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Introduction to MOM
By Head Chair: Faith Leong

As you embark on what will be inevitably be an
arduous four-day journey, we commend you. For your
commitment to advocating for what is fair and equal
in society, for your resilience and tenacity in choosing
to pursue thus. Before we begin, I would like to thank
you for joining us in debating on the issues of
Workplace Discrimination. The dais will do our
utmost to ensure fruitful and memorable debate, yet
this will definitely not be possible without your active
and meaningful contribution, in the forms of
(including but not limited to) speeches, working
papers, and draft memorandums. To that end it is
above all necessary - as in most other conferences -
that you fulfill the prerequisite of research.This study
guide has been prepared expressly for you, and we
hope that you will peruse its contents closely and
conscientiously, taking into consideration the issues
brought up and the nuances relevant to key
stakeholders. 

Do take note of existing policies and their possible
limitations as you evaluate how to begin approaching
the topic in your own time. Of course, what is
mentioned is by no means exhaustive, and should
you feel that the breadth of debate is insufficient, do
feel free to notify or approach any member of the
dais to express your concerns.What you may expect
from these 4 days are some insights into how
protocol works- we understand that most or all of you
are beginners, and having said that, there’s no shame
at all in making mistakes and learning how protocol
works together- and new ideas about racial and
religious harmony. Over the course of the conference,
we’ll have some opportunities to get together and
share about experiences ranging from the corporate
to the personal, so I hope that you’ll make an effort
to get to know and hopefully trust those around you!
If you have any queries, do feel free to approach any
of the dais during the conference or email us!



 

The Ministry of Manpower (formerly known as the Ministry of Labour until 1998) is a ministry of the
Government of Singapore responsible for the formulation and implementation of labour policies related to
the workforce in Singapore. MOM aims development a “productive workforce and progressive workplaces,
for Singaporeans to have better jobs and a secure retirement”, where Singaporeans can aspire towards
real income growth, fulfilling careers and financial security, while maintaining a manpower-lean and
competitive economy.To achieve its vision and mission, MOM aims to enable companies to provide
sustainable jobs and Singaporeans to take up such jobs, to build a strong Singaporean core, maintain a
skilled foreign workforce to complement our local workforce, and enable job opportunities for all, sustain
wage growth and improve workplace conditions for the vulnerable.
 
To achieve all the above mentioned goals, MOM aims to work closely with tripartite partners, engage and
co-create with stakeholders. The tripartite partners are SNEF, NTUC and MOM themselves. MOM has
been able to achieve certain levels of inclusivity and integration in hiring and workplaces, one initiative
being the Community Engagement Programme of 2006 to educate and equip companies to promote
harmony and cohesiveness, as well as policies including but not limited to against wrongful dismissal and
abuse of employees.

INTRODUCTION TO THE
COMMITTEE

 

1: “MOM’s vision, mission and values,” About us, Ministry of Manpower, accessed October 5, 2019,   https://www.mom.gov.sg/about-us/vision-mission-and-
values.
2: “MOM-CEP Handbook on Inclusive Practices for Sustainable Businesses”, Community Engagement Programme, MInistry of Manpower, accessed October 5,
2019, https://www.sbf.org.sg/images/pdf/PBC/MOM-CEP%20Handbook%20on%20Inclusive%20Practices%20for%20Sustainable%20Businesses.pdf.
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MEMORANDUMS

In the Ministry of Manpower, the memorandums will replace resolutions as
official documents produced by the council. The council may pass as many
memorandums as it sees fit, and all clauses passed will be compiled into the
final memorandum for the council.

CONTENT

The main body memorandum should contain all proposed action by its
submitters. All actions should be written in the form of operative clauses,
similar to that found in a resolution. For example: The document should not
contain any preambulatory clauses, or other miscellaneous text.

REQUIREMENTS FOR INTRODUCTION

For a memorandum document to be considered, the draft memorandum
should mention at least one submitter, and several signatories such that the
total number equals 20% of quorum. There is no limit on the number of
submitters, although delegates are reminded that as a submitter, they must
vote in favour of the memorandum during direct voting procedure.  The
document must first be submitted to the chairs via email or on a thumbdrive
(delegates are encouraged to bring their own as the chairs will not have such
provisions) for vetting. Once the content has been approved, the chairs will
notify the submitter, and a motion to introduce the draft memo may be raised.

Amendments to Rules Of Procedure
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DRAFT MEMORANDUM DEBATE

Once the Draft Memorandum has successfully been introduced, the Committee
will move into a Question and Answer session where Points of Information may
be raised to the Submitters. The duration of the session will be proportional to
the number of clauses raised in the Draft Memorandum. 
 
Following which, the Committee will enter Closed Debate on the Draft
Memorandum with 2 speakers for and 2 against in alternating order, beginning
with the speaker for. Committee will then go on into Open Debate on the Draft
Memorandum. 
 
