowing for scalable 
training.

Enabley

Enabley is a learning management  
system for corporations. It allows 
organisations to identify knowledge 
gaps, allowing trainers to build 
courses in a variety of digital formats 
geared towards hybrid or remote 
work.

Healthcare, Banking, Insurance, 
Government Agencies, Manufacturing, 
and Professional Services sectors. 

Despite the pandemic dissipating, there 
is a strong likelihood that temporary 
workers are here to stay. If that is the 
case, L&D programs for contingent 
workforce will require implementation. 
Training short-term workers could be a 
two-way street, with the individual and 
company receiving vital learning and 

development opportunities. Of course, 
many contingent workers are now highly 
skilled in specialised areas, where they 
are increasingly seen by businesses as 
part of the mainstream workforce and 
not secondary to full-timers.

Setting up a contingent worker 
training programme could greatly 
benefit a world of mobile and highly 
agile workforces. As Robert Moffat, 
Senior Vice President of Corporate 

Solutions for the Americas, Hays 
Talent Solutions, noted at a Staffing 
Industry Analysts’ Contingent Worker 
Summit (CWS) in Singapore, the 
prevalence of these programmes is 
increasing.

“As reflected by other members at 
the summit, specialist ‘Contingent 
Worker Management’ functions and 
professionals that manage them are 
becoming more common,” he said.

TRAINING, LEARNING, AND DEVELOPMENT
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According to the LinkedIn Workplace 

Learning Development Report 2022,  

almost half of the world’s Learning 

and Development professionals expect 

their training budgets to increase in the 

coming fiscal year. The 48% recorded 

is the highest in the last six years of the 

research. 

In Asia-Pacific, 57% expected a bigger 

budget, the highest of all regions 

surveyed.

Training budgets rising

2017

27%

35%

43%

37%
33%

48%

2018 2019 2020 2021 2022

Percentage of corporate training 
professionals who expect their 
budgets to rise

TRAINING WITH AN EYE  
ON THE FUTURE

Given the skills shortage in Southeast 
Asia, implementing online strategies 
may increase the attrition rate and 
give employees the work-life balance 
they desire.

Speakers at PRovoke Media’s Asia-
Pacific Summit observed that the 
shift in Asia is happening rapidly and 
companies are reacting accordingly by 
hiring, onboarding and training online 
in its entirety. Head of Communications 
Services, Bhavna Satyanarayan at 
chemical multinational BASF, said that 
building teams require a completely 
different mindset than pre-2020.

“At BASF, we are building a team in Kuala 
Lumpur and everyone is being hired and 
onboarded entirely remotely, from China 
to Australia and New Zealand. Despite 
this change, we still endeavour to create 
collaborative spaces,” she said.

Adapting away from traditional, long-
held beliefs in training, hiring and 
onboarding will be necessary to re-
engage employees. This is evidenced by 
the region’s economic hub, Singapore. 
According to an ADP Global Workplace 
Study, the city-state has some of the 
most resilient employees globally, but is 
also among the most disengaged. 

Across Asia-Pacific, the story is similar. 
Only 15% of employees surveyed would 
prefer to work from the office full time, 
according to the Ernst & Young 2021 
Work Reimagined Employee Survey. 
By offering online training and learning 
and development opportunities, staff 
members may begin to re-engage and 
realign with the company’s goals.

One example is Snap, the parent 
company of social media giant, 
Snapchat, who launched a unique 
online educational programme in 
Singapore to help hone the augmented 
reality skills of local creatives and 
marketing professionals.

Gareth Leeding, Head of Creative 
Strategy APAC at Snap Inc, said the 
programme is an exciting opportunity 
to learn and develop augmented 
reality skills necessary for the future 
of work.

“Through the ‘AR Accelerator’ programme, 
participants will learn about the power 
and potential of AR, the development 
of full-funnel, always-on AR strategies 
and the ideation and even creation of 
prototypes,” he said.

