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Introduction

Social dialogue includes negotiations, consultatiod information sharing, either between
the bipartite parties in the workplace or industsictor, or by the tripartite partners at the
national level, on the broad issues of common éstethat pertain to economic and social
policy.! Bipartite relations and the tripartite process mmatually reinforcing. When the
bipartite process functions properly, tripartitexsensus on the social and economic issues
has a profound impact on how it is implementedhalabour market.

The 2008 ILO Declaration on Social Justice for & Bdobalization emphasizes that
the promotion of social dialogue and the practitéripartism between governments and
the representative organizations of workers andl@meps within and across borders are
considered to be the most appropriate method faptaty to needs and development
challenges in any countyWhile the primary role of social dialogue is toopmwte
consensus building and democratic involvement antbagnain stakeholders in the world
of work, successful social dialogue structures prmtesses also have the potential to
resolve important economic and social issues, eageugood labour market governance,
advance social and industrial peace and stability Boost economic progress. Social
dialogue contributes to formulating and implementipolicies on a wide range of
economic and social issues, including not only lebmarket reform policies but also
broader economic reform policies which affect labmarket governance.

The current global economic crisis has re-echoedctiitical role of social dialogue
at all levels in policy design and implementationorder to mitigate the impact of the
crisis on job losses and save jobs and livelihoddsavailable evidence shows, countries
with well-developed social dialogue institutionsdapractices have a much favourable
institutional approach to in crafting effective ogery responses to the cridighe ILO’s
Global Jobs Pact (GJP) adopted in 2009 notes theitlsdialogue is an invaluable
mechanism for the design of policies to fit natiopaorities and provides a strong basis
for building the commitment of employers and woskeio the joint action with
governments needed to overcome the crisis anddostinable recovefy.

This paper presents an account of the institutibmahework for social dialogue and
tripartite consultation in Singapore, and its cimition to labour market reforms,
particularly in addressing the impact of the globekis on jobs and livelihood in the
country. It outlines the successful experience rigfattite partnership based on social
dialogue, with the central goal of contributingstacio-economic development and national
prosperity, including effective crisis recoverypeases. The paper draws extensively from
ILO sources, most especially a recent study missiddingapore in relation to Convention
on tripartite Consultation Convention No. 144 of769 The paper is based on the
information and extensive documentation providea iseries of intensive meetings with
tripartite partners and a number of other institogi in the country, as well as additional
secondary sources.

! SeeProceedings of the 276th Session of the ILO GamgrBody, Nov. 1999.

2 ILO website: http://www.ilo.org/global/What_we_dRblications/Officialdocuments/lang--en/docName--
WCMS_099766/index.htm.

%1LO reports for G20 Employment and Labour Ministareeting - 20-21 April, Washington DBccelerating a
job-rich recovery in G20 countries: Building on exgnce, ILO, 2010. See ILO website:
http://www.ilo.org/public/libdoc/jobcrisis/downlo&gl0_report_accelerating.pdf.

4

See
http://www.ilo.org/wemsp5/groups/public/---ed__norrrelconf/documents/meetingdocument/wems_1150%6.pd
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Consultation (International Labour Standards) Cotiea, 1976 (No. 144). Singapore, 18-22 Jan. 2010,
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The paper is structured in four chapters. Chaptpralides an overview of the
structure of the tripartite actors engaging in labmarket governance, followed by an
analysis of the functioning of tripartite sociabltigue and the degree of flexibility in its
operation. Concrete examples are given, with aiquéatr focus on the National Wages
Council (NWC), as the foundation for tripartite ldigue and the evolution of sound
industrial relations. Chapter 2 briefly examines ffrogression from the earlier years of
the NWC to the present day, including the changivlg of the NWC and the social
partners. This is followed by a snapshot of howwage determination process through
collective bargaining is regulated in SingaporeClmapter 3 | provide the background to
the role of tripartite dialogue in the strategy faddressing the various economic
downturns of the period 1970-1990s. This is folldwey an analysis of how this
mechanism was used at both tripartite and bipagitels in finding quick and effective
solutions to the global financial crisis to savbgoln the concluding Chapter, | provide a
set of outstanding elements of the successful rtiipapartnership model in Singapore,
with the central goal of contributing to socio-eoonc development and national
prosperity.




1. Tripartism and social dialogue
In Singapore

1.1 Tripartite actors in industrial relations

The key protagonists in industrial relations arublar market governance in Singapore are
represented at the national level by the Ministiryvianpower, the National Trade Union
Congress (NTUC), and the Singapore National EmpgdyEederation (SNEF). The
Employment Act and the Industrial Relations Act seit the minimum terms and
conditions of employment and the framework of irtdakrelations.

Ministry of Manpower

The Ministry of Manpower (MOM) is the departmenttbé Government of Singapore that
directs the formulation and coordination, as wsllimplementation of policies related to
labour and workplace issues. The mission of thaatminis to build a globally competitive
workforce and an optimum workplace for a coheseety and a secure economic future
for all Singaporeans. The MOM is organized in adaoce with three key strategic
outcomes:

i. Progressive workplaces;
ii. Global competitiveness; and
iii.  Financial security and lifelong employabilitgr Singaporeans.6

In the area of industrial relations, the Laboura®ehs and Workplace Division of
the MOM is responsible for promoting and maintagnindustrial peace and stability in
Singapore through a wide range of measures, imgudhe promotion of tripartite
cooperation. In this sphere, there is also thedtrial Arbitration Court, IAC, which deals
with award-making, certification and registratiorf oollective agreements, dispute
resolution, and advisory service¥he IAC has a tripartite structure, in which a Iig
Court Judge serves as its President, togetheromghmember each from the workers’ and
employers’ panels. The decisions of the IAC areappealablé.

Traditionally, the role of the IAC in the area ofdustrial relations is to resolve
disputes and enforce laws and regulations. Sinre@skablishment of the NWC, however,
the MOM has started to work closely with the NTU@ldahe SNEF to address a variety of
workforce and workplace issues. As the tripartidéetpers have developed synergies with
each other, the roles of the Government in indaistglations have also evolved beyond
traditional perspectives. Today, the Ministry wordtssely with the tripartite partners to
facilitate and coordinate the views among the ttpagies, as well as to identify and
address employment and industrial relations isseeas to minimize conflicts with each
other and promote mutual cooperation. It also ptesicand implements innovative
employment and human resources practices, sudbxislé wages and work-life balance,
in cooperation with businesses and worKers.

National Trades Union Congress *°

The National Trades Union Congress (NTUC) is thie sational trade union centre,
founded in 1961 when the Singapore Trades Uniorgfass (STUC), which supported the

6 MOM, 18 Jan. 2010; MOM website.
" ibid.

8 M. Heng, p. 4.

®MOM, 18 Jan. 2010.

NTUC, 21 Jan. 2010.




People’s Action Party (PAP) in its successful dfieeself-government, split into the pro-
PAP NTUC and the leftist Singapore Association agbde Unions (SATU), which
collapsed in 1963. The NTUC has 60 affiliated tradéons and six affiliated associations,
while five unions are not affiliated to the centNMTUC has a membership of 530,000,
which represents a union density of 18 per cené. NMUC is internationally affiliated to
the ITUC as a member of the ITUC-AP, and the ATMany of the NTUC affiliates are
affiliated to the GUFs.

The NTUC has three tiers of union leadership, k@itted by secret ballot. Among
the 530,000 members, 7,000 branch leaders areeélatthe company level, while 1,200
elected executive committee members serve at umadquarters. At the national level,
21 members are elected every four years as mendfetBe central committee. Its
membership is divided into two main groups, i.edimary branch members who are
directly represented by unions and enjoy collecbaegaining rights, and general branch
members working in non-unionized companies or namgyhinable staff from unionized
companies who are also given advice and whose ssatee handled with the NTUC's
support.

Apart from these tiers, there are 12 social enisgprand three related organizations,
set up by the NTUC, which contribute to stabilizipgces, strengthening and protecting
workers’ purchasing power, and allowing union leade gain management experience so
as to promote better labour/management relatfofike NTUC family provides a wide
range of benefits to union members including tragnsubsidies; scholarships and grants;
free group insurance coverage and low-cost inserambates, discounts and savings on
products and services purchased; and social remmabbenefits. The roles of unions have
thus developed over the years far beyond the iwaditlimit of collective bargaining.

Since the NTUC adopted the principle of cooperatiatiher than confrontational
industrial relations in 1969, in response to thev@oment’s call, it has contributed to
harmonious industrial relations. The NTUC belietrest a tripartite social partnership built
on trust, mutual respect and shared ideals com#isbto both workers’ interests and
economic growth.

The NTUC is also politically influential. The reilans between PAP and NTUC are
considerably close. The NTUC's founder, Mr. DevasirNwas a PAP stalwart who later
served as President of Singapore. Mr. Ong Teng @hethe first directly elected
President of Singapore, was also NTUC SecretaryefaénMr. Lim Boon Heng, the
previous Secretary General, is a Cabinet Ministet @hairman of the PAP, while the
present Secretary General, Mr. Lim Swee Say, islgga Cabinet Minister. As confirmed
by Mr. John De Payava, President of the NTUC, ititerface with the political institution
makes it possible for the real voices of workersb® known and delivered to the
government?

Today the NTUC business endeavour operates undesltigan “cheaper, better,
faster” (CBF) by which it seeks an economy thdtheaper” through higher productivity,
“better” through better capability, and “fastertahigh enhanced adaptability. The centre is
committed to bringing this motto to a newly estsilid Tripartite Economic Strategies
Committee. Mr. Gan Kim Yong, Minister for Manpoweso showed his support for “a
more inclusive workforce that will serve as an eedio sustain continued growth in a CBF
economy”, and he stressed that it is for all bussee and employees, not just limited to

" The NTUC social enterprises include Choice Homeso@erative Ltd., NTUC Club, Eldercare Co-operative
Ltd., Fairprice Co-operative Ltd., First Campus @uerative Ltd., Foodfare Co-operative Ltd., NTUCaklecare
Co-operative Ltd., Income Insurance Co-operative,LitearningHub Private Ltd., Link Private Ltd., Ma Co-
operative Ltd., and Thrift & Loan Co-operative Ltd.addition to the e2i, the NTUC-related orgariag are the
Consumers Association of Singapore, the Ong Tengofidy Labour Leadership Institute, and the Singapore
Labour Foundation. For more detadgethe NTUC website: http://www.ntuc.org.sg/

2NTUC, 21 Jan. 2010.
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particular sectors or workers in particular ageugs) in order to build a more inclusive
workforce®®

The NTUC is also quite active in organizing differecategories of workers
including the so-called PMETs (professionals, manggexecutives, and technicians),
contract workers, older workers and youth. The NTUJG0 affiliated unions visit
companies directly so as to consolidate and expghedorganizational coverage. As
emphasized by the leadership of the labour cetiteegxpanding informal economy and
other forms of employment, where the labour regutst have limited coverage or
application represents a strategic challenge fooua™ The NTUC'’s Unit for Contract
and Casual Workers (UCCW), launched in 2006, fanegple, has reached out to 16,700
such workers, of whom 9,000 are UCCW members Fow.

As one of its most recent initiatives, the NTUC ammced in April 2010 the
establishment of a Centre for Contract and Casuakeéys (C3W), which is located within
the Employment and Employability Institute (e2iher C3W provides low-wage casual
and contract workers with employment-related assc#t, advice on work, and resources
and courses to upgrade their skifls.

Singapore National Employers Federation

The Singapore National Employers Federation (SN established in 1980 through the
amalgamation of two employer organizations, nartiedySingapore Employers Federation
(SEF) and the National Employers Council (NEC). sTimherger of two employers’
organizations led to building up the existing nadibtripartite partnership among three
parties. To date, the federation has a membershi2,@00 enterprises, employing
approximately 540,000 workers. In Singapore, traee about 4,000 establishments with
more than 50 employees, while 141,981 firms hawefahan 50 employees. Of the total
member companies, more than two-thirds are nonnized’’ Half of the firms with more
than 200 employees each are SNEF members.