To Debate on the Draft Memorandum can only be concluded after:
1) Moving into Direct Voting Procedure on the Draft Memorandum
2) Passing a Motion to Table the Draft Memorandum
3) Half the Draft Memorandum has been amended, resulting in its automatic
tabling.

 



 

 

AMENDMENTS

The MOM Dais will only be accepting Unfriendly Amendments and
will follow the appropriate Conference Rules of Procedure.
Amendments will only be entertained if they are amending the Draft
Memorandum currently debated. Amendments must first be
submitted to the Chair before being introduced, and the Motion to
Introduce the Amendment can only take place during an Open
Debate on the Draft Memorandum.

REVIEWING THE MEMORANDUM

As all clauses passed in the Draft Memorandum stage will be
combined into the final document, the Dais have made provisions to
account for any inconsistencies and potentially contradictory
information. The chairs have allotted time at the end of the last
council session to conduct a review of the Draft Memorandum
where delegates will enter into open debate on the Draft
Memorandum as a whole.  
 
Alternatively, should delegates spot inconsistencies midway that
might hinder debate, they may raise a Motion to Review the
Memorandum that will be entertained at the Chair’s discretion.
When raising a Motion to Review the Memorandum, Delegates must
specify which clauses they wish to review.

REQUIREMENTS FOR INTRODUCTION

For a memorandum document to be considered, the draft
memorandum should mention at least one submitter, and several
signatories such that the total number equals 20% of quorum. There
is no limit on the number of submitters, although delegates are
reminded that as a submitter, they must vote in favour of the
memorandum during direct voting procedure.  The document must
first be submitted to the chairs via email or on a thumbdrive
(delegates are encouraged to bring their own as the chairs will not
have such provisions) for vetting. Once the content has been
approved, the chairs will notify the submitter, and a motion to
introduce the draft memo may be raised.

Amendments to Rules Of Procedure
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Discrimination is the deliberate selection for unfavourable treatment of an individual or individuals on the
basis of: gender, race, colour or ethnic or national origin, religion, disability, sexual orientation, social
class, age (subject to the usual conventions on retirement), marital status or family responsibilities, or as
a result of any conditions or requirements that do not accord with the principles of fairness and natural
justice. This includes both direct and indirect discrimination, which are essentially differentiated by the
existence of a stated policy by the employer. Singapore’s Constitution prohibits discrimination against
Singaporean citizens on the grounds of race - however, the mandate of this legislation extends only to
employment by a public authority and appointments to a public office. Nevertheless, legal and punitive
measures have been collectively implemented by the government to protect employees against “wrongful
dismissal” and discriminatory hiring practices.
 
Workplace discrimination is regulated by the MOM as well as the Tripartite Alliance for Fair &
Progressive Employment Practices (TAFEP). TAFEP is a relatively young agency that was established in
March 2006 and works alongside its sister agencies; the Tripartite Alliance for Dispute Management
(TADM) and the Tripartite Alliance for Workplace Safety and Health (WSH Council).  TAFEP’s aim is to
help employers build an optimal workplace environment by encouraging the adoption of the Tripartite
Guidelines on Good Employment Practices.

The Question of
Workplace Discrimination
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INTRODUCTION TO WORKPLACE DISCRIMINATION

The tripartite guidelines are a combination of and improvement upon the “Code of Responsible Employment Practices” and
“Tripartite guidelines on non-discriminatory job advertisements”. It is built upon the Principles of Fair Employment Practices
which promote meritocracy and the selection of employees based on skills rather than an employee’s background in terms
of age, race, gender, religion, family status or disability, the fair and respectful treatment of employees, the equal
distribution of opportunities for skills-training and development, rewarding employees proportionally to their performance
and contribution. In order to encourage transparency and accountability, TAFEP is overseen by members of the tripartite
alliance as well as Singapore Airport Terminal Services (SATS) Workers Union. Almost everyone has faced problems of being
outcast from the people around them in some form or other. Unfortunately, the policies implemented are limited in
effectively protecting the rights of workers, as no policies effectively enforcing anti-discrimination have been put in place. 
 
Furthermore, when specifically considering the Singaporean context, it should be acknowledged that we are highly
vulnerable to workplace discrimination due to our increasingly heterogeneous workplace environment. A more diverse
workplace gives rise to greater possibility of discrimination, which we have to actively work towards preventing. As such,
any allegation of workplace abuse is not to be taken lightly and as such it is important that there are clear parameters to
determine legitimacy of such complaints.  In examining how Singapore’s society may become a less discriminatory one, it
may be useful to look at a case study of China, named “Least Racist Country” in 2019 by the World Population Review. A
study of Chinese societal norms reveals a strong cultural emphasis on the principle of meritocracy in the workplace. With the
concept of ‘Confucian Dynamism’ strongly ingrained in the population, Chinese workers are less likely to object to
employees based on their different sexual, racial, or religious identity when their basis for respect is said employee’s
competency. Drawing from this example, this should serve as an ideal for our society’s view of hiring practices and
discrimination in the workplace; one based solely on the capability of the individual. Singapore has similarly put in place
meritocracy as a key pillar and principle of governance, yet the heterogeneous nature of workplaces and underlying biases
cultivated in society ultimately undermine the effectiveness of mitigating workplace discrimination. We often discriminate
based on our prejudices against people; both consciously and subconsciously. 
 
