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Duration Program Outline

10 mins Introduction to SME Centre@SMCCI

50 mins Workshop: Increasing Productivity & Job Redesign 

for ES Industry

10 mins Introduction to Business Diagnosis 

25 mins NEA – Productivity Solutions Grant (PSG)

15 mins Question & Answer 

1 hour Lunch Break

2 hours Complimentary Business Diagnostic
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The Group-based Upgrading (GBU) 

initiative, announced in 2017, has 

resulted in a total of 22 projects 

arising from the SME Centres’ 

efforts to aggregate common 

capability needs of SMEs and help 

to facilitate group-based solutions 

for mass deployment. These 

projects, which include both digital 

and non-digital solutions, seek to 

help participating businesses to 

improve their sales and revenue, 

productivity, customer service 

levels and shopping experiences.

Group-Based Upgrading (GBU): 

Halal Export to China

Group-Based Upgrading (GBU)



6

Group-Based Upgrading (GBU): 

Specialist Clinic

GBU projects resulted from Business 

Advisors’ interactions with SMEs which 

surfaced similar business challenges and 

issues faced by businesses in the same 

locality or trade. The initiative adopts a 

group-based solutions approach in 

tackling these common business 

challenges. Individually, SME owners 

may face resource constraints in their 

capability and growth efforts. By pooling 

resources and ideas together, SME 

Centres can help these businesses 

discover collective solutions to tackle 

common problems and overcome the 

challenges together.

Group-Based Upgrading (GBU)
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Our GBU Team

Beny Ke

beny@smecentre-

smcci.sg

Nadhirah

nadhirah@smecentre-

smcci.sg

Mike
mike@smecentre-

smcci.sg



INCREASING PRODUCTIVITY FOR 
ENVIRONMENTAL SERVICE (ES) INDUSTRY 
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Mike Krishnan
Business Advisor
mike@smecentre-smcci.sg
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Improving productivity has always 

been a live issue for management. 

As the profitability of an 

organization mostly depends on 

improvement in productivity. 



Productivity is usually defined mechanically, as the ratio between input 
and the output. But, it is, in fact, an organizational challenge 
encompassing the human, cultural, technological and moral variable 
aspects. 11



Productivity is an attitude, it cannot be transplanted into the body of 
the organization. It could only be cultivated by a systematic process 
involving much initial spade work in the form of a sound organization 
structure, various activities within the organization as well as clear-cut 
organizational goals.

12



The philosophy and the basic principles underlying the spirit of the 
organization, play an important role in the quest for improved productivity. 

Any discrepancy between what you say and what you do will erode the 
management’s credibility.

13

High 
degree 

of 
morality

Integrity

Nurturing 
productivity



Bad planning
Inadequate 

safety 
arrangements

Worn out 
equipment

Irregular 
supply of raw 

material
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AVOID becoming a target of ridicule that may affect the morale of 

employees



Productivity is often 
confused merely with 
more work by the 
workforce. 

However, it relates 
more to better 
planning than the 
squeezing of the 
workforce to the last 
limit. 

15



Improving performance is more a result of intelligent planning and 
effective implementation than the extra sweating of the workers

16

It represents an 

improvement in the 

working qualities of 

employees by 

innovations in 

planning and 

organizing the 

available resources. 



Workforce Maintenance 
(retaining employees as 
opposed to turning over) 
relates to work conditions, 
intersex relationship 
vertical as well as 
horizontal and supervision. 
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Good working conditions, a good relationship between superiors 
and the subordinates and among employees, may not in itself give 
motivation, but their absence certainly has an adverse effect on the 
efforts towards the motivation of employees.

18



▪An uninterested or 
disgruntled 
employee can never 
give his best. 

▪He will remain 
submerged in his 
own worries and 
problems. Such an 
employee has a very 
demoralizing effect 
on the rest of the 
workforce. 

19



▪ If, the problems affecting his performance are job-related, then 
resort to job redesigning, replacement, job enrichment or even job 
rotation will be helpful. 

▪ In the case of emotional and psychological problems, the medium of 
counselling provides the best solution.

20



There is a general recognition that security and accomplishment have a 
direct effect on the employees resulting in their motivation towards 
improved performance.