The SNEF's vision is to be the employers’ vanguardmaintaining industrial
harmony in Singapore so as to enable employers ribaree their workforce
competitiveness. By so doing, the SNEF also sexk®prove the quality of working life
of employees, and fulfil its obligations to shareless, employees, and consumers. As the
tripartite partnership has developed, the roles ¢haployers play have also expanded. Its
core activities now include:

i. Training and human resources development toamc# employability and
management skills;

ii. Information sharing on the latest human resesfindustrial relations developments
as well as practices through regular seminars rashasiry group meetings;

iii. Consultancy and advisory assistance in indaistelations and interpretation of
labour law, and human resources management issues;

iv.  Awareness raising on a variety of issues augssibility of programmes.

As a pillar of the tripartite system, the SNEF @gsmmitted on one hand to ensure
employers comply with employment laws and regufetionce these are either enacted or
revised through tripartite consensus, while on thker hand actively engaging in
formulating tripartite guidelines in areas whereptygers may be allowed some flexibility

13 Speech by Mr. Gan Kim Yong, Minister for Manpow&TF industrial relations seminar, 16 Nov. 2009,
available at MOM website: http://www.mom.gov.sg/HafPages/MOM_Speeches/20091116-
Speech_by Mr_Gan_Kim_Yong_at STF_IR_Seminar_200%.ht

¥ NTUC, 21 Jan. 2010.

5 The Straits TimegApril 20, 2010
% ibid.

" SNEF, p. 16.




to implement them. It also tackles human resouhzdlenges together with the tripartite
partners so as to increase sustainability and ctitimpeess. This combination of tripartite
cooperation contributes to not only better comml&amvith existing regulations but also
harmonious labour relations.

1.2 Evolution of industrial relations in Singapore

I 116 |1
L 12, o E ECEC T R T P el - e o - s Loisivied S
I | \»-a
¥ [
ﬂ'—r\ll—"rf'-l'.'—#—il—"r'--*—--i—--l-h-l—i—é e e S P S S S S S S ST S |

Industrial relations in Singapore had been advigisand confrontational during the period
of the 1940s to early 1960s, accompanying politicestability, high unemployment,

frequent strikes and social unrest, which may Iebated to poor economic and social
conditions. From July 1961 to September 1962, thene 153 strikes recordé¥(Figure

1) However, at independence in 1965, the resolvbuitd the economy, which lacked
natural resources and labour, obliged the leadershisee the long-term benefit in
arresting confrontational labour relations in favaf investor-friendly labour market

policies. The key challenge for Singapore’s indaBation at the time was to attract and
retain foreign investment so as to create jobs aolieve sustainable growth and
development?

Figure 1.
Number of strikes/man-days lost

NO. OF STRIKES MAN-DAYS LOST (Thousands)
500 1.000
LILE ]
man.days lost
|
400 800
300 500

215

sirikes | —STHES |
It 41088 |
. days lest SMANONYSCOE ]

LE2 T &0 55 (2] &4 % Bl a5 390 %

i
YEAR
Except for a minor strike in 1986 which was amicably resolved, Singapore has been strike-free since 1978.

http://www.mom.gov.sg/publish/momportal/en/communities/workplace_standards/trade_unions/Statistics/strikes.html
Source: MOM website at http://www.mom.gov.sg/.

In order to stabilize industrial relations, the @ovnent introduced several pieces of
legislation between 1959 and 1979. The Industraafons Ordinance was passed in 1960
to regulate collective bargaining procedures thhougpmpulsory conciliation and
arbitration so as to prohibit strikes and lockooie industrial disputes were brought to
the Industrial Arbitration Court. The Industrial [B&ons (Amendment) Act, 1968,
excluded from collective bargaining such matterse@suitment, transfer, promotion, and
termination of service due to reorganization. Thapbyment Act of 1968 set forth

18 Lee Kuan YewFrom Third World to First- The Singapore Story: $38000,2000, p. 103.
¥ MOM, 18 Jan. 2010.
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minimum employment conditions and placed limitsrelnenchment benefits, overtime pay
and other fringe benefits.

In 1965 the Government, employers and labour sighedCharter for Industrial
Progress and the Productivity Code of Practi®®esponding to the Government'’s call, the
NTUC adopted the principle of cooperation rathemntlsonfrontational industrial relations
in 1969, which has contributed to harmonious indaistelations?> The NTUC was thus
given a broader role beyond collective bargainifige shift toward a more conducive
industrial relations climate had thus coincidedhwiéconomic growth, while a constant
decline in the number of strikes had been obse@ethciding with this was a decline also
in trade union membership. The way the NTUC atteahfdb revitalize the trade union
movement was to establish a variety of consumepe@iives and attract workers by
providing welfare services.

Underpinning the shift toward sound and harmoniouwhustrial relations started
with the establishment in 1972 of the National Wa@®uncil (NWC), the first tripartite
institution ever in Singapore, which brought trig@rpartners together to formulate wage-
related guidelines through social dialogue to achieorderly and realistic wage
adjustments. At the time, Singapore was undergapgd industrialization, which raised
wage increase expectations. Such expectations Hiroalgout serious concerns that
irrational wage negotiations would lead to an iaseein industrial disputes, which might
discourage investment and hamper economic develupmies establishment also
contributed to creating a climate for harmonioudustrial relations and strengthening
tripartite social dialogue. The number of strikesmased dramatically from about 300 in
the mid-1950s to none in the 1990s. Industrialtieta have been stable with the only
strike since 1978 being a two-day action in 1986efigure 1)**

1.3 Functioning of tripartite social dialogue®

The tripartite partnership built through the NWCogess laid the foundation for the
development of strong social dialogue based on &g understanding among each of the
three actors, which resulted in the formation afiauzs tripartite committees, task forces
and working groups to address key labour marketessand make recommendations for
implementation to bring about positive changesxistig policy and practice. Although
there is no legislative foundation to institutiamal these mechanisms and framework, the
way tripartism functions through them is unique ery practical and operational in terms
of addressing various labour market issues as wagllactually achieving objectives.
Examples of this tripartite framework and mechasismre given below.

Tripartite committees and task forcesinclude:

= Tripartite Review Committee on Employment Act, 19985

» Tripartite Committee on Extension of Retirement Age, 1997

= Tripartite Panel on Retrenched Workers, 1998

=  Tripartite Committee on Executives joining the Ramkl File Unions, 1999-2000
= Tripartite Committee on Portable Medical Benef2800-2001

=  Economic Review Committee Wages Working Group, 2002

% Lee Kuan YewFrom Third World to First- The Singapore Story: $98000,2000, p. 108.
%L See NTUC online: http://www.ntuc.org.sg/

22NTUC, 21 Jan. 2010.

B yew, p. 110.

2ANTUC, 21 Jan. 2010.

#MOM, 18 Jan. 2010.




= Tripartite Taskforce on Wage Restructuring, 2003

= Tripartite Review Team on Section 18A of the Empheynt Act on Company
Restructuring, 2004

= National Tripartite Advisory Panel on Family Frignw®ractices, 2004
= Tripartite Committee on Flexible Work Schedules)20

= Tripartite Committee on the Employability of Oldaforkers, 2005

= Tripartite Alliance for Fair Employment Practic@806

= Tripartite Panel on Community Engagement at Wortgxsa 2006

= Tripartite Implementation Workgroup, 2007

= Tripartite Workgroup on Employment Act Review, 2008

= Tripartite Taskforce on Managing Economic Downti2808/09

= Tripartite Upturn Strategy Teams (TRUST Teams), 2200

Tripartite guidelines and advisoriesinclude:

= Tripartite Guidelines on Non-Discriminatory Job Axltisements, 1998
= Tripartite Guidelines on Union Representation oéé&ixives, 2001

= Tripartite Guidelines on Best Work-Life Practic803

=  Tripartite Code of Industrial Relations Practice02

=  Guidelines on Family Friendly Workplace Practicesued by the National Tripartite
Advisory Panel, 2004

= Tripartite Guidelines on Flexi-Time Scheme, 2004

= Tripartite Guidelines on Re-employment of Older Wéws, 2005

=  Tripartite Advisory on Responsible Outsourcing Fcas, 2007

»  Tripartite Guidelines on Managing Excess Manpo&608 (revised in 2009)

=  Tripartite Advisory on Workplace Measures to Tackifluenza A (H1N1-2009),
20009.

There are also other tripartite frameworks whictrads broader issues, such as the
Singapore Tripartism Forum (STEpnd the Economic Strategies Committee. The STF
was launched in January 2007, jointly by the Miyisif Manpower, the National Trades
Union Congress and the Singapore National Emplofederation. The purposes of the
STF are to broaden, deepen and strengthen thd spitiripartism through a more
structured framework. The STF provides a platfoanthe tripartite partners to identify
issues and concerns so as to work together maretiely toward overcoming challenges.

On the other hand, the Economic Strategies ComenitieSC), the most recent
tripartite initiative, established in 2009, addessbroader economic matters and discusses
long-term developmental strategies to strengtherettonomy. Social dialogue through a
variety of tripartite bodies has served as a @litioundation for finding solutions to a wide
range of issues including flexible work arrangeraerdt shift from seniority wages to
performance-based wages, re-employment of olderkeverin different jobs, jobs
matching, skills development and life-long learnifegr employment practices, a flexible
wage system, workfare policies through income supphts, and crisis recovery. By the

2 http://www.tripartism.sg/
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third quarter of 2009, these and other nationalsmess had indeed helped the country to
achieve a quick upturn in the economy.

1.4 Nature of tripartite social dialogue

Strong tripartite partnership has been a key coityetadvantage for Singapore,
underpinning its economic competitiveness, harmamiabour-management relations and
the overall progress of the nation as a whole. fhinee parties not only work together to
formulate and implement employment and industriglatrons policies through
consultation, but they also promote harmonious rhtparelations at the company level
which contribute to mutual interests and sustamaidrtnership. This consultative and
cooperative approach eventually created a syna&rgisirtnership among the tripartite
partners. The nature of this partnership in Singajgan thus be described and understood
in terms of the following five attributes and stgéms, which the tripartite partners have
built up over the years.

Shared responsibility

In order to achieve sustainable economic and s@ec@jress, the tripartite partners are
committed to working together and sharing respadlitsibThe Government promotes a

favourable investment climate and economic grovittough formulating policies and

legislation and maintaining coordinated harmoniangustrial relations. Workers are

responsible for expanding their employability thghu continuous learning, skills

upgrading, and improving adaptability for a higstandard of living and better quality of

life. Employers have responsibility for increascagmpetitiveness and productivity so as to
enable higher value-added and better-paid jobioreat

Common understanding

Another key attribute of Singapore’s tripartism dscommon understanding built up

through various forms of both formal and informaformation sharing and regular

dialogue among the tripartite partners in ordeaddress diverse challenges confronting
workers and their families, employers, and the touitself.

Mutual trust and respect

Next is the mutual trust and respect the threeigzittave developed over the years.
Confidence built upon such trust and respect esahte open exchange of views and
consensus building on issues and challenges thalhtbe parties face.

Mutual benefits

In order for union leaders and employers’ repredesds to gain support for tripartite
decisions and actions, the benefits derivable ted® seen and understood by those they
represent. Singapore’s tripartite cooperation lwibgnefits to all parties concerned. It
enables the Government to effectively formulate iamaplement employment and industrial
policies to achieve social and economic objectiViéerkers are able to enjoy a fair share
of economic gains during good times. On the ottzardh when the country is faced with
difficulties, the pain is shared among the trigartparties through consultation, thus
enabling businesses to regain competitiveness etathrjobs. Singapore’s tripartism also
brings about sound industrial relations and codperdabour-management relations in
workplaces, both of which contribute to a bettevestment climate for sustainable
economic growth.

27 http://www. tripartism.sg/index.aspx?id=9#ourshamdde




Continued efforts

Without continued efforts by the generation of @don each side, the synergies among
the tripartite partners are not sustainable. Thpaitiite partners are committed to
continuing efforts to further strengthen, deeped hroaden the tripartite relationship for
greater economic and social progress. In effeat, government promotes tripartite
cooperation and takes an active role in furthesiognd industrial relations. As a reflection
of such tripartite cooperation at the national letrade unions and workers are encouraged
to build partnership and dialogue with managememtaateam so that labour and
management could also achieve a more cooperatiymrmade culture at the enterprise
level.

1.5 Main tripartite institutions

A number of institutions that contribute to labamarket regulation and the industrial
relations practice exist in Singapore. These imstihs are critical to the promotion of
labour and management cooperation and the advantexhéhe tripartite partnership in
the country. Five of such institutions are previdwrethis section of the paper.