Delegates should consider how then would we be able to prevent and identify acts of discrimination, where society should
draw the line between what may seem to be purposely disadvantaging certain groups of people and pragmatic decisions in a
workplace, and whether policies alone are able to resolve such social issues and to what extent the government should
intervene.Affirmative action, a recent phenomenon realised in the past few decades, is said to be the practice or policy of
favouring individuals belonging to groups known to have been discriminated against previously. In recent years, a shift
towards a more ‘politically correct’ approach has occurred whereby employers, having noted “official efforts” against cases of
discrimination or workplaces that predominantly hire a singular race, reverse this issue by choosing to hire a greater
proportion of minority races than they typically would. At a recent forum organised by IPS and Onepeople.sg, the idea that
state policies could overcompensate in reaching the goal of a “race blind” society by becoming too “race conscious” was
explored. While ethnicity-related policies such as the Group Representation Constituency (GRC), which mandates that at
least one MP must be from a minority race, have helped promote and strengthen ethnic identities, too much of it could
“stifle the nation-building process”. That manifests increasingly clearly in hiring practices. Playing a “numbers game”, and
counting what “each group gets” in terms of benefits could be dangerous and set Singapore down a slippery path that serves
to undermine the key pillar of meritocracy that society seeks to operate on.

 

 

 

 

INTRODUCTION TO TOPIC

3: “Discrimination”, Social and Human Sciences, United Nationals Educational, Scientific and Cultural Organisation, accessed October 5, 2019, http://www.unesco.org/new/en/social-and-human-
sciences/themes/international-migration/glossary/discrimination/.
4: https://www.tafep.sg/tafep-10-anniv/index.html
5: “Tripartite Guidelines on Fair Employment Practices”, Tripartite Alliance for Fair & Progressive Employment Practices, Reprinted in February 2017,  https://www.tal.sg/files/tripartite-guidelines.pdf.
6: Case study of ineffective workplace regulations http://www.dpa.org.sg/wp-content/uploads/2018/07/Discrimination-Faced-by-People-with-Disabilities-at-the-Workplace-Study.pdf
7: Angel Sharma, “Managing diversity and equality in the workplace,” Cogent Business & Management, 3:1 (22 July 2016), http://dx.doi.org/10.1080/23311975.2016.1212682.
8: Zhang, Suchuan, Weiqi Liu, and Xiaolang Liu. "Investigating the Relationship Between Protestant Work Ethic and Confucian Dynamism: An Empirical Test in Mainland China." Journal of Business Ethics 106,
no. 2 (2012): 243-52. http://www.jstor.org.proxy.lib.sg/stable/41426669.
9: Global-is-Asian Staff, “Meritocracy in Singapore: Solution or problem?”, Lee Kuan Yew School of Public Policy, November 13, 2018,  https://lkyspp.nus.edu.sg/gia/article/meritocracy-in-singapore-solution-or-
problem.
10: “Affirmative Action,” Legal Information Institute, Cornell Law School, accessed October 5, 2019, https://www.law.cornell.edu/wex/affirmative_action.
11: Mathew Mathews, “Singapore’s Lessons on Affirmative Action: balancing Meritocracy and Diversity,” Lee Kuan Yew School of Public Policy, September 5, 2017, https://lkyspp.nus.edu.sg/docs/default-
source/ips/fa_singapores-lessons-on-affirmative-action_050917-pdf.pdf?sfvrsn=fc769f0b_0
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SCOPE OF DEBATE

Introduction to TAFEP
As an agency that has been established for 13 years, TAFEP has made itself easily accessible for the public to lodge workplace
grievances. Should an existing or potential employee wish to lodge a complaint on workplace discrimination, they are to first report to
TAFEP. From there, advice is provided on how to deal with workplace grievances. TAFEP may also speak to the employer or
organisation, taking a non-confrontational approach to dealing with workplace grievances and has shown significant results. It is
reported by TAFEP that as of 2013, they have advised “over 800 employers, the vast majority of which have heeded TAFEP’s advice
and improved their employment practices” and as of today, 2358 organisations have adopted the tripartite standards.