21

The 
motivational 

needs

Accomplishment 

Companionship

Sense of 
belonging

Prospects

Self-
respect

Financial 
well-being



Workers, if convinced 
that their efforts would 
lead to desirable 
objectives will respond 
enthusiastically to 
genuine opportunities 
to create and give their 
best.

22

The management should instill a spirit of dynamic search for growth in its 

workforce and give them the opportunities for fully using their talents and 

skills



Matching the needs of the workforce to the achievement of 
organizational objectives is key.  The employees began to attach 
themselves to the successes of the organization.
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Existing HR policies and 
processes have to be 
carefully re-assessed to 
ensure that goals of 
productivity and 
efficiency of the 
organisation can be 
maximised. 

35



Apart from re-assessing policies and processes, job scopes 
should also be re-evaluated, and redesigned to accommodate 
the needs of both employers and employees. 36
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Recruiting the right candidate involves more than just developing job advertisements 
and conducting interviews. Careful planning, organisation and thought must be invested 
during the recruitment process to ensure that all potential candidates are evaluated 
objectively 38
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Ultimate 
job 

Structure

When –
work 

schedule

Methods of 
implementation

Who is 
selected

Why was he 
/ she 

selected

What task is 
given

Work areas / 
location

Vital points to consider before implementation
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No of years 

Types of 
experiences 

required

Skills and expertise

Specific job 
requiremnets –

travel, heavy lifting 
etc



Age Gender

Religion Marital status

Candidate
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This ‘output’ can be defined several ways, such as an increase 
employee engagement, an increase in efficiency and 
productivity, improved quality or higher organisation branding etc.

42

The main 

objective of 

conducting job 

re-design is to 

alter job elements 

so that 

organisations can 

achieve maximum 

output



By re-assessing the required job demands and altering the employee’s 
scope of work so as to enable an adjustment in responsibilities, 
organisations are in effect increasing their return on  investment in their 
human capital. 43



When technology is introduced to replace repetitive job functions, 
employees are better able to spend time on responsibilities that require 
greater focus and attention. In this way, organisations will witness an 
increase in employee productivity and performance level.

44



Through job re-design, employees are able to have greater ownership of 
the work completed.  With a reduction in the number of repetitive tasks 
and an increase in job responsibilities, employees are given the 
opportunity to grow and carry on more duties. 
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Furthermore, mature  workers will also remain motivated due to the age-friendly 

work environment created as a  result of job re-design. The implementation of 

technology for instance, makes the workplace  easier and safer for them to work 

in and this in turn, will lead to an increase in employee  satisfaction.



Employers conducting job 
re-design as a result of the 
organisation’s adoption of 
new technology or service 
delivery models can also 
be regarded within the 
industry as leaders with 
innovative practices. 

By creatively thinking of 
ways in which internal job 
functions may be adjusted 
to improve productivity 
and efficiencies, 
companies are in fact 
setting themselves apart 
and also as an example for 
other organisations. 46
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The first step to successfully 
carrying out the job re-design 
process involves HR and line 
managers gathering a deep 
understanding of the job 
requirements. 

Information pertaining to the 
daily functions mentioned in 
job descriptors should be 
compared to the daily 
functions carried out by 
employees, so as to identify 
gaps or inconsistencies.

48



Once information has been collected, thorough analysis has to be 
conducted so as to identify the gaps and inconsistencies. This will 
enable HR and line managers to identify areas of improvement and to 
determine the key areas that may be affecting performance levels of 
employees. Certain key drivers for job re-design include the following

49



Capacity - More aggressive revenue goals - Adjustments to headcount 
- Cutbacks

Challenges - Unmet goals  - Performance or productivity plateaus -
Operational inefficiencies - High attrition or low retention - Low 
employee engagement or satisfaction

Change – New or upgraded technology - Automation of previously 
manual tasks - New tasks and responsibilities - Change in business 
delivery models – New regulator requirements - Expansion into new 
markets

50



Once the causes of hindrance and room for improvement have been marked out, HR 
may work together to consider ways in which the job elements may be altered. 