Foundation of tripartism:
The National Wages Council

Arguably the foundation of the tripartite system 8ingapore originated with the
establishment of the National Wages Council, NW@9@2. From that time till today, the
NWC has met annually and issued its periodic Wagid&lines. As various authors,
commentators and the parties advance, the guidelieche NWC have significantly
contributed to the stabilization of Singapore’sustifial relations. Available evidence also
indicates that since the last strike occurred i861%he country has experienced generally
stable industrial relations, as a result of thaugrice of the NWC guidelines and the strong
commitment of the three parties to cooperatioro#tt bational and enterprise levels.

Indeed, the NWC has served as the main institutitoram through which the
stability in the industrial relations was achieviedthe country. The original terms of
reference for the NWC were (i) to formulate genegaidelines on wage policy; (ii) to
adjust the wage structure with a view to developingoherent wage system consistent
with long-term economic development; and (iii) tdvise on an incentive system that
promotes productivity and efficienéy.

The NWC is chaired by an independent third pargmfracademia and comprises
representatives of the tripartite social parthgmsiernment representatives as well as an
equal number of representatives of business amltalBusiness representatives come
from the SNEF, the Singapore Business Federati@nAtmerican, Japanese, German and
local ethnic chambers of commerce (Chinese, Malag @ndian), while worker
representatives come from the NTUC plus the leadérselected trade unions. The
government representatives come from the MOM, thadtty of Trade and Industry, the
Economic Development Board, and the Public Serldingsion. Alternate members from
the three parties are also appointed for the perpbsnsuring adequate representation and
providing additional inputs. The officials of theOW serve as the NWC’s secretarigeé¢
Box 1 for the composition of the NWC, 2009/10).

% Then Yee Thoong, p. 220, and Hing Ai Yun, pp. 125-
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Box 1.
Composition of the NWC, 2009-10

Chairman: Prof. Lim Pin, Professor of Medicine, NUS

Employee representatives Employer representatives
» National Trade Union Congress » Singapore National Employers Federation
» Amalgamated Union of Public Employees  Singapore Business Federation
United Workers of Electronic & Electrical » American Chamber of Commerce in
Industries Singapore
 Singapore Insurance Employees Union » Japanese Chamber of Commerce & Industry,
 Union of Security Employees Singapore
«  Metal Industries Workers Union  Singaporean-German Chamber of Industry &
. . , Commerce
» Singapore Industrial & Services ) )
Employees’ Union  Singapore Chinese Chamber of Commerce &
Indust
» Housing & Development Board Staff , i ,
Union » Singapore Indian Chamber of Commerce &
, . Industry
» Healthcare Services Employees Union .
, , ,  Singapore Malay Chamber of Commerce &
* Food, Drinks & Allied Workers Union Industry

Government representatives

* Ministry of Manpower

» Singapore Workforce Development
Agency

* Ministry of Trade & Industry
» Economic Development Board
*  Public Service Division

Source: Presentation made by Mr. Ong Yen Her, MOM, in the course of the ILO study mission.

When the NWC meets at its annual meetings, fromil Apr June? it reviews and
considers key macro-economic indicators, such aB @Gwth and prospects, productivity
growth, inflation, and other labour market indigatcand makes decisions which are based
on consensus. Public views are sought prior tartbeting of the NWC, and are taken into
consideration when drawing up Guidelines. Deliberst during the NWC are confidential
until the Guidelines are issued. The non-attributjrinciple is observed. The NWC
Guidelines are gazetted under the Employment Axt,keecomes part of the legal basis for
negotiations between employers and trade unions.

Negotiations between enterprise management andriloes are undertaken on the
basis of the NWC Guidelines and the situation fgcgach company. Non-unionized
companies also use the Guidelines as a referendetémmining wage increases for their
employees. Although the nature of the Guideline®is-binding to the extent that it allows
for flexibility in the negotiation of wages betwedhe two sides of the enterprise,
guidelines are widely followed. The Guidelines aleo used when both parties seek
mediation and adjudication in cases where theyad@each an agreement.

Central Provident Fund

The Central Provident Fund (CPF) is a compulsogfassecurity savings plan which set
up in 1955 to provide retirement financial secufdyworkers. Over the past five decades,
it has evolved into a multi-layered, comprehensweial security saving scheme in order

2 The NWC met more frequently in times of econondevdturn, as was the case during 2008-2009.
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to meet the population’s multiple needs in retiratnéealthcare, home ownership, family
protection and asset enhancem@fthe CPF functions as a critical scheme for promgpti
“welfare in work” and, in this context, it has madesignificant contribution to national
growth and the welfare of the peopfeThe CPF is managed by a tripartite board of
representatives from the Government, the workers @@ employers, appointed by
Ministers.

Contributions to the CPF are made monthly by ermgri®yand employees, and go
into three accounts: (i) the Ordinary Account, $edi for home ownership, CPF insurance,
investment and education; (ii) the Special Accoimtjedicated for old age, contingency
purposes and investment in retirement-related Gi@hrproducts; and (iii) the Medisave
Account, is for hospitalization expenses and medisarance®

The adjustment in CPF contribution rates has ofteen used as a tool of wage
policies as well as the country’s overall macrorexuic policy, including managing the
economic downturn, as examined in Chapter 3 ofgthjser.

One of the recent initiatives of the partners was s$etting up of the Tripartite
Committee on CPF and Work-Related Benefits for \Miage Workers (TriCom) in 2007.
The programme seeks to address issues concernimiga@oand casual workers, whose
numbers have been growing due to the expansioruisoorcing services. Most such
workers are engaged in the services sector, suatieasing and security, and whose
vulnerability as compared with other groups of varek is widely recognized. When the
Government institutionalized workfare through theMfare Income Supplement (WIS)
scheme to help low-wage workers find work, boosirtincome and build up their
retirement savings, it became necessary for thewage informal workers and self-
employed persons to contribute to the CPF in oraeualify for WIS benefits. Those in
the age group 35 years and older and who earn 6f,#0 per month could be eligible
for WIS,észp to $2,800 per year depending on apptgaaverage monthly wage as well as
their age.

It is instructive to bear in mind that the NWC 20fJ08 Guidelines had underlined
the tripartite efforts needed to reach out to lomge workers, their employers, and low-
wage self-employed persons to address this condawards this goal, the TriCom
adopted in 2007 the following Terms of Refereffce:

I. Identify the key sectors with a higher incidencg informal workers or self-
employed persons not making CPF contributions;

ii. ldentify the impediments to regular CPF contributions and otéeployment
problems faced by low-wage workers;

iii. Initiate and drive promotional programmes tdueate workers about the benefits of
the CPF and other employment rights, and detaiddAMtS, as well as encourage
employers, informal workers and self-employed pesdo start contributing to CPF
and Medisave;

iv. ~ Recommend and implement measures to incenticizetributions to CPF and
Medisave by employers and workers, as well as gthem the protection of
employment benefits for low-wage workers; and

V. Develop outreach efforts to informal and selfpboyed low-wage workers by
coordinating multi-agency initiatives and leveragiexisting networks, such as
those of NTUC, SNEF, the People’s Association, anade and industry
associations, to encourage and help low-wage werkign up and make regular

30 See http://mycpf.cpf.gov.sg/Members/home.htm

31 Dr. Soon Beng Chew; Dr. Rosalind Chew, intervigwTb Fashoyin, 20 Jan. 2010.

32 See http://mycpf.cpf.gov.sg/Members/home.htm

33 For more detailssee http://mycpf.cpf.gov.sg/Members/Gen-Info/WIS/W&cheme.htm.

3 See http://www.mom.gov.sg/publish/momportal/en/presem/press_releases/2007/20070618-tripartite.html
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CPF contributions, and/or seek redress and assestarhere they have been
deprived of other work-related benefits.

The enforcement actions against errant employers haen taken for breaches of
employment and CPF laws. As a result of this pupbiticy, while 35 employers were
either fined or prosecuted by MOM for Employmentt Aéfences in 2007, the CPFB
prosecuted 181 employers for CPF Act offences énsame yeaf In addition to these
efforts, the TriCom also released the Tripartiteviadry on Responsible Outsourcing
Practices® in 2008 in order to encourage end-user companesrding outsourcing
contracts to demand that their service suppliersootractors help raise the employment
terms and benefits as well as CPF status of loweweamtract workers, as required by the
law. Specially, companies are encouraged to contiégollowing:

I. Including compliance with Singapore’s employmdatvs as a condition in the
service contract with their suppliers;

il. Encouraging written employment contracts betweservice suppliers and their
contract workers;

iii.  Conducting checks on the financial standingefvice suppliers;

iv.  Awarding contracts to service suppliers tha performance-based;

V. Retaining experienced workers; and

vi.  Helping workers qualify for employment benefitsder the Employment Act.

The CPF Board is also working together with the M@NI the NTUC’s Unit for
Contract and Casual Workers (UCCW) to reach owugetvice buyers, managing agents
and employers with regard to what is laid downha Terms of Reference as well as the
Tripartite Advisory.

Singapore Workforce Development Agency  *’

The Workforce Development Agency, (WDA) was esti®id in 2003 as a statutory body
of the MOM under the Singapore Workforce Developmagency Act® The WDA'’s
board is tripartite, and works closely with empl®yeunions, industry partners and
governmental agenci€dThe goal of the agency is to enhance the empliityalaind
competitiveness of Singapore’s entire workforceyung and old, from rank-and-file to
professionals, managers, executives, and techsi¢the so-called PMETS). The WDA is
funded by the Skills Development Fund, created lbgvst on employers as training fees
for workers, which amount to approximately $120limii*° a year, as well as the Lifelong
Learning Fund, which is run by the Government, segko promote continuous learning
and skills upgrading. In 2010, the funds stood3abffion with interest at $120 million a
year.

In order to achieve its mandate, the WDA develogdgdontinuing Education and
Training (CET) infrastructure, based on an esthblisnetwork of Industry Skills and
Development Councils, to help chart the future cdinpower development in each
economic sector. The WDA also developed nationdlsskamework called Workforce

% See http://www.mom.gov.sg/publish/momportal/en/prasem/press_releases/2008/20080305-LWW.html

% For full text,see:

http://www.mom.gov.sg/publish/etc/medialib/mom_&by/Workplace Standards/files3.Par.30273.File.tmipar
rtite%20Advisory%20Booklet.pdf

3" WDA, 18 Jan. 2010. The figures concerning the WaDA accurate as of this date.

% For full text, see http:/statutes.agc.gov.sg/non_version/cgi-bin/mgieve.pl?actno=REVED-
305D&doctitle=SINGAPORE%20WORKFORCE%20DEVELOPMENTOAZGENCY %20ACT%0A&date=late
st&method=part&sl=1.

39 For more details on tripartite approaches to skitvelopment in SingaporseeHing Ai Yun and Russell D.
Lansbury.

“0 Al dollar amounts in this paper are in Singapdo#iars.
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Employment and Employability Institute

Skills Qualifications (WSQ) system for all key sast It also established the Continuing
Education and Training (CET) Centres and a netwafrkraining providers to deliver
training programmes according to the WSQ standards.

The WDA taps on two sources of funding. The WDA stapn the Skills
Development Fund (SDF) to subsidise training feesl both employers and individual
workers are eligible to enjoy the funding. The SiBFinanced by the collection of the
Skills Development Levy (SDL) from employers. Emyes will need to contribute SDL
for all employees (including foreign workers) up ttee first $4,500 of gross monthly
remuneration at the levy rate of 0.25 per centjestitho a minimum contribution of $2 for
remuneration less than $800. Secondly, the WDA tepthe Lifelong Learning Fund, an
endowment fund set up by the Government to enswecare and continuing stream of
income to support lifelong learning in Singapord anhance workers’ employability.