 
 
 

However, these triumphs are debatable seeing how difficult it is to confirm that the 800 employers in fact sustain their employment
practices and report their practices truthfully. There is little barrier to entry in applying to be a tripartite standard adopter - no
documentation is required upon initial application. While this could lead to more companies applying for and thus adhering to the
standards, the amount of resources and manpower required to eventually audit all applicant organisations will naturally be
greater.While there appear to be few cases of workplace grievances, indicating that the guidelines put in place are successful in
fulfilling TAFEP’s goals, there are multiple concerns with regards to TAFEP as well as the Tripartite guidelines. Firstly, TAFEP has no
direct legal jurisdiction. Workers who are dissatisfied with their work environment are able to report to TAFEP. However, TAFEP is
only capable of doing further investigations and advising or guiding the employer in improving their employment practices. As of
March 2018, 500 companies have been placed under close scrutiny by MOM. 
 
While MOM has legal powers to curtail work pass privileges, TAFEP does not. Cases are brought to MOM only if employers prove to
be employing discriminatory practices and are uncooperative in rectifying them. This means the distressed worker has to navigate
through various layers of bureaucracy, which could take an extended period of time, before attaining a jurisdiction or compensation.
As a result, TAFEP has received criticism for being ineffective, which has been caused by their lack of authority and legal
jurisdiction.  As TAFEP does not have direct legal power, it is unable to guarantee the safety of an employee who has lodged a
complaint. When a worker lodges a complaint against their employer to TAFEP, they have to disclose their identity to TAFEP. While
their identity remains confidential, TAFEP’s investigation process, in which firms or employers are approached and interviewed, may
lead to the disclosure of the worker’s identity. There are no guidelines in place to ensure that these ‘whistleblowers’ are protected
from discrimination by their employers after declaring a workplace grievance. As a result, it may discourage employees from lodging
complaints in the first place for fear of being found out and fired. 
 
In addition, it is difficult to ascertain the demographic of employees who are facing such concerns as they would be unlikely to
respond truthfully to a survey that could possibly be traced back to them. As such, this problem has a variety of cascading impacts
and must be a key consideration to promote a safer working environment when reviewing the tripartite guidelines.  The first
principle of fair employment practices is “Recruit and select employees on the basis of merit (such as skills, experience or ability to
perform the job), and regardless of age, race, gender, religion, family status or disability.” By stating so, TAFEP has recognised that
there are key categories of workers who are often vulnerable to worplace discrimination. However, there have been no further
details to further protect these specific groups. Some argue that as such it may leave them open to marginalisation. Nevertheless
there are policies tailored to act against any forms of discrimination against them.

 

 

 

TAFEP an its Role in Workplace Discrimination

12: “How MOM Deals With Employment Discrimination,” Ministry of Manpower, accessed October 5, 2019, https://www.mom.gov.sg/-/media/mom/documents/parliament/how-mom-deals-with-employment-
discrimination-final.pdf.
13: “Being Progressive: View Adopters of the Tripartite Standards,” Getting Started, Tripartite Alliance for Fair & Progressive Employment Practices, accessed July 29, 2019, https://www.tal.sg/tafep/getting-
started/progressive/tripartite-standards-adopters.
14: Roslyn Ten, Christine Loh, “Firms adopting unfair employment practices will be placed on watchlist,” The Straits Times, March 29, 2018, https://www.straitstimes.com/forum/letters-in-print/firms-adopting-
unfair-employment-practices-will-be-placed-on-watchlist.
15: Edmund Khoo Kim Hock, “Tafep seen as toothless if not given legal powers to act,” The Straits Times, April 6, 2018, https://www.straitstimes.com/forum/letters-in-print/tafep-seen-as-toothless-if-not-given-
legal-powers-to-act.
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ISSUE OF RACE

A survey by the Institute of Policy Studies and OnePeople.sg conducted in 2018 and its accompanying paper, titled “IPS-
OnePeople.sg Indicators of Racial Religious Harmony: Comparing Results from 2018 and 2013” found that a significant proportion
of minorities felt that they had been discriminated against while applying for a job or seeking a promotion. Even more concerning
was that a greater proportion of respondents felt that they had been discriminated against in 2018 than in 2013, indicating that the
situation has been worsening in the professional world. Unfortunately, it is difficult to identify and prove racial discrimination in the
workplace. Racial discrimination complaints accounted for only 5 percent of all complaints lodged against employers received by
TAFEP and the Ministry of Manpower between 2014 and 2018. These complaints often include employers citing race as a
requirement in job advertisements or making inappropriate remarks while interviewing prospective employees. As TAFEP
representatives explained, the underlying problem that leads to such incidents of discrimination is a lack of awareness, and in most
cases, the employers were not aware that their actions were offensive towards others. One of the reasons for this lack of awareness
is “the majority effect”, where members of the Chinese majority have fewer chances of experiencing discrimination due to their
majority status within the country. To members of the Chinese majority, being asked if they speak Chinese in a job interview would
be seen as little more than an assessment of a basic skill, but when this same expectation is placed on someone from a minority
race, it is unfair to them since Chinese is not their mother tongue language. 
 