DEVELOP MORE CONNECTED 
WORKPLACES TO ARREST THE 
ATTRITION RATE

According to a recent Robert Walters 
exit process survey, 85% of employers in 
Asia claim they can tell when someone 
on their staff is considering departing 
the company. Respondents said that 
tell-tale signs include distraction, 
disengagement, inefficiency and often 
absence.

In today’s changing business landscape, 
a company’s growth primarily depends 
on the ability of HR leaders to deploy, 
train and manage its workforce. 

TRAINING, LEARNING, AND DEVELOPMENT
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SPONSORS

OnlyVenture Consulting, a Singapore based boutique 
management consulting and industry skills training 
firm which design innovation strategies for companies 
and equip executives with 21st century skill sets to 
take charge of ever evolving opportunities.

OnlyVenture’s inception in 2016 marked the start 
of assimilating real world industry practices with 
academic research knowledge and frameworks 
producing exponential results in a sustaining format. 
Its team of consultants and trainers comprises 
of industry experienced professionals, academic 
researchers and educators working in unison driving 
innovations for today’s world for a better tomorrow.

OnlyVenture provides business consulting services 
and executive trainings in the following areas:
• Smart Leadership 4.0
• Smart Organizational Design & Development

• Innovation Boost
• Business Design with Design Thinking
• Product + Service Innovations
• Agile X Smart Working
• SCRUM Project Management
• User Experience, UI/UX Design
• Venture Building & Start-ups
• Digital Marketing
• Market Intelligence & Data Analytics
• Business Fund Raising
• Corporate Finance in Trade Financing, Financial & 
Credit Risk Analysis

• Life & Career Advisory/ Mentoring (Bespoke 
Personal or Small Group)

Accredited Industry Certifications will be awarded to 
successful participants/learners.

Kowabunga! Global Pte Ltd, a recipient of the 
President’s Challenge Social Enterprise Award 
2021, Social Enterprise of the Year, focuses on 
nature-based educational programmes and training, 
accentuating the significance of sustainability and 
living harmoniously with nature. For over 15 years, 
Kowabunga! Global has focused on sustainability, 
character development and social justice.

The organisation aspires to nurture aspiring 
changemakers to create a better world and a 
better future. With its extensive experience in the 
education and training industry, Kowabunga! Global 
is developing unique Sustainability Development 
programmes for all ages. This Authentic Learning 
Experience is conducted via an Eco-Centric Learning 
Environment.

OnlyVenture

Kowabunga

www.onlyventure.net

www.kowabunga.com.sg

However, with many employees 
feeling disconnected, undervalued and 
challenged, promoting and leveraging 
a truly connected training platform is 
essential.

Managing Director of MJD Executive, 
Martin Dineen said the answer lies in 
adopting digital tools and infrastructure 
to formalise and streamline how every 
employee is growing and performing. 

“Be mindful that employees need 
growth and stimulation at all levels. 
Look to consistently develop your 
teams with valuable IP and train lower-
level positions with those who have 
highly transferable skills,” he said.

Yvonne Teo, Vice President of Human 
Resources, APAC at ADP also agrees, 
stating that to retain the best talent, 
companies must devote time to 
creating a connected workplace.
“We must remind ourselves that the 
employer-employee relationship is 
a two-way street, and the first step 
should be nailing the learning and 
development program,” she said.

TIME TO SPEND RISING  
LEARNING BUDGETS WISELY

According to the LinkedIn Workplace 
Learning Development Report 2022,  
50%  of L&D professionals expect 
their budgets to increase this fiscal 

year. Asia is going biggest with the 
budget, focusing on upskilling and 
reskilling, rather than leadership and 
management training. The additional 
funds will be a welcome addition, as 
respondents say their organisations do 
not have a functioning skills database 
with profiles of employees.

The Financial Times’ second annual 
Chief Learning Officer Survey also 
saw similar results. Respondents said 
they are doubling their commitment to 
learning in the wake of Covid-19, and 
a large part of the allocation would 
be focused on mid-level managers, 
and less for senior managers and 
emerging leaders.