Apart from a strong tripartite nature of the WDACET initiatives, the body works
with other public agencies as well as public andape training institutions. To date, there
are 49 CET Centres located island-wide, providirgrkers with direct access to skills
upgrading opportunities. The CET centres include gkample, the NTUC Learning Hub,
the Electronics Industries Training Centre (ELITEgalth Management International Ltd
(HMI), the Centre of Urban Greenery and Ecologye t®ingapore Institute of
Manufacturing Technology, and the Singapore Insitf Retail Studies. The SNEF also
serves as one of the WDA-accredited CET ceritres 2008, 100,935 workers obtained
WSQ Statements of Attainment through 42 CET Centndsle 266,188 workers went
through skills upgrading. Some 24,082 were placedjobs via skills conversion
programmes for priority sectors or targeted groaupd 65 per cent of them remained more
than three months in the same job. 12,343 wereeglat jobs, of which 60.5 per cent
remained in the same job for more than three months

42

The NTUC’s Employment and Employability Institue2{) is another excellent illustration
of how tripartism works in Singapore. The e2i wdficially launched in 2008 by Prime
Minister Mr. Lee Hsien Loong. It is a one- stopjliskbased institute for jobseekers,
employers and training providers. The e2i providesrkers with job and training
opportunities, for the purpose of promoting the ygbility of workers and the
competitiveness of employers so as to minimizelsskmismatch and expectations.
Although an initiative of the NTUC, it is supportdoy the Singapore Workforce
Development Agency (WDA), the Singapore Labour Fation (SLF), and the Singapore
National Employers Federation (SNEF).

The main tasks of the e2i are to:

i. Develop partnerships with training providers to ngue workers;
il. Reach out to jobseekers and workers who seek n&ettar jobs; and
iii.  Promote industrial redevelopment and job re-creatio

In all the tasks, the e2i cooperates with emplqyardustry associations and
government agencies, in industrial redevelopmenasdo increase the competitiveness,
productivity and employability of workers througketmaining and skills upgrading. In
2008, for example, the e2i scheme helped 20,61€egkers by placing them in new jobs;
moving them into higher-value jobs; or moving themmew jobs in other sectors. Also in
2009, 60,000 jobseekers were assisted throughrtgaamd found new and better jobs. The
challenge for the scheme, is how best to reachooetery sector, every worker, and every
occupation. It is instructive to note here that #2 scheme played a critical role in the
crisis recovery effort, as will be shown in Cha@eof this report.

*L SNEF, p. 28.
2 Employment and Employability Institute, 19 Jan1@0
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Tripartite Alliance for Fair Employment Practice ~ *°

The Tripartite Alliance for Fair Employment Praetsc(TAFEP) is another example of how
tripartism functions, particularly in finding praécal ways to address employment related
issues. The programme was set up in May 2006 aataepship, and co-chaired by the
representatives of the SNEF and the NTUC with tippert of the MOM. The aim was to
promote a mindset change among employers, emplam@she general public to adopt
fair and equitable employment practices throughidewange of promotional approaches.
The programme evolved from a Tripartite Committeeliscuss age discrimination issues,
and which resulted in a common realization of teedto address broader questions of
discrimination. The TAFEP is located on union pregsiand registered as a legal entity of
the employers’ federation. Its staff members ineludpresentatives from the employers’
federation, union and government officials.

Although there is no legislation enacted in theaamd non-discrimination in
Singapore, TAFEP formulated the Tripartite Guidediron Fair Employment Practiéém
May 2007, built upon Guidelines including the Codé Responsible Employment
Practices, developed in 2002, and the Tripartitéd€imes on Non-Discriminatory Job
Advertisements formulated in 1999 and revised iB620 The new Guidelines serve as a
tool to prevent discrimination in the workplace atodencourage employers to adopt
progressive human resource practices which bdvatfit employers and employees.

The five principles of Fair Employment Practicesiabhare embodied in the
Guidelines are:

i. Recruit and select employees on the basis of nfguith as skills, experience or
ability to perform the job), and regardless of ageg, gender, religion, family status
or disability.

il. Treat employees fairly and with respect and implanpeogressive human resource
management systems.

iii. Provide employees with an equal opportunity to baswered for training and
development based on their strengths and needselppthem achieve their full
potential.

iv. ~ Reward employees fairly, based on their abilityrfgrenance, contribution and
experience.

V. Abide by labour laws and adopt Tripartite Guidetingvhich promote fair
employment practices.

The TAFEP engages in a variety of activities ingtgdorganizing promotional
campaigns, such as training workshops, confererambgsory services, and educational
materials, as well as encouraging employers to $ign Employers’ Pledge of Fair
Employment Practices. To date, more than 1,200 &epsd, covering all major business
chambers, have signed and made a commitment t®lduge to support the TAFEP's
promotional approach. The commitment to the Pladge non-binding tool, but it allows
employers to have access to the TAFEP’s varionscgs. So far, more than 7,000 human
resource and line managers have attended traimiiggings and other events organized by
the TAFEP, covering issues such as the recruitsgestition process, grievance handling,
managing mature workers and harnessing women’snii@te The TAFEP also gives
awards to employers that adopt good practicesdb@s@omination by employees.

The TAFEP actively works with job intermediariedyieh contributes to a reduction
in the number of discriminatory job advertisemeritfius, newspapers adopted the

3 TAFEP, 20 Jan. 2010.

* For full text,see
http://www.mom.gov.sg/publish/etc/medialib/mom_&by/corporate/files.Par.96758.File.dat/TAFEP%20@liid
nes%20-%20Annex%20A.pdf

%> As much as possible these guidelines are carafalgloped to meet international standards.
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Tripartite Guidelines in their own vetting guideds Staffing agencies signed the Pledge
and agreed on educating clients. Major job posdtds signed the Pledge and committed to
take down discriminatory job ads. According to tRAFEP’s monitoring of print
advertisements, the proportion of job ads thatifipdaace, age, gender or other preferred
characteristics without any reasonable groundspliddrom about 20 per cent to 1 per
cent during the period 2006 to 2088%\nother achievement was that 7 in 10 employers
have adopted fair and merit-based employment pes;tivhile 8 in 10 cited attracting and
hiring talented workers as a reason for adoptird guactices.

The TAFEP also handles complaints. Most of the damfs it receives are cases
regarding discrimination on the grounds of agee réanguage, family status, and gender.
When complaints are made to the TAFEP, it seekslutisn through listening to the
complaints, and then approaches the employer $m &ddress real needs through a moral
suasion approach. The approach taken by the TARERhdrefore not a procedure
involving recourse to law. Since 2007, it has haddl30 cases, and all the companies
against which complaints were brought to the TARRd¥e accepted its advice and
assistancé’ The TAFEP handles complaints by seeking a harnusnéolution rather than
adversarial legal recourse. Although the enforcénaémon-discrimination principles is
not easy to implement by the use of persuasionealtiis could serve as a template for
effectively implementing non-discrimination printgg.

46 TheStraits Times21 Jan. 2010.

*ibid.
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2. Wage policy development
and the collective bargaining process

The tripartite process through the NWC has mad@rificant contribution to building
Singapore’s wage structure as well as guiding waé@m over the years with a view to
achieving socio-economic development. Through thesmans, a legally regulated
collective bargaining process, as well as the diaticin and arbitration procedures has
served as a framework for the prevention and sedth¢ of industrial disputes. Through a
critical interface between bipartite negotiatiortteg enterprise level by the social partners
and their collaboration in what has been envisiogdhe tripartite NWC, the tripartite
consensus at the national level in wage policy hasn pervasive and effectively
implemented. With both processes combined, Singalpas been successful in minimizing
disputes and promoting harmonious industrial refesi In what follows, a brief overview
of wage policy progression from the earlier yedrshe NWC to the present day and the
changing role of the NWC will be presented togethath the country’s collective
bargaining process.

2.1 Wage policy progression through the NWC

The nature of the NWC Guidelines has changed ober yiears but, overall, the
contributions made by the council to Singapore hasen significant. Its roles have not
been limited to providing a basis for wage negimiet, minimizing wage disputes, and
fostering sound industrial relations. Rather, tiles have evolved over the years to include
formulating broader wage reform policy as well asping with several economic
downturns which the country had faced. The NWClw®en active in bringing in changes
to allow the country to perform better and the t@jts success lies in trust, understanding
and compromises shared among the tripartite pattner

Until the mid-1980s, the NWC had provided quantitatwage increment
guidelines. In the early 1970s when the NWC wasbtished, Singapore was in the
middle of a period of rapid economic growth witmalst full employment, resulting in the
shortage of skilled and semi-skilled labour asdediawith rising expectations of wage
increases. The role that the NWC played was clificaensuring that increases were
orderly and rational so as to maintain Singapoogimpetitiveness in the international
market and encourage potential investment. The N&éGmmended high wage increases
of 6 to 10 per cent or more during this period,hwétctual nhominal wage increases
averaging 8 per cent, which thus more or less\iahbits recommendations.

The NWC continued to recommend wage increases ¢essxof past productivity
growth and the CPF contribution rate was also daigashing up labour costs. In 1979, the
“wage correction policy”, in which there were thngears of high-wage recommendations,
was designed to force an increase in the prodtciihigher value-added operations and
reduce the reliance on cheap unskilled foreignuabas well as raise labour productiviy.
For the period 1979 to 1984, the average total nahwage increase reached around 12
per cent? This well exceeded the NWC’s recommendations éyidars 1979-1981 of an
increase of above 6 per cent.

While the NWC recommended moderate wage incredtasthis wage adjustment
period, labour shortages led to continued high wgagath and increases in business costs.
Additionally, collective agreements applicable toamized workers lasted for two or three

“8 http://www.country-data.com/.
9 Presentation made by MOM, 18 Jan. 2010.
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years with “built-in” wage increaséSAnother critical step taken by the NWC during that
period was to set up the Skills Development Fuaddéd by a levy on employers, in order
to improve workers’ skill$* This, together with wage increases and a furtaiserin the
CPF contribution rates, pushed labour costs inaginge quite high?

The high business costs together with other domesiil external factors, including
weak international demand, led Singapore into asgion. The recession of 1985 marked
the symbolic turning point in the country’s broadge structure. The NWC recommended
wage restraint in 1986 and 1987 and this had lethéoaverage total nominal wage
increase declining to 4 per cent during 1985 to7P8dhe NWC also took the step of
undertaking a major wage reform in Singapore andd986 a subcommittee proposed
introducing a flexible wage system to promote cadtitipeness during the growing
globalization of the economy. Endorsed by the ttifgpartners, its recommendations laid
down the following principles of a flexible wagessgm:

0] Wages should reflect the value of the job;
(i)  Wage increase should lag behind productivity growth
(i)  Wage increase should take into account companyratiddual performance;

(iv) Wage increase for company of individual performagiceuld not always be given
on a permanent basis; and

(v)  There should be a measure of stability in the wsrkacome>
The recommendations also laid down features abdlfle wage system as follows:

(i)  Under the flexible wage system, the wage structhoeild comprise three parts: the
basic wage to give a measure of stability to wakancome; annual wage
supplement of one month’s basic wage; and a vaiathge component of about
two months’ basic wage. This together with the moath annual wage supplement
would allow about 20 per cent of wages to be madmble.

(i)  Salary ranges should not be too wide; a reasonedtie between the maximum and
the starting salary would be 1.5 times.

(iif)  There should be a small service increment undemabcircumstances.
(iv) The variable wage component should be paid yearhati yearly.55

The NWC’s subcommittee also recommended that tehorild be a formula or
some understanding in collective agreements in lwthe payment of the variable wage
component was linked to changes in company perfiocet By this time, the bipartite
partners in Singapore had acquired more experi@nte process of collective bargaining,
enabling them to determine their own level of Wa'zgﬂfeasés.7 Thus, in 1987, the NWC
moved away from issuing quantitative wage-incraagdelines toward qualitative ones in
which the country’s broader annual principles fage negotiations are reflected and a
diversity of labour market responses are allowed.

In 1988, the NWC itself laid down an important geteprinciple for wage
negotiations: wage increases should lag behind ustodty growth to maintain and
enhance international competitiveness. The shift made also to allow more flexibility in

*0 http://www.country-data.com/

*1 Dr. Hoon Hian Teck, interview by T. Fashoyin, 21J2010.
%2 http://www.country-data.com/.

¥ MOM, 18 Jan. 2010.

** Then Yee Thoong, p. 227.

*ibid., p.227.

*Sibid,. p. 227.