These requirements of education, language and race of the job applicant result in racial discrimination in hiring. This is the reason
for large proportions of minorities, including 73% of Malays and 68% of Indians, feeling that they have experienced discrimination
when applying for a job, in comparison to 38% of Chinese. Fortunately, there are organisations and various councils focused on
racial integration in Singapore and in workplaces. The Inter-Racial and Religious Confidence Circles - better known as IRCCs - are
local-level inter-faith platforms in every constituency, formed to promote racial and religious harmony, and work towards
strengthening social cohesion within the country. While IRCCs were formed for racial cohesion in Singapore as a whole, numerous
companies and businesses have stepped up to support their efforts, committing to strive for racial equality in their workplaces.
OneWorkplace.sg is another organisation that augments on-going efforts by TAFEP to build racial cohesion within workplaces. The
OneWorkplace.sg Starter Kit was published as a set of guidelines for employers to help employees from different backgrounds work
and interact effectively in their workplace. These are some of the soft measures that have been enacted by the government to
encourage racial integration in workplaces and minimise cases of racial bias in the workplace.While much has been done to build
racial cohesion and provide employees an avenue to feedback to authorities or other relevant organisations such as TAFEP about
employer’s racially biased actions, there are still no laws in place to regulate racial discrimination within a workplace, as current
laws only deal with discrimination based on age, pregnancy or family responsibilities.  
 
The Ministry of Manpower’s stance on enacting specific anti-discrimination laws is that “such laws do not on their own lead to
superior employment outcomes”. As a result, employees have to report the incident to and depend on TAFEP for advice and
assistance when they face racial discrimination in the workplace. It then becomes up to TAFEP and MOM to decide if the employer
has actually displayed racial discrimination and implement the necessary responsive measures. These measures range from
mediation between the employee and employer to MOM revoking the employer’s work permit, though this is rarely invoked. This
means that rather than having a self regulating system where deterrents against discriminatory behaviour exist and minimise cases
of racial bias in the workplace, the system is for response after the incident has already taken place. It is worth considering if the
implementation of laws or harsher regulation to deal with racial discrimination in the workplace would be effective in minimising
incidents of racial bias from manifesting.
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16: Jalelah Abu Baker, “Survey finds rise in perception of work-related discrimination among Malays, Indians in Singapore”, Channel News Asia, July 30, 2018, https://www.channelnewsasia.com/news/singapore/survey-finds-rise-
in-perception-of-work-related-discrimination-11765392
17: Grace Ho, “Sight increase in racial minorities perceiving workplace discrimination: IPS-OnePeople.sg survey,” The Straits Times, July 30, 2018, https://www.straitstimes.com/singapore/slight-increase-in-racial-minorities-
perceiving-workplace-discrimination-ips-survey
18; “Community support for the Commitment”, Inter-Racial and Religious Confidence Circle, accessed on September 9, 2019, https://www.ircc.sg/COMMITMENT/Community%20support%20for%20the%20Commitment.
19: “Fostering workplace integration with OneWorkplace.sg,” Ministry of Manpower, accessed September 9, 2019, https://www.mom.gov.sg/employment-practices/good-work-practices/fostering-workplace-integration.
20: “Legal and punitive measures in place to tackle workplace discrimination,” Employment Practices, Ministry of Manpower, April 3, 2018, https://www.mom.gov.sg/newsroom/press-replies/2018/0428-legal-and-punitive-
measures-in-place-to-tackle-workplace-discrimination
22: “How MOM Deals with Employment Discrimination,” Ministry of Manpower, accessed September 9, 2019 from https://www.mom.gov.sg/-/media/mom/documents/parliament/how-mom-deals-with-employment-
discrimination-final.pdf
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ISSUE OF AGE

Similar to other fast developing countries, Singapore has been hit with the ‘silver tsunami’ due to its decreasing total fertility rate
(TFR) and increasing expected life-span. To accommodate for the decrease in youth workforce, the government has implemented
several measures. It tries to compensate for the lack of workforce with an increase in foreign manpower. However in doing so, it has
been shown to elicit negative sentiments amongst Singaporeans as they fear a reduction in employment of locals. In addition, it
may not help to solve the long-term issue of having to be more dependent upon the elderly workforce. In the NDP Rally 2019 PM
Lee voiced his concerns about ageism in the workforce. He believes that the first step would be to revise the ages of retirement and
re-employment. They are set to increase to 65 and 70 respectively by 2030. By doing so, it may help to reduce the number of elderly
that retire. They are after all an extremely valuable resource as they have a wealth of experience that accompany their years.
However in a constantly evolving industry they have to be equipped with new skills, especially in the field of technology. As such,
the government has been proactively encouraging them to upskill themselves various workshops. Despite these efforts however,
there is still a prevailing ageism mindset amongst the workforce.  
 