TRAINING, LEARNING, AND DEVELOPMENT
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subscribe

In-person networking 
events in Singapore and 
across the region

It’s free to join for HR professionals! Subscribe now to get full access to this multiplatform 
community, including: 
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delivered to any address 
in Southeast Asia
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HR Tech Update

Software solutions for 
workplace productivity 
often revolve around 
improving workflow or 
automating manual labour. 
However, one factor that 
is often neglected is 
employee happiness. 

A happy team is more energised, more 
creative, and more likely to get work 
done. This, in turn, leads to increased 
work satisfaction and a reduction in 
turnover rates.

Many medical insurance plans 
today also include mental health, 
but companies can also take more 
proactive measures to prevent 
burnout and stress before it becomes 
debilitating. 

Technology provides a unique 
opportunity to support mental health 
in the workplace in a scalable, 
cost-effective way. There are no 
replacements for mental health 
professionals or a deep dive into the 
company’s work culture, but there 
are tools, skills and resources that 

may help employees better cope 
with daily challenges.

Even within the array of digital 
mental health tools, different 
solutions support different functions. 
For example, Singaporean mental 
wellness startup Joye utilises artificial 
intelligence (AI) for its mental health 
services. Through a recent partnership 
with Microsoft Teams, users can add 
features such as Stress Busters, a 
two-minute breathing exercise that 
kicks in when Joye detects stress. 
There is also the Daily Brew, an AI-
powered reflection tool that employees 
can use to express themselves.

Meanwhile Malaysia’s Naluri, founded 
by Azran Osman-Rani of Air Asia and 
iflix fame, offers in-app functions 
like thought journals and planners. 
It also connects users to a team of 
healthcare professionals to provide 
a holistic health package that covers 
both physical and mental health.

There are plenty of platforms on the 
market right now, from simple solutions 
to robust offerings, from homegrown 
solutions to internationally renowned 
brands. Selecting the right tool for 
a workplace can be daunting, so an 

important first step is to get a better 
idea of how the platform will resonate 
with employees. One way is to ask 
the provider for references from 
organisations with similar employee 
demographics.

Another important factor is 
engagement. There’s no point in 
implementing a tool if employees won’t 
use it. The design of the platform, 
perceived benefits of the platform, 
reminders and even the general feel of 
the platform all contribute to whether 
employees are more likely to utilise it. 

The positioning and beliefs built 
around the product’s branding will also 
go a long way in determining whether 
employees will see its usefulness. 
Whether the platform offers a 
personalised experience, and how 
this in turn is used to support its users 
should also be looked at.

Finally, pick a partner, not just an 
app. Decision makers should not only 
look at the app’s functions, but other 
factors like its security measures, the 
credentials of the developers and 
advisors behind the platform, as well 
as pricing, service fees, support and 
metrics that measure success.

MENTAL HEALTH

DIGITAL TOOLS TO HELP
IMPROVE
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Chief of Staff Asia is the only locally-owned and 
managed trade media brand for the professional HR 
community in Singapore and Southeast Asia. Across 
multiple platforms, it delivers engaging and highly 
relevant content daily, to a fast-growing audience of 
confirmed workforce management professionals. 

With a diverse range of platforms and content formats, 
Chief of Staff Asia provides a well-positioned audience 
of decision makers who are highly engaged and looking 
to connect with new partners. Get in touch with us at 
partnerships@chiefofstaff.asia to see how your brand 
can not only get noticed, but experienced by key HR 
demographics in Southeast Asia. 
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Banking on people

Unicorn driver

A question of leadership

A deep dive into the specific HR challenges 
facing the banking and finance mega-industry 

across Southeast Asia

As Senior Vice President of Bukalapak,
Suryo Sasono is the man behind the team behind 
Indonesia’s most successful tech start-up

How and why HR professionals are building 
leadership skills across their organisations
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An in-depth feature of renowned
business and HR leaders
in Southeast Asia
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USE TECHNOLOGY TO YOUR

AADDVVAANNTTAAGGEE
Stay updated on Chief of Staff Asia’s

HR Tech Update
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