*"ibid., p. 225.
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wage negotiations so that wage adjustments are mlosely linked to sector- and
company-wide differences in performance, to rewardl motivate workers for their
contribution based on performance, and to refldeanging economic and market
conditions. By the end of 1996, 76 per cent of canigs had already implemented flexible
wage system 8

Such a major structural change was made possiblthdyclose ties that existed
among the tripartite partne?g.More significantly, the tripartite partnership whi has
developed through the years of the NWC consultagioocess has served as the very
foundation of strong tripartism in Singapore. Ttgbuhis process, workers have become
well capacitated with a better understanding ofldasic economic principles operating in
the market, and have gradually accepted and aliginechselves with the critical role
which the tripartite partnership plays through tlvage negotiation proce§§.As IS
generally acknowledged, it is this joint vision thie tripartite leadership that helped to
build trust, cooperation and the achievement ofosacrewards in a manner that fosters
overall national economic development and prospefihis essential role of tripartite
cooperation has led Singapore through several selveconomic crises, including the
recession of 1985, the Asian crisis of 1997 andctiveent global economic downturn, as
demonstrated in the following Chapter 3 of thisgrap

2.2 NWC guidelines, wage determination
and collective bargaining

The Industrial Relations Agt regulates the process of collective bargainingval as
conciliation and arbitration. In addition to proitibg any action by employers intended to
discourage their employees from joining a unionphtiges the former to recognize a
legitimate trade union as the representative orgdion of workers. It also sets out
procedures for union representation.

Procedures are also set out in the Act for a dedpgnized trade union to serve an
employer with notice on all matters related to tiwens and conditions of employment to
be negotiated, including wages and bonuses. The&éemns questions that come under the
heading of management’s prerogatives — such asit@ent, promotions and transfers,
duty allocation or assignment, and dismissal omieation due to redundancy or
reorganization — to fall outside the scope of ailee bargaining, unfair dismissal being
covered by another provision in the law.

Once an employer receives a demand from a tradm upi negotiate a collective
agreement, the collective bargaining pro%issdeemed to have begun, and the employer
is obliged to start negotiations within seven d&tsould the employer refuse to negotiate,
or if negotiations break down, the Ministry of Manger is authorized to play a
conciliatory role. Once an agreement has been egbktween union and management,
whether or not there has been any interventionhenptart of the Ministry’s conciliation
officer, a collective agreement is signed by the prarties and registered. The tripartite
Industrial Arbitration Court must certify any calleve agreement in order for it to take
effect and become legally binding upon both partiese total number of certified
collective agreements as of 2008 was %54.

8 ibid., p. 228.

*MOM, 18 Jan. 2010; Dr. Hoon Hian Teck, interviewh Fashoyin, 22 Jan. 2010.

9 MOM, ibid.

®1 For full text, see http://statutes.agc.gov.sg/non_version/cgi-bin/gettoc.pl?actno=2004-REVED-
136&doctitle=INDUSTRIAL%20RELATIONS%20ACT%0a&dateatest&method=part.

%2 For detailsseeHeng, op. cit. (note 7), pp. 10-11.

% ibid.
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Should negotiations break down or agreement notdaehed, the parties are
encouraged by the registrar of the IAC to come noaanicable settlement through
conciliation. Most disputes are resolved at théagstbut, should this process fail, reference
is made to the IAC for arbitration. IAC rulings akvards are final and binding. The
Industrial Relations Act provides a number of awmndor conciliation with a view to
resolving disputes amicably and to the satisfaatiolmoth partie§.4

The NWC Guidelines are referred to and used abuarstages of the collective
bargaining process. They are used not only by labod management in their collective
bargaining, but also by the MOM'’s conciliation offrs, and are widely implemented in
negotiations, conciliation, certification of agresms, and awards by the 1K€ The role
that the NWC Guidelines play is significant sinkeyt are used as reference in certification
of agreements and hearing disputes by the IACastjre, though such practices are not a
mandatory requirement under the Industrial Relatiaat®®

% Heng, op. cit. (note 7), p. 11.
% Tan Wee Liang, p. 80.

% ibid., p. 81.
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3.

Managing economic downturn through
tripartite cooperation

An understanding of how tripartism has contributedovercoming the current global
economic crisis will enhance our appreciation @ wWeight and value of a joint vision and
commitment on the part of partners to agreed patitsrventions in dealing with the threat
the crisis poses. From March 2008, when the econbegan to show indications of a
decline, the tripartite partners designed innoeatlabour market measures, making
optimal use of available human resources in suggariacroeconomic policies to achieve
an economic upturn. These measures sought to ret@jployment through various

programmes, such as cost cutting to save jobsls sdiévelopment, including skills

upgrading, retraining and government support fairesses to retain workers.

3.1 Tripartite reactions to past

economic downturns

Singapore had sought solutions to past economiatlons through tripartite cooperation,
which gave opportunities for the partners to buildd reinforce mutual trust and
confidence to better manage the crisis. We begth wisnapshot on how the tripartite
process and the institutions of the labour marlertewsed in dealing with the global crisis
in the country.

In the case of the 1973-74 olil crisis, the roleypthby the NWC, established barely
a year earlier, was quite significant. Singapailes bther oil-importing countries, had to
face serious inflation, which rose from 1.9 pertdari972 to 19.9 per cent in 1973 and to
22.2 per cent in 1974. The NWC’s recommendationgdpe with this crisis were: i)
shortening of the duration of collective agreemérm three or five years to two or three
years; and ii) wage increases above what was agneegisting collective agreements.
Both measures were intended to increase wage ifigkilm response to price increases.
The NWC then released an interim recommendatiorafoacross-the-board increase of
$25 per month for every employee, followed by a (i@ cent wage increase
recommendation in 1974. Workers’ standards of ¢jyithough falling somewhat due to
inflationary pressure, were thus maintained withcatising grave disorder in industrial
relations, which contributed to the preservation afgood investment climate in
Singaporee.7

In the case of the 1985-86 recession, Singaposany faced sharp negative
shocks due to a decline in oil prices and a slowdaw export performance and
construction activities. Firms had a tendency {od# workers, partly due to high labour
costs. At that time, the employers’ contributionthe CPF compulsory savings fund was
as high as 25 per cent of monthly earnings, whlatlzer 4 per cent of the wage bill was
collected as Skills Development Fund Ie(i?yln order to overcome the crisis, it was
inevitable that incentives be provided to re-emplegrkers and increase enterprise
profitability through substantial wage cuts, atltaia the short term.

A test of the quality of the tripartite partnersltius came in terms of whether the
tripartite partners could reach consensus on radummsts. A tripartite committee was set
up by the Government to consult with businessesteatk unions, while union leaders
made efforts to convince workers to agree on drc@PF contributions, with assurances
that they would be restored once the economy piupésa The consensus reached through

®7Lim Chong Yah, pp. 48-49.
% Dr. Hoon Hian Teck, interview by T. Fashoyin, 21J2010.

*ibid.
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the NWC were to(i) cut corporate income tax from 40 per cent to 33qgeat;(ii) slash
employers’ CPF contributions from 25 per cent top# centyiii) reduce the levy for the
Skills Development Fund from 4 per cent of the whidkto 1 per cent, an@iv) remove
the old payroll tax of 2 per cefit This change was implemented along with the NWC'’s
recommendation for wage restraint during 1986-1987)e the Government itself took
various other actions, including a stimulus packddme country’s wage costs immediately
fell, contributing to shortening the recession. gajore’s economy had gradually
recovered, with GDP growth rates rising from miiu8 per cent in 1985 to plus 1.2 per
cent in 1986, and 6 per cent in 1987. By late 19&& ,economy had gradually recovered
and the CPF contribution was restored, first tgpé&@cent in 1988 and then to 20 per cent
in 19947

This experience of tripartite cooperation for remgvstrengthened the synergies
among the partners, and enabling them to copethatiAsian financial crisis which began
in 1997. Thus in 1998, the NWC recommended wage ofit5 per cent to 8 per cent,
through the variable wage component, while the eygss’ CPF contribution was
recommended to be cut from 20 per cent at that ton0 per cent for 1999 and 2000.
The ad hocTripartite Panel on Retrenchment was set up iB18%elp companies and
workers deal with retrenchment, while the triparticonomic Development Board and the
Productivity and Standards Board, created to addedmur market issues arising from the
Asian financial crisis, also examined retrenchnissties’> All these inter-related efforts
had the effect of reducing wage costs, which emhfitens to maintain competitiveness
and save jobs. What is critical is that workersewvetlling to accept sacrifices with the
assurance of jobs because of the trust and soapalat which had been built through
previous joint crisis recovery efforts.

It is equally noteworthy that the NWC also recomdwh a wage cut in 2001,
following the 9/11 terrorist attacks in the US, aaghin a wage freeze in 2003 and 2004
when the severe acute respiratory syndrome (SARSP)ihgapore. Thereafter, as the
economy picked up, the NWC recommended moderate wageases.

It is instructive to note that by this time, in doimation with the country’s budget
surplus and household savings which had been adateduover the years, the tripartite
partnership, been built up over time, was well pred and capacitated to cope with the
new crisis when it came in 2008.

3.2 Impact of the current global financial crisis’

As a result of the global financial crisis, Singegd® economic growth slowed down
sharply to 1.1 per cent in 2008, from 7.8 per darthe previous year. The credit crunch
caused a drastic drop in exports, while GDP cotedhby 6.8 per cent in the third quarter
and 4.2 per cent in the fourth quarter of 2008.sEheere followed by a decline of 9.4 per
cent in the first quarter and 3.2 per cent in theosd quarter of 2009. The GDP forecast
for 2009 was estimated to be minus 2.1 per cerd. Mhnufacturing sector faced excess
capacity due to the sudden cancellation of businestacts and orders, which resulted in
an excess of human resources, particularly inreleicts companies.

As shown in Figure 2 below, the seasonally adjustegtall unemployment rate rose
from 2.5 per cent in the fourth quarter of 200818 per cent in the first quarter of 2009,

0. Fraile, p. 105.

" Dr. Hoon Hian Teck, op. cit.
"2 Heng, op. cit. (note 7), p. 17.
3 Fraile, op. cit. (note 7), p. 109.
" Heng, op. cit. (note 7), p. 14.
*MOM, 18 Jan. 2010.
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remaining stable at 3.3 per cent in the secondiguaf the same year. The total number of
redundancies increased from 3,180 in the thirdtquaf 2008 to 12,760 in the first quarter

of 2009, though falling to 5,980 in the second tpraand 2,200 in the third quarter of

20009.

Figure 2.
Seasonally-adjusted unemployment rate, Jun. 03-Sep. 09
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Source: Labour Force Survey, MOM.

As shown in Figure 3, the number of early releas®dract workers, which was merely 90
in the second quarter of 2008, jumped to 830 irthive quarter, and to 1910 in the fourth
guarter of 2008, though with a gradual decline ,86Q in the first quarter and 810 in the
second quarter of 2009. The total number of theseemched also rose, to 10,900 in the
first quarter of 2009, from 2,350 in the third gearof 2008, though falling to 5,170 in the
second of 2009.
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Figure 3.
Total redundancies, Q2 05 Q3 09
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Figures may not add up due to rounding.

*Total redundancies refer to employees made redundant due to retrenchment or early termination of contracts.
Source: Labour Market Survey, MOM

3.3 Tripartite action to save jobs™®

Indeed the current global crisis provided an opputy to further strengthen tripartism in
Singapore. In this context, the tripartite partneesponded quickly to address the
economic downturn and retain jobs. Thus, in ordehelp businesses and workers cope
with the downturn, tripartite partners the MOM, tBBIEF, and the NTUC agreed upon
three major initiatives:

i. Jobs Credit Scheme;
ii.  SPUR (Skills Programme for Upgrading and Resili¢naed

iii. Tripartite Guidelines on Managing Excess Manpovissued in 2008 and
revised in May 2009.

With the Jobs Credit and SPUR combined, employense ventitled to as much as
$1,400" a month in support of each local employee, to metpin workers and upgrade
their skills. The total “resilience package” in 20&as $20.5 billion. This includes the
budget allocation not only to the Jobs Credit dmel $PUR, but also a temporary top-up
(an additional 50 per cent of payments to low-ineomorkers under the Workfare Income
Supplement (WIS), as well as plans to create 18pa@lic sector jobs during 2009-2010,
particularly in the health care and education sscto

Such multiple efforts based on tripartite cooperatihave created significant
positive impacts in mitigating post-crisis negateféects. Although the recession had been
worse in terms of GDP growth than past major dowrgwhen the Asian financial crisis

®MOM, 18 Jan. 2010.
"7 All dollar amounts in this paper are in Singapdo#iars.
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and SARS hit the economy, the number of thosemnelred was far below the magnitude
experienced in the pa758t.