It is the negative mentality that Singaporeans have begun to develop towards the elderly, deeming them to be less competent than
a younger working adults. As a result of ageism the Singapore workforce will begin to stifle and as such should be dealt with
urgently.13 percent of workplace complaints reported to TAFEP and MOM are age-related and there may be many more that still go
unreported. The cases that are under-reported could be due to a number of factors - including that the elderly may not be well-
educated enough to know how and where to report such cases. Even more importantly, there are insufficient age discrimination
laws in place to protect the elderly workforce.  As Singapore recognises the severity of the issue there have been calls for the
establishment of a “Ministry of Ageing”. The proposed ministry would be a close collaboration between the Ministry of Education
and Ministry of Manpower, and it would aim to address workplace issues by dealing with acts of discrimination while constantly
upskilling them. However, while the idea has been echoed by some academics, these calls have come with little detail and there has
been no indication of adoption by the government.

ISSUE OF EX-OFFENDERS

A 2005 survey by the Singapore Corporation of Rehabilitative Enterprises found that while 34 percent of companies were willing to
hire former convicts, only 4 per cent actually did. A hiring practice that is biased against ex-offenders results in the recidivism cycle,
in which former convicts, being unable to secure a job, are unable to afford basic necessities and cannot move up the social ladder.
At a loss, many turn to crime to sustain themselves and their families. The recidivism rate in Singapore is a significant 25 percent,
which illustrates that this is a common phenomenon realised by ex-offenders. While some have recommended tighter immigration
flows to narrow the labour market and thus increase demand for the hiring of ex-offenders, this is not a long-term solution. Instead,
what is really lacking currently is a structured post-release system that helps ex-offenders reintegrate into society and potential
workplaces, as well as viable employers to partner with projects such as the Yellow Ribbon project to provide more opportunities
and allow for a sense of progression for ex-offenders.Another problem arises in the integration of ex-offenders into the workplace
environment. Even if ex-offenders are employed, they may not be treated equally. 
 
Attempts at integration are marred by the social constructs of what ex-offenders are perceived to be, with common warnings such
as “do not trust people with tattoos” or “a leopard never changes its spots” directly hampering trust-building between ex-offenders
and their new environment. This can be said to be a result of common myths and stereotypical outlooks of ex-offenders’ character,
partially fuelled by common precautionary campaigns against crime that cause the public to see crime and its committers in a
negative light. With Singaporean conservative society’s high emphasis on morality-based conduct, this perception is emphasised by
the idea that crime is very much a moral fault. In Peter R. Moody Jr’s journal article on Asian Values, it can be seen that strong
emphasis is placed on the value systems inculcated by both Confucianism and Islamic law, which “defined what is meant to be
human and to be civilised”. 

 

 

DISCRIMINATION

23: “Action taken in cases of workplace discrmination,” Employment Practices, Ministry of Manpower, published March 2, 2018, https://www.mom.gov.sg/newsroom/press-replies/2018/0312-action-taken-in-cases-of-workplace-
discrimination#primary-navigation
24: “Theories of Criminal Law,” Stanford Encyclopedia of Philosophy, first pushed August 6, 2018, https://plato.stanford.edu/entries/criminal-law/.
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ISSUE OF EX-OFFENDERS CONT.

This implies that an act seen to go against these largely moralistic conventions results in the perception of the offender as inhuman
and uncivilised. Further stating that “society, especially the family, is the state of nature, and we manifest our own nature through
our relations with others”,this explains the fear of ex-offenders due to perceptions of potential wrongful behaviour they may be
likely to inflict on said “relations” in society.  Assuming the function of criminal law is to respond to public wrongs in enforcing due
punishment for offence, it is also debatable that the punishment meted out is inclusive of the ramifications of stigma surrounding
crime, and thus workplace discrimination towards ex-offenders is said to be justified.    Yet, there are notable examples of ex-
offenders who have showed evident reform and have since attained employment. Some even volunteer at prisons and counsel
convicts regularly, helping them in the transition from prison to lives of ordinary simplicity. This creates a visible precedent that
inmates can look towards, and provides a sense of hope that discourages recidivism. Having a firsthand perspective to look up to
and having greater public empathy are primary steps that must be realised before one can say that ex-offenders are accepted into
society, much less the workforce.

ISSUE OF EXPATS

The value of a typical expatriate package for Middle Managers in Singapore is now SGD 316 600 (USD 235 500). Singapore still
offers some of the highest expatriate salary and benefits packages in the region, with some of the lowest tax rate, and its well
known liberal immigrant policy has encouraged many, over the years, to settle down and work here. The expatriates that Singapore
receives are often those who are high-skilled and occupy niche areas such as employment in the finance sector. As a result,
Singaporeans have often complained that the influx of expatriates have resulted in reduced employment of local candidates. An
example would be the protests that took place in 2013 to oppose the government’s decision to increase the number of foreign
workers in Singapore. Slogans such as ‘Singapore for Singaporeans’ featured in the protests show the concern Singaporeans have
towards of the presence of foreigners in Singapore and how they may affect various aspects of society such as the sense of
belonging and ‘Singaporean identity’ locals have. Moreover, companies and even Singaporeans looking to sell their homes
sometimes even indicate that they are only willing to deal with ‘Singaporeans’. This is aggravated by a sense of exclusivity that
expatriates are often associated with expatriates. 
 