Jobs Credit Scheme

Under the Jobs Credit Scheiighe Government helps employers with their wagis by
giving a 12 per cent cash grant on the first $2 &08ach local employee’s monthly wage,
for a period of one year from 2010 (extended farmsore months: at half the amount for
the first three months, a quarter of the amountilier second three months). Employers
other than local and foreign government organizatithat have paid Central Provident
Fund (CPF) contributions for their employees (Spayaans and permanent residents only)
were eligible for the Jobs Credit.

SPUR Programme

On the other hand, the SP&Rs a $650-million two-year programme which helps
companies and workers to manage the economic dowtad invest in skills for the
recovery. SPUR provides support in the form of 86 cent training course fee subsidy
and a maximum 90 per cent of payroll, at a predatexd salary cap, for employees. Over
800 SPUR-approved courses were available at mare 100 certified training providers,
including 42 CET centres. Professionals, managetscutives and technicians (PMETS)
were also entitled to SPUR funding under the Peifesl Skills Programme (PSB).

The SPUR is being run by tripartite partners thdéwese The MOM and the WDA
provide funding support as well as skills programteselopment. The NTUC rolls out
SPUR through the Employment and Employability busé (e2i), while the SNEF
outreaches to companies to upgrade their humamnes capabilities. The Community
Development Councils also take part in this iniigt mainly providing career services and
community support.

Tripartite Guidelines on Managing Excess Manpower

The Tripartite Guidelines on Managing Excess Mamgrowas defined and agreed in
November 2008 (MEM Guideline_gj.lt encourages companies to consider the following
alternative measures to retrenchment:

i. Sending workers for training under SPUR,;
ii.  Redeployingvorkers to alternative areas of work within a camy

iii. Implementing a shorter work week, temporary lay-off or flexibleork
schedule or other flexible work arrangements; and

iv. Using the flexible wage system to adjust wage cost, inclgdireezing or
reducing wages.

The Guidelines are reflections of a spirit of egsatrifice through close tripartite
consultations. They stress that retrenchment shbeldarried out only as a last resort.
Unionized companies are encouraged to discuss with unions to assure their
implementation in responsible manner when retrerectins inevitable. The Guidelines

8 Dr. Hoon Hian Teck, op. cit..
9 For more detailsseehttp://www.iras.gov.sg/irashome/jobscredit.aspx
8 For more detailssee http://app2.wda.gov.sg/data/imgCont/651/SPUR%26fFeet.pdf
81
See

http://www.mom.gov.sg/publish/momportal/en/presemépress_releases/2008/20081121-government.htne. Th
PSP was newly introduced in 2009 to help PMETillssupgrading to survive the current economic dtwn.

82 For full text,see

http://www.mom.gov.sg/publish/etc/medialib/mom_&by/corporate/files.Par.23118.File.dat/Managing%2@s
s%20Manpower%20Guidelines%20-%20Annex%20A.pdf
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further encourage companies to give early noticehto MOM upon their decision to
retrench so as to enable the Ministry and the agleagencies to help affected workers
find alternative jobs. In order to effectively ingphent the Guidelines, the Government
also formed the Tripartite Upturn Strategy TeanRWJBT Teams) in April 2009. TRUST
Teams engage companies on a one-to-one basisswaaareness of the Guidelines, as
well as to assist companies in their implementatidrey targets both unionized and non-
unionized companies including small and mediumesiznterprises (SMEs). The
Government also set up MEM (Managing Excess Manpowéhin MOM to provide
advice to companies on the downturn measures ab agelto companies that are
considering retrenchment. The tripartite partneentrevised and released, in May 2009,
the updated Tripartite Guidelines on Managing ExcManpower?3 in view of the
changing economic situation and the downturn wiiak expected to be prolonged. Under
the revised Guidelines, feedback from consultatiwith industries and unions over the
previous few months was also reflected. Key reusimcluded:

v. Updates tadlobsCredits, SPUR, and SPUR-related schemes sucle &kilis
Programme (PSP);

vi. Recommendationsn a shorter working week, temporary layoffs aledible
work arrangements ;

vii. Recommendation®n making the Monthly Variable Component (MVC) a
permanent feature in calculating wages; and

viii. Guidelines on other cost-cutting measures suclo gaid leave.

NWC’s Wage Guidelines

In order to accommodate broader wage policies éwwvidf the impact of the crisis, the
NWC, which traditionally meets annually in April dtay (occasionally more frequently
when the need arises), reconvened in January 200&vtew the May 2008 Guidelines,
and released revised Guidelines which were appédabm January to the end of 20to.
The revised Guidelines recommended that compan#gs implement a wage freeze or
wage cut in accordance with performance and préspmed in consultation with their
unions/workers, so as to stay competitive and galve The revision also recommended
making use of variable components in the wage &trecin reference to the Tripartite
Guidelines on Managing Excess Manpower, and higtéid) the importance of long-term
initiatives such as enhancing the employabilityotifer and women workers, as well as
promoting efforts to help low-wage, contract anfibimal workers. The Guidelines cover
all employees, including management/executivesran-and-file workers, regardless of
whether they are unionized or not at company leMelyhether they work in the public or
private sector.

The most recent NWC guidelines applicable from 2199 to the end of June 2009
are presented in Appendix 1. In it the Council rowended that employers, unions and
the Government press on with the concerted acéoommended in the NWC'’s previous
2009 Guidelines in order to cut costs, save jolis emhance competitiveness, through
measures such as wage freeze/cuts, other costgcatgasures, promoting wage flexibility
and productivity improvement.

8 For full text:
http://www.mom.gov.sg/publish/etc/medialib/mom_&by/corporate/files.Par.22355.File.dat/Updated%20ada
ng%20Excess%20Manpower%20Guidelines.pdf

8 For full text,see

http://www.mom.gov.sg/publish/etc/medialib/mom_&by/Workplace Standards/files2.Par.72663.File.trapi®
ed%?20National%20Wages%20Council%20(NWC)%20Guidslitiz0for%2016%20January%202009%20t0%20
30%20June%202009.pdf.
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Tripartite Advisory on Managing Manpower
Challenges for Enhanced Competitiveness and
Sustainability

Singapore’s GDP in the third quarter of 2009 showestrong rebound at a seasonally
adjusted 14.9 per cent quarter-on-quarter. The eumdf retrenchments declined
significantly amidst positive employment growth. reflection of such positive signs of
recovery toward the end of 2009, the Tripartite i&dwy on Managing Manpower
Challenges for Enhanced Competitiveness and Stalisiiii’q;l85 was issued in November
2009, in order to help employers that no longefesuffom excess labour to gain further
competitiveness and sustainability, while ensurthg applicability of the Tripartite
Guidelines on Managing Excess Manpower for compgasitdl being affected by the
downturn. The Advisory recommended that:

i) The Jobs Credit Scheme be extended for anotherpaayouts till June 2010 at
stepped-down rates;

i) Companies should continue to make use of SPURtdilexpiration in December
2010;

iii)  Companies which recovered from the downturn shoeNgew whether cost-cutting
measures are still necessary or could be gradphtiged out, in consultation with
employees and trade unions;

iv) Companies which are recovering also should recegeinployees’ support and
sacrifice by granting moderate wage adjustmentgoarmmtoviding a one-off bonus
payment; and

V)  Companies should enhance long-term business cdiwpeéiss through
implementing flexible wage systems and raising tess productivity through
innovation, enhancing human resource managemesitigaervice excellence, and
research and benchmarking.

Tripartite Upturn Strategy Teams (TRUST Teams)

The TRUST Teams were also set up in 2009 as a ceubeffort on the part of the
tripartite partners to help companies affected sy recession to cope with the downturn
and prepare for the upturn. The TRUST Teams vimihmanies, including multinational
companies and small and medium-sized enterprigeassto understand the issues and
provide solutions which are tailored to each comfsmneeds. They advise companies on
how to make the best use of the SPUR Programmgllyisix teams were organized, but
the number had doubled to 12, to respond to thesheé unorganized SMEs with few
interactions with the NTUC. To date, more than tbthpanies had been assisted by the
TRUST Teams, including Nestlé Singapore and ThilesRnternationaf® For example,
with the assistance of the TRUST Teams, Nestlé &pog, with a workforce of 456
employees, took advantage of SPUR subsidies, didamoy out layoffs, while successfully
updating its workforce.

One of the TRUST Teams’ initiatives outreachingitaall- and medium-sized retalil
enterprises includes the case of Three Rifles IHghk]i with 41 employees, which they
helped to restructure its wage system to a morébfke one in order to prepare for future
growth. Other changes made by the company includiing staff to multi-task,

8 For full text,see

http://www.mom.gov.sg/Home/Documents/LRWD/Tripa¥20Advisory%200n%20Managing%20Manpower%
20Challenges%20_final_.pdf.

8 tripartism@work Jan. 2010, No. 1.
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implementing a compressed work week and reducingecgssary work processes,
following discussion with the tripartite partnersthe TRUST Team¥'

3.4 Major achievements of tripartite

Crisis recovery measures

Multiple crisis responses through tripartite co@pbien made possible the significant
achievements in respect of saving jobs. The ecortmmsyimproved and total employment
grew in the third quarter of 2009. Although GDPwtlo was negative for four consecutive
guarters from the second quarter of 2008, it showigms of a turnaround in two
consecutive quarters from the second quarter 0B:28®2 per cent and 9.7 per cent
respectively. The unemployment rates remained béheweak experienced in 2003 when
the SARS outbreak hit the econoﬂﬁyn 2003, however, GDP growth was more positive
at 3.8 per cent.

According to the Government, among 2,000 compafres which it received
feedback, two-thirds said they had no plans toycaut retrenchments. Among the
remaining one-third, four out of five either posted retrenchment decisions or reduced
the number of affected workef.A total of 264,000 workers participated in SPUR
training between 1 December 2008 and 31 Novemh@®,28f whom two-thirds (169,000)
completed training. More than two-thirds of SPURinees were rank-and-file workers,
while about one-third were professionals, managedsexecutives (PMET§9.

The NTUC and its affiliated unions worked closelithvemployers to implement
cost-cutting measures at the company level. Assalttefrom January to March 2009, a
total of 68 unionized companies and 23,914 workas gone through shorter work weeks
or temporary layoffs in line with the Tripartite @elines’ Also, through the e2i, they
helped 33,000 workers to up-skill, re-skill or nmskill to be ready for the upturn,
resulting in the placement of 16,000 workers. Begirthefforts, 1,500 vacancies were
created under flexible work arrangements througtUNTWDS'’s “back2Work with U”
programme. This programme helped enhance the eatylity of older workers so as to
make companies prepared for new re-employmentlédigis which will come into force
in 2012. They also reached out to 10,000 contramtk@rs and educated them about
training opportunities and fair employment righthie NTUC has worked with service
buyers and providers as well as tripartite parinerpromote a “Best Sourcing Initiative”
in order to improve welfare and working conditioms;luding wages, provided to contract
workers. In addition to these initiatives, the NTWC2009 disbursed $23 million in over
175,000 handouts to union members and familiesetp them cope with the crisis. In
2009, for example, of 1,500 disputes which occuatdnionized companies, 70 per cent
were settled without third party intervention.

The SNEF also has given briefings to more than &fployers on the Tripartite
Guidelines on Managing Excess Manpower (MEM Guidsd). It provided assistance for
180 employers in implementing the Guidelines uMeoch 2009. According to the SNEF,
80 per cent of the 4,000 companies which haveqyaatied in SPUR have fewer than 200
employee?.3

87 Channelnewsasia.com, 1 Sep. 2009.

8 MOM, Labour Market Report, Third Quarter 2009.
8 MOM, 18 Jan 2010.

9 WDA, 18 Jan 2010.

®INTUC, Labour Movement Annual 2008. 65.
92NTUC, 21 Jan 2010.

9 SNEF, p.20.
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3.5 Bipartite crisis recovery action:
electronics and electrical sector

In order to give additional substance to the cnisisovery measures as described in the
foregoing, we provide in this last section of Clesp8, a synopsis of how a major
company, through bipartite efforts within the contef the tripartite partnership, dealt
with the effect of the crisis on jobs. The briegliights how the company worked with the
union to cope with the current crisis.

Generally, the electronics and electrical secta haen severely affected by the
crisis. There were 4,000 workers retrenched an80B6people affected in this sector.
Some workers had to go first because of non-reneWwtieir contract. When orders were
down due to the financial crisis, one of the NTU@&f8liated unions, the United Workers
of Electronic and Electrical Industries (UWEEI) Wwed with companies in the sector to
minimize job losses. After close consultation witle UWEEI and its affiliated unions at
the enterprise level, a number of firms had takdvaatage of SPUR. Murata Electronics
Singapore (Pte) Ltd was the first company to ddviarata worked with the union to keep
jobs, as reflected in the statement “managementohias the first to take the cut”.

United Workers of Electronic and Electrical
Industries **

The United Workers of Electronic and Electrical ustties (UWEEI) is one of the largest
unions in Singapore, with a membership of 52,87 &wver 120 branches. In this sector as a
whole, 60 per cent of workers are not organized.aAsroportion of total membership,
Singaporeans represent 45 per cent, while non-gargans account for the remainder.
The proportion of female members is 55 per centraalés 45 per cent. The key initiatives
of the union are to:

i) Engage in industrial relations including negotigtimwages and other working
conditions;

i) Reach out to non-unionized companies so to organae workers;

i)y  Enhance the employability of workers by upgradihglss through a variety of
means, including training provided by the NTUC’s & well as the use of SPUR,;

iv)  Expand its outreach to contract workers, who reprea relatively large percentage
in the sector and yet work under different termsl @onditions from those of
permanent workers, as well as to PMETs and youngekers; and

V) Promote re-employment of older workers.

Through such initiatives, undertaken in close coajpen with the NTUC, bipartite
relation works as a tool to implement national gieb and strategies which are set out
based on tripartite consultation among social jgastn
Murata Electronics Singapore (Pet) Ltd %

Murata Electronics Singapore is one of the factoeistablished by Murata Manufacturing
Company Ltd, an integrated electronic componentsufaaturer, founded in Japan in
1944. Since its establishment, Murata Manufacturings pursued research and
development in a broad spectrum of functional céramaterials and their potential

applications, and has introduced to the marketvarse range of electronic components
which effectively exploit the characteristics ofaaic materials. Murata’s overseas policy
is to produce and sell its products in the markat will use these products.

% UWEEI, 20 Jan. 2010.
% Murata, 20 Jan. 2010.
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Established in October 1972, Murata Electronicsg&ore serves as one of the
largest chip monolithic ceramic capacitor factoneshe world. Murata Singapore had
1,282 employees as of the end of December 200fis @jtal workforce, about two-thirds
were 20-39 years old. Half of its employees hadkedrfor less than 1 year to 5 years,
followed by 6-10 years (17.4 per cent), 11-15 (1iiet cent), 16-20 (10.4 per cent), less
than 20 (11.2 per cent). The high proportion of lmyges whose length of service is less
than 5 years is due to a large number of contrackevs from overseas with short-duration
contracts engaged in work at the production siteh®total workforce, 54.2 per cent were
local employees and 45.8 per cent had a work fgsationality, the proportion of
Singaporeans was 28.6 per cent, followed by Madayé34.9 per cent), Chinese (22.3 per
cent), Indian (8.3 per cent), and others (5.9 pat)c Of the entire Murata workforce, 50
per cent to 60 per cent are unionized.

The financial crisis severely affected Murata’s durction scale. Sales dropped
sharply, resulting in the company’s operationalacity being reduced to the lowest level
ever, equivalent to 15 per cent of normal capadityrata’s priorities were to preserve
jobs and improve employee morale. Murata thus bectmra first unionized company to
send its core employees on the SPUR programmecdim@any worked closely with the
UWEEI and the e2i to ensure that members of the warkforce obtain the right skills to
re-position themselves in the company. So as teepve jobs, Murata went on temporary
shutdown with consolidation of production in onedtion. In consultation with the union
and the MOM, Murata changed the way of calculatingjt-in overtime work from a
monthly to a three-monthly basis for 12-hour slofberators. Processes were also
innovated in order to eliminate wastage. Murataksayn a 12-hour work shift 24/7 and
had to declare more off days during the criticaiqee Since such a slowdown affects the
pay levels of employees, this measure was intratlucth the agreement of those affected
and the union as well. Senior management also dostkarp pay cut so as to demonstrate
that everyone in the company shares the pain gquall

Although Murata saved as many as 300 jobs and ¢thée ©of downsizing was
minimized with all of these efforts, its workfor¢es been reduced by 22.5 per cent in
total: first by 13.2 per cent through early terntioa of contracts, and second by 9.3 per
cent through retrenchment. The company had to gmugi the first ever retrenchment
since its establishment. However, even for those wiere retrenched, Murata worked
with the e2i following consultation with its tradenion. They paid for retrenched
employees to attend the e2i retraining coursesctwhim at providing skills mainly in
security, landscaping and retail.

With regard to those who were retrained, the kexaathge for Murata of using the
e2i was that the training was customized to suitd¥his requirements and needs, based on
close communication and consultation with the &Rirata also carried out one-to-one
interviews with workers, after their training tondi out if they had any concerns or issues
to raise so as to help them transit back to theikw

Murata’s second challenge was how to mitigate regampacts in terms of the
remaining employees’ morale. In this regard the gamy took the initiative to change its
top-down corporate culture to one that respectsl@mps’ own thinking, independence
and ambitions so as to increase their satisfadtwal. It also tried to strengthen team
spirit, for instance by organizing sports evengsuiting in better communication. On top
of these initiatives, the use of the Jobs Credite8we, which enables employers to reward
and motivate all employees going through a tougtetby providing a $300 lump-sum
payment, also contributed to improving employeeater

The critical point is that all of Murata’s changstiatives had been undertaken in
close consultation and dialogue with the trade mnidWEEI, and e2i. All the parties
involved quickly acknowledged the issues Muratafieoried and resolved them together
in various ways. Bipartite trust and mutual underding, which have been built over the
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years through different channels such as labourageament committees and small group
activities, were the keys which made this possible.

Murata’s crisis recovery case demonstrates theesscof a mutually reinforcing
tripartite and bipartite dialogue interface, in wahicrisis measures agreed through the
national tripartite process are effectively implernas to meet the objectives.
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4.

Conclusions

Tripartite social dialogue in Singapore is dynangffective, pragmatic, operational, and
functional, not only from a theoretical point obw but also from practical and operational
perspectives. There are a variety of means thatrifh&rtite partners have used over the
years to find common solutions, creating win-wituafions through various forms of

social dialogue. With more than 40 years of expeeeof tripartite dialogue, each of the

three actors has vested trust and respect in gheh, @and operated on the basis of good
faith and mutual gain. The synergies that had Hmeéh upon these attributes over the
years have strengthened the functioning of trigatboperation and the resulting social
partnership.

When consensus is reached on an issue, whetheheinform of advisories,
guidelines, or any other means chosen to give teftethe will of the tripartite partners,
each party is responsible for ensuring that thesénaplemented in practice. This indeed is
a highly instructive and innovative way of puttiagcial dialogue into action for concrete
outcomes. The critical element of the successipdrtite social dialogue in Singapore is
thus the way that the members of the tripartite momties are consulted and listened to,
so that the decisions taken by the leaders refiectonsensus of these communities which
assures effective implementation.

It is also evident that the whole practice of sbdialogue is a fundamental and
basic contribution to the development of Singap&ecial dialogue actually works as a
positive and irreplaceable method of creating mate of industrial harmony leading to
favourable investment climate, economic growth,iaoand political stability, higher
standard of living and better quality of life fom§aporeans. Also, it creates a basis for
consensus on how the country should cope withcditfitimes. This has nurtured solid
tripartite cooperation and relationship built otlee years and brings desirable results.

Although the tripartite process first and foremasdtdresses employment relations
and broad issues of labour market governance xperience in Singapore also imply that
the macroeconomic policy-making process underpinrsiacial dialogue is a key to its
success. As demonstrated, the tripartite partnerghithe country generally involves
several government authorities, such as in the NWiGorder to find innovative and
comprehensive solutions to issues which affechftuénce labour market processes. The
Economic Strategic Committee (ESC) was also formecently to address broader
economic matters; it discusses long-term developahesirategies to strengthen the
economy. As an overarching tripartite frameworle 8ingapore Tripartite Forum (STF)
formed in 2007, which has been used to broademeteand strengthen the spirit of
tripartism through a more structured framework,| wiértainly enhance the degree of
coordination between different policy areas. Ineottvords, the early ‘transition’ of the
tripartite process from exclusive labour market cawns to the broader context of
macroeconomic governance that impacts on the fodistinguishes the tripartite system
in Singapore and accounts for its durability anstanability as a viable governance tool.
On the other hand, limiting the scope of tripartitmperation to the narrow confines of
employment relations policy, or depending entirely the mandate of the responsible
government authority would achieve very limited ules and might face a serious
challenge of sustainability.

Sustainable social partnership is equally a functmf how effectively and
appropriately the partnership is able to respond adapt to the challenges that are
constantly emerging, and the nature of the problamsd. This is related to the extent to
which the partners are willing or able to innovata find creative means to improve the
functioning of the labour market. Indeed, socialdjue developments over years in
Singapore have shown that every new challenge déas b new test for the strength of
tripartite dialogue. A look at how tripartite digiee has been elaborated during each of the
various economic downturns, including the currdobal crisis, enhances appreciation of
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the critical role of a joint vision and the commé@m of all the partners to see the
realization of agreed policy interventions in deglwith the challenges such crises pose.
The tighter the tripartite commitment, the fastew eeasier is the crisis recovery. By

finding prompt means through negotiation in varitigartite bodies to implement a set of

innovative crisis recovery schemes in a timely nespmhe impact of the crisis on the

labour market has been effectively minimized.

Another critical implication drawn from Singaporethat institutionalization with a
legal foundation is not necessarily a precondition effective functioning of a social
partnership. A flexible tripartite process througéquently organized regular and ad hoc
tripartite meetings, joint activities, and informabmmunication has been proved in
Singapore to have significantly contributed to deepg mutual trust and understanding,
and facilitating agreements among the tripartitetrgas; these are key to the practical
functioning of the tripartite process. While thesation of a well-defined institutional
framework can help in developing and strengtherting culture of consultation and
participation, the very functioning and qualityedfective tripartite social dialogue depend
on the degree of coordination or the facilitati@pacity between the three parties and,
more importantly, on their level of representatiees in terms of each group of interests.
Here, what matters is whether the real voices ochegoup, and in particular those of
workers and employers, are appropriately refleatethe tripartite process. Without this
critical element of process in place, there mayabesk that the mere existence of an
institution may turn out to be nothing but pie lire tsky. Should an institutional framework
serve practical functioning of the tripartite presgit is an advantage to put it in place for
sustainability of tripartite partnership in labomarket and an indispensable attribute of
good governance.

A key to the success of Singapore’s social dialoggeally lies in its influential
interface with political initiatives. In some coues, representative democracy through
social dialogue has been challenged in a broadeexbof politics, involving a change of
government or leadership in any of the parties,clvhtould change the context and
environment for, or even lead to a collapse of aodialogue. Such risks often coincide
with reforms of the entire macro-economic policyefforts of deregulation or privatization
under the accelerating globalization process. Wbamsensus in society on economic
policies is achieved through political processnéy result in better economic governance,
but it may also result in populist governments dacile economic policy which can
negatively affect labour market governance. Althotlge will of the people is manifested
in elections through political process, social dgaie indistinguishable from tripartism has
a critical role to play in coordinating and faaling critical interests in a practical manner
to design and implement policies agreed upon inualutonsensus. Here, the entire
national vision of tripartite partnership in diféat forums, including political initiatives,
contributes to assuring the sustainability andhsgiite of social dialogue.

Finally, the outcomes of tripartite dialogue beaitfand bring about tangible results
through its extensive interface with sectoral- amderprise-level bipartite relations, as
demonstrated in the Murata case. As the Global Palrs emphasizes, in order for the
national-level tripartite response to impact on wwl-being of workers, it must have a
clear relevance to the bipartite relations at th&emprise or sectoral level. The national
tripartite relations and the bipartite relationg anutually reinforcing and inseparable
processes in order to put into practice what isaigd through tripartite dialogue. In most
countries, this goal is primarily achieved throutjle collective bargaining process, by
which labour and management organize work, condtiand develop ways to achieve
cooperation for enterprise performance and sudiditya In this regard, the role that
Singapore’s recent tripartite initiatives play ndaessing issues regarding contract workers
— in other words, the issue of the employmentigiahip — is critical.
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Although this paper primarily focusing on the trii@ dialogue process, has
highlighted one case of tripartite and bipartiteqasses in coping with the current crisis,
further in-depth research is necessary in ordehe{p understanding how tripartite
consensus is discussed and realized through estetpvel collective bargaining
practices.
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Appendix.