The American Club at Claymore Hill mandates in its constitution that only North American citizens or locals having worked at North
American firms before 1972 can become Ordinary Members of the club; meaning that the majority of voting members of the club
are expatriates or those who have assimilated into similar circles. Previous acts causing offence such as Anton Casey’s insults to
commuters on public transport have emphasised the distinctness of expatriate communities as opposed to the local communities,
especially given the harsh response by local Singaporeans. Although the aforementioned are not mutually exclusive in the sense
that they can coexist and intermingle, they may have conflicting perceptions of each other that surface in the form of mutual biases
and critique.As seen in the above examples, Xenophobia is an issue that does exist in our society and the extent of its ramifications
should be discussed by delegates in order to confront what change needs to be brought about. In recent years, the government has
implemented foreign worker quotas that vary based on sectors in an attempt to prioritise the interests of the people. Most recently
released in the Budget 2019, the foreign worker quota in the services sector will be reduced from the current 40% to 35% by 2021.
It appears simple for employers to ensure that they meet the quota. However, we know little of what goes on behind the scenes
where there could be an unequal balance of workload and thus unequal pay. Singaporeans are at risk of being paid to do menial
jobs and receiving less pay although they have the same title as their expat colleagues. It would be difficult for these acts of
discrimination to be highlighted as well since one does not generally query about the salaries of their colleagues. 

 

 

DISCRIMINATION

25: Peter R. Moody, "Asian Values," Journal of International Affairs 50, no. 1 (1996): 166-92, http://www.jstor.org.proxy.lib.sg/stable/24357409.
26: Aw Cheng Wei, “He wants to end bias against convicts,” The Straits Times, January 1, 2018, https://www.straitstimes.com/singapore/he-wants-to-end-bias-against-convicts.
27: Errol Oh, Terrence Goh, Kai Yung (Brian) Tam and Mary Anne Heng, “The Captains of Lives: Kaki Bukit Centre Prison School in Singapore,” The Journal of Correctional Education 56(4) (December 2005): 308-
325, https://www.jstor.org/stable/23282624.
28: MYExpatriate Market Pay Survey, “Singapore offers some of the most generous expatriate salary and benefits packages in Asia Pacific,” ECA International, May 17, 2017, https://www.eca-
international.com/news/may-2017/expatriate-salary-and-benefits-packages-singapore
29: “Constitution of the American Club,” THe American Club Singapore, accessed October 5, 2019, https://www.amclub.org.sg/files/PDF/Membership/CONSTITUTION_2014.pdf.
30: Simon Mortlock, “How Anton Casey is making life tough for arrogant expat bankers in Singapore,” efinancialcareers, January 23,  2014,  https://news.efinancialcareers.com/161561/how-anton-casey-is-
making-life-tough-for-arrogant-expat-bankers-in-singapore/.
31: “Calculate foreign worker quota,” Foreign worker levy, Ministry of Manpower, accessed October 5, 2019, https://www.mom.gov.sg/passes-and-permits/work-permit-for-foreign-worker/foreign-worker-
levy/calculate-foreign-worker-quota.
32: Matthew Mohan, “Budget 2019: Foreign worker quota in services sector to be cut to 35% by 2021,” Channel News Asia, February 18, 2019, https://www.channelnewsasia.com/news/singapore/budget-2019-
foreign-worker-quota-in-services-sector-to-be-cut-to-11252904.

25

26

28

31

7

8

9

32

27

29

30



 

 
 
ISSUE OF EXPATS CONT.

Moreover, with stricter laws regarding work permits, more companies are less willing to hire expatriates as they would rather avoid
the trouble of going through the administration process, thus constituting a form of workplace discrimination against expatriates. In
addition, firms hiring expatriates with specialisations in more menial fields may struggle with higher costs as a result of said laws,
given that Singaporeans may be reluctant to take on such jobs, and this ultimately disadvantages local firms.The National
Integration Council (NIC) has developed a “Workplace Diversity Management toolkit which includes a self-assessment tool to
evaluate companies’ state of diversity management and contains examples of initiatives that they could introduce to foster
workplace harmony as well as a guide for managers to be more effective in understanding and managing diverse teams” . However,
organic change within society has to occur on top of such measures put in place by the government. Locals need to have more open
mindsets towards the presence of diverse groups of foreigners in our communities. There is also the need for acceptance of
Singapore’s liberal immigration policy which has been put in place with the intention - in the case of expats - of bringing new
perspectives and talents into our economy especially when (but not exclusively because of) our fertility rates seem to be low, (e.g.
Total fertility rate in 2013 was at 1.19 according to the Department of Statistics Singapore, 2015). For instance, delegates may
discuss what schools can do, in terms of their teaching of the MOE character and citizenship education syllabus to students starting
from primary school, where students are at an impressionable age.