1.

NWC Guidelines for 2009-2010°

The National Wages Council (NWC) has completeddifiberations on wage and
wage-related guidelines for 2009-2010.

Economic, labour market, productivity, wages and inflation trends, 2008

2.

Singapore’s economic growth slowed to 1.1 per oe@008, significantly lower than
the 7.8 per cent growth in 2007. In particular, finerth quarter of 2008 contracted by
4.2 per cent on a year-on-year basis.

Total employment growth of 221,600 in 2008 was d®wser than the growth of

234,900 in 2007. With the economy weakening towdh#s end of the year, the
seasonally adjusted unemployment rate rose toet.sgnt (overall) and 3.6 per cent
(resident) in Dec. 2008, up from 2.3 per cent and @r cent respectively in Sep
2008. Redundancies also hit a high of 9,410 workerthe fourth quarter of 2008,

making up more than half of the 16,880 redundanniéise whole of 2008.

Meanwhile, overall labour productivity declined ghlg from —0.8 per cent in 2007 to
—7.8 per cent in 2008 due to slower GDP growth stnrthg employment gains in the
first half of 2008. This is the second year thablar productivity has contracted.

The consumer price index (CPI) rose by 6.5 per aer2008, compared to 2.1 per
cent in the previous year. This was mainly dueighdr growth of global oil and food
prices in the first half of the year, but thesedetp moderate in the second half of
the year.

With the economic downturn and increased businestsscwage increases granted
were more restrained last year. Nominal total wagsge by 4.2 per cent in 2008,
lower than 5.9 per cent in 2007. This was the tesfua basic wage gain of 4.4 per
cent (compared to 4.3 per cent in 2007) and a &.ent decline in bonus payout of
2.31 months in 2008 (compared to 2.36 months ir¥ 208fter adjusting for the high
inflation in 2008, real total and basic wage in a®ntracted by 2.3 per cent and
2.1 per cent respectively.

In 2008, productivity fell sharper than the fallreal basic wages. To be sustainable
and to maintain cost competitiveness, wage incegaespecially built-in wage
increases, should lag productivity growth. For fingt time since 2002, cumulative
gains in real basic wages have outstripped cumrelg@tioductivity gains. Nonetheless,
taken over a longer period, the growth in produigtistill slightly exceeded real total
and basic wages.

Overall Unit Labour Cost (ULC) increased for therfi straight year, by 9.6 per cent
in 2008, higher than the 5.2 per cent increase 0072 reflecting largely the
contraction in productivity in 2008.

Outlook for 2009

9.

The GDP in the first quarter of 2009 has contrabled0.1 per cent on a year-on-year
basis, deeper than the 4.2 per cent contractidimeiiourth quarter of 2008. Given the
sharp deterioration of the economic performancthénfirst quarter of 2009, and the
weak global outlook for the rest of the year, M&Vised downwards in April 2009 its
forecast for 2009 GDP growth from —9.0 per cent@d per cent, which is lower than

% source:

http://www.mom.gov.sg/publish/etc/medialib/mom_&by/corporate/files.Par.65977.File.dat/NWC%20Guidel
$%20-%20Annex.pdf
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10.

11.

12.

13.

14.

15.

16.

the —5.0 per cent to —2.0 per cent forecast in algnR009. Notwithstanding recent
optimism expressed by some analysts, the econamimod remains uncertain.

Reflecting the sharp deterioration in economic @ions, preliminary estimates show
that redundancies rose to 12,600 in the first gnart 2009, higher than the 9,410 in
the fourth quarter of 2008. The seasonally adjustesinployment rate rose to 3.2 per
cent (overall) and 4.8 per cent (resident) in Ma2009. With the economy expected
to remain weak for the rest of 2009, MOM expectslgtbour market to soften further,
with retrenchments and unemployment to be sigmfigehigher than in 2008.

However, CPI inflation has started to moderatahinfirst quarter of 2009, CPI went
up by 2.1 per cent on a year-on-year basis, loihvan the 6.6 per cent in the same
period a year ago and the high of 7.5 per cenhénsecond quarter of 2008. CPI is
forecast to be between —1 per cent and 0 per c&@d9.

Given the deep global recession, the uncertaintiggreconomic outlook coupled with
the impact of a possible Influenza A (H1IN1-2009¢emic, we need to be prepared
for the eventuality of a prolonged downtuiithe NWC therefore recommends in
the 2009/2010 wage guidelines that employers, unsand the government press
on with concerted actions recommended in NWC'’s Jarary 2009 guidelines to
cut costs, save jobs and enhance competitivene3sis could be done through
management leading by example in the following ftrea

«  Wage freeze or cut;

* Implementation of other cost cutting measures aitthiives to cope with the
downturn;

»  Enhancement of wage flexibility; and

* Improvement in productivity

Persist with “Cut costs to save jobs”

The NWC strongly recommends that for companies whasbusiness, profitability

and/or prospects are affected by the economic dowunn, they could, in

consultation with their unions/workers, implement awagefreezeor wage cut in

line with their performance and prospects, in orderto help companies stay
competitive and save jobs.

Companies whichperformwell should reward their workers with moderate wag
increases, preferably in the form of variable paymet, so that their long-term
cost competitiveness would not be affected.

Implement other cost cutting measures

The NWC notes that the Tripartite Guidelines on Bging Excess Manpower (MEM
Guidelines) have recently been updated to ensesedfay relevant to help companies
and workers manage any prolonged downtlitre Council endorses the updated
Tripartite Guidelines and strongly urges companieswith excess manpower to
implement the various recommended measures such ahorter work week,
temporary layoffs, no pay leave, and other work arangements as alternatives to
retrenchments. Workers should work together with enployers to implement
these measures so as to cut costs and save jobs.

In implementing such measures including wage freezait, nanagement is to lead
by example.
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17.

18.

19.

20.

21.

22.

Press on with downturn initiatives to enhance resite

Since the last NWC guidelines were released in algnR009, the government has
announced a $20.5 billion Resilience Package tp tegluce costs and save jobs. The
package includes the Jobs Credit Scheme, Workfaceme Supplement (WIS)
Special Payment to help low wage workers, and uariax concessions. The MEM
Guidelines have been updated, and the Skills Pmugea for Upgrading and
Resilience (SPUR) has also been enhanced to hetp professionals, managers,
executives and technicians (PMETS).

The Council notes that these measures have been Wwekeived by employers and
unions/workers, and are making a positive impact inhelping companies and
workers cope with the downturn, manage costs and mimise job lossesBased on
feedback from companies collected by the tripapg#agners at end March 2009, some
66 per cent of the 1,900 companies that responttiidated that they had no plans to
carry out any retrenchment exercise. Of the remgif4 per cent which had planned
to carry out retrenchments, 4 out of 5 indicatedt tthey had postponed their
retrenchment decisions or reduced the number okevsraffected as a result of the
above measures, with only 1 out of 5 companiesrtieygpothat they had proceeded or
would be proceeding with their retrenchment plansmthstanding the downturn
measuresThe NWC urges employers and unions/workers to comiue to tap on
the various tripartite measures and initiatives avédable to manage the impact of
the downturn, reduce costs and minimise job losses.

The NWC notes that there are still jobs availablesome sectors which are doing
well, growing or remain resilient to the current wadurn. Hence, while
unemployment has risen, the economy is also undeygsignificant restructuring
with new jobs created. In this regatde NWC recommends that the government
continue to expand the Continuing Education & Trainng (CET) infrastructure.
Workers are encouraged to be flexible and be prepad to upgrade current skills
and learn new skills. Employers are encouraged tap on the CET system and
the various assistance measures such as SPUR to kijbgheir manpower and
build new capabilities.

Those who are seeking employment are advised to adj their expectations and
make career switches, if necessary, to take up alatle jobs. Employers too,
should be open to taking in workers with little orno relevant experience, and set
appropriate employment terms reflecting the marketrealities of their sectors.
This would ensure that the growth sectors couldure¢he necessary manpower,
while enabling job seekers to take up meaningfublegment in these sectors. There
are many schemes under SPUR to help employerstranditrain new workers, such
as SPUR-JOBS and Professional Skills Programme ){P@iheeship. Employers
should leverage fully on such schemes.

Besides implementing the above measutles, NWC also urges the government
and companies to continue to look at ways to reduceon-wage costs so as to
lower the overall business costs and enhance Singap’'s competitiveness.

Enhance wage flexibility

Companies are encouraged to make use of componerif the flexible wage
system, including the Monthly Variable Component (M/C), to manage total
wage costMOM's 2008 Survey on Annual Wage Changes indic#ttas companies
with MVC in their wage structure are better ablegtin employees’ acceptance of a
wage cut if it has to be implemented, compared dmpganies without MVC. To
encourage more companies to implement MVtbe NWC endorses the
recommendation in the MEM guidelines that companiesould implement a cut
in basic wages by introducing it as a reduction iMVC. This would enable these
companies to take the opportunity to introduce M&@ make their wages more
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23.

flexible. Companies doing so should work with theoms/workers to set guidelines
on restoring the MVC from future wage increasesadjustments when businesses
recover.

Improve productivity

The NWC notes with concern that labour productigtgwth has shown a downward
trend over the last four years, and labour proglitgthas in fact contracted in the last
two years. This could affect longer term competitiess. There is a pressing need to
address this issue so that future wage increasesheasupported by productivity
gains, and be sustainable and competitive ovelahger term. In this regardhe
Council strongly urges companies to ride on this denturn to enhance their
productivity, through innovation, best sourcing, service exoelbeand developing
the workforce to be highly skilled, productive afhekible. Companies can improve
the skills of their workforce by tapping on SPUR.

Continue with longer term initiatives

24,

Notwithstanding the downturthe NWC recommends that the tripartite partners
continue to push ahead with initiatives such as emmcing the employability and
employment of older workers, bringing more women bek to the workforce, and
enhancing efforts to help low wage, contract and formal workers. We should
not lose sight of these important longer term ativies that would help to maximise
the potential of our workforce, as well as improzmployability and income of
workers.

Prepare for upturn

25.

The Council urges companies to maximize the use tbfe current slack manpower
conditions to improve the skills of their workforce This is critical to raising their
competitiveness when the global economy recovasmpanies and workers must not
delay in participating in SPUR to upgrade skillsl @apabilities so that they would be
in a stronger position for the recovery.

Application of NWC'’s Recommendations

26.
27.

28.

The NWC recommendations cover the period from § 20D9 to 30 June 2010.

These recommendations are applicable to all empkyemanagement, executives
and rank-and-file employees, unionised and nonnaiséml companies in both the
public and private sectors.

To facilitate wage negotiation, companies shouldrshrelevant information on
company performance and business prospects withlogegs and their
representatives.

Conclusion — Strong tripartism to overcome adversy

29.

30.

Singapore’s pragmatic and pro-active response doréicession, supported by our
strong tripartite spirit, has brought about sigrgfit and positive impact on companies
and workers. The various tripartite initiatives Isypented over the past few months
have resulted in many companies implementing ater@ measures to retrenchment,
therefore minimising job losses to workers.

The outlook remains uncertain. However, the NWasfident that the solidarity
shown by the tripartite partners in working togeth® address the downturn will
continue to prevail and enable the smooth impleatant of the NWC guidelines.
This high level of co-operation, trust and underdiag among the government,
employers and unions will give confidence to busses and investors, and better
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differentiate Singapore from other economies. Margortantly, it will enable
Singapore to emerge stronger, more robust and mesiéient while helping to
minimise job losses, and strengthen our competigss and capability for a better
future for all.

31. The NWC looks forward to the Government's accepgaaf its recommendations.
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http://www.mom.gov.sg/publish/momportal/en/pressnnépress_releases/2008/200
80305-LWW.html
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http://www.mom.gov.sg/publish/momportal/en/pressmépress_releases/2008/200
81121-government.html

NTUC web site:
http://www ntuc.org.sg/

Workforce Development Agency (WDA) web page:
http://app2.wda.gov.sg/datagCont/651/SPUR%20Factsheet.pdf

Interviews conducted

Dr. Hoon Hian Teck, interview by T. Fashoyin, 22.J2010.
Dr. Soon Beng Chew; Dr. Rosalind Chew, interviewlbyashoyin, 20 Jan. 2010.
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