ISSUE OF MENTALLY DISABLED

According to a study by the Disabled People’s Association (DPA) and the Institute of Policy Studies (IPS), titled “Discrimination Faced
by People with Disabilities at the Workplace,” people with disabilities make up just 0.55% of the resident labour force in Singapore.
However, 3.4% of residents aged 18-49 here have a disability. Given the fact that 97% of the resident population is employed, the
disparity clearly outlines the significantly higher proportion of individuals living with disabilities who are currently unemployed, in
comparison to the national unemployment rate.One of the reasons for this disparity is the inherent bias against employing
individuals with disabilities on the part of employers. Based on survey findings released by The National Council of Social Service
(NCSS) on Sep 8 2018, it has been revealed that five in 10 respondents believe that “those with mental conditions should not be
given any responsibility”. This reflects society’s inherent prejudice against those with mental disabilities even before considering
what they would be able to contribute to both our economy and individual organisations.Not only do peoples with disabilities face
barriers to entry in the workforce, they also face discrimination when they enter the workforce. 
 
A study done by the Institute of Policy Studies provided insight into incidents where supervisors casually, wrongfully shifted the
blame onto disabled employees, as well as the creation of an atmosphere whereby the disabled employee is made to feel as if he
was constantly held in lower regard. The study also tells us of the different forms of discrimnation of disabled workers face when in
the workforce. Examples include but are not limited to stereotyping, breaching of confidentiality, shaming and manipulation. These
issues seem to point to the fundamental lack of respect which has led to such unequal treatment of disabled employees.A lack of
legal regulation further reduces the chances of individuals with disabilities gaining employment. In spite of Singapore’s agreement
with United Nations Convention on the Rights of Persons with Disabilities (CRPD), we still lack legislation protecting individuals
with disabilities in the workplace. This can be attributed to the government’s stance that “there is no conclusive evidence that anti-
discrimination laws necessarily improve employability of persons with disabilities.” This means that there are no legal ramifications
faced by entities that discriminate against people with mental disabilities in terms of employment, while those facing workplace
discrimination have no opportunity to seek justice against such discrimination.
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ISSUE OF MENTALLY DISABLED CONT.

At the same time, it is notable that measures to improve the accessibility of education, employment, care services and assistive
technologies for citizens with mental disabilities have been financed by the government, and will continue to be of key significance
under the government’s third Enabling Masterplan under the 2017 budget. Some of the solutions proposed within the Enabling
Masterplan include the development of a spectrum of open, supported and customised employment models to provide more
pathways to employment to ensure that employees with disabilities are still able to perform on a level that is on par or at least
close to that of their co-workers. This is done through the inclusion of ‘job coaches’ and ‘training officers’ to help them adapt to the
demands of jobs. Other key tenants include strengthening efforts to provide lifelong learning opportunities for persons with
disabilities and scaling up efforts to build employers’ capabilities in hiring and managing employees with disabilities.However, we
cannot only rely on the government to solve all of the problems for us, and in order to promote the employment of persons with
disabilities, there needs to be organic change in the way society views this group of people and their capacity to contribute to our
economy. Moreover, it is crucial that this change is enacted as quickly as possible in order to avoid a situation where persons with
disabilities give up on gaining employment due to their distasteful experiences with regards to finding work. 
 
This would cut them off from the rest of society, with their lack of access to employment serving to further segregate them and
isolate them from the rest of society, creating a vicious cycle of separation through a lack of opportunity forcing persons with
disabilities to be less involved with the society, therefore further reducing the availability of opportunities, with the cycle repeating
over and over.  In working towards the integration of persons with disabilities to our workforce, it is important to discuss what
different sections of society can do to help with the integration of the mentally disabled in Singapore, as well as the possible
regulations that can be put in place to ensure that persons with disabilities are treated fairly and with respect in the workplace.
Another issue to tackle is the difficulty in representation of the perspectives of individuals with disabilities as the spectrum of
concerns they face are vast and cannot be generalised down to a few key concerns.
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QUESTIONS A RESOLUTION MUST ANSWER
How can workplace discrimination be curtailed in private firms, given that the law in relation to such is largely broad and open to
varied interpretations? Inherent prejudices i.e. race, gender, disability remain. 
What ‘soft’ measures can MOM employ to curb the manifestation of such?
To what extent is the onus on employees to counter the effects of workplace discrimination and how can this be partnered by
suitable policies?
What active steps can be taken to encourage forging bonds between employees outside of the workplace?

1.

2.
3.

4.