Other possible solutions could also include adding more job functions or transferring 
certain responsibilities to other workers. The goal of the alteration process is to 
design a job that will increase employee’s productivity and motivation

51



Once the alteration of job 
elements have been agreed 
upon, job descriptors and 
specifications need to be 
updated accordingly. The 
changes also need to be 
communicated to the 
employee so that proper 
expectations may be set as a 
result of the job re-design. In 
addition, it is essential that 
employees adopt a positive 
attitude and mindset so as to 
enable a smooth transition 
into their new role.
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Functions that have been 
reallocated as a result of the 
job re-design process may 
be done through job 
rotations, horizontal or 
vertical job enlargements. 
Doing so keeps employers 
motivated to learn more and 
also increases their 
satisfaction level.
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In the event that new functions are transferred to employees, training 
programmes should be scheduled in order to equip workers with the 
necessary set of skills and expertise.
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Introducing this phase allows employers to work out any issues that may arise as 

a result of job re-design. Depending on the size and capacity of the organisation, 

it is recommended that only a small group of individuals or teams is selected as 

part of the ‘test’ group. The trial period should also last between 3 to 6 months.

Before implementing 

job re-design to all 

departments, it is 

essential that a test in 

the form of a pilot 

group takes place to 

ensure a smooth 

process when a full 

implementation is 

carried out



Employers can implement the job re-design arrangements once the pilot 
group has proven to be successful. Information regarding the new roles and 
responsibilities, along with the reasons behind such arrangements should 
be communicated to better manage expectations.
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Once employees have been introduced to their new job function, 
employers should monitor and gather feedback to assess the results of the 
job re-design process. Doing so also ensures that employers are able to 
track how workers are coping with their new responsibilities

57



BASIS JOB ENLARGEMENT JOB ENRICHMENT

Meaning Job enlargement refers to 

increasing the number of tasks 

to be performed by an 

employee to reduce work 

related boredom.

Job enrichment is that 

motivational tool which allows 

more decision making power 

and work related authority to 

the employees.

Tool or Technique Job Design Technique Management Tool

Objective/Purpose Reduce Boredom and 

Monotony

Make Job Challenging

Skills Requirement No Yes

Expansion Horizontal Vertical

Level of Responsibility Remains the Same Increases

Level of Authority Remains the Same Increases

Directions Supervisor's Direction Self-Directed

Dependency on Each Other Independent Dependent

Supervisory Control More Comparatively Less

Result Positive or Negative Usually Positive

58

Enlargement vs enrichment



▪ Job trimming refers to the act of removing tasks from a job that is 
often manual and repetitive in nature

▪ Removal of these tasks allow employees to provide more value-
added support in areas that require more attention.

59
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Optimising the value of mature workers may require changes in the scheduling 

and deployment of resources. As these mature workers may have spent a lifetime 

on the shop floor, their value can be maximised in a training or mentoring 

position. 

This type of role can be undertaken during regular work hours, thereby 

minimising any need for extended or irregular work hours.



▪ An important first step to the introduction of the re-design job to the 
employee is to appropriately communicate so as to ensure that the 
employees are agreeable and willing to adapt to the changes. 

▪ Any concerns or fears can be immediately addressed and appropriate 
infrastructure can be created to maximise the chances of success 61
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Adopting PERMA  model into the workspace – permanent satisfaction? 
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Registered training for the coming 6 or 12 months • Events scheduled – e.g. 

client events, marketing, professional development • Individual/Supervisor 

sessions • Mentoring or coaching scheduled or anticipated • Team and 

department regular meetings

Access to training and 

experiences are 

critical for employees 

to progress and 

develop. This activity 

helps to ensure that 

these opportunities are 

scheduled into the 

work plan. 



People on flexible work 
arrangements need to be 
aware that there may be a 
time impact on their career.  

Promotion depends in many 
cases on exposure to 
particular experiences and 
the ability to demonstrate 
particular competencies. 

The acquisition of these 
competencies and 
opportunity for exposure 
takes time. 
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A lock-step career path has rigid measures of success, particularly if 
these relate to time and visibility. Perceptions regarding careers need 
to be discussed with the Supervisor or broader group leadership to 
ensure there is recognition of flexibility in career success.
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▪ What are the expectations of management in regards to promotion and 
is full-time work an expectation? 

▪ Which experiences or opportunities facilitate promotion?  

▪ What is the training requirement at each level and is that built into the 
redesign? 

▪ What does your workload or book of business need  to look like and 
can it remain healthy under the  new design?

▪ How to challenge historical expectations which may preclude those 
working flexibly for a period (e.g. expectations of full time attendance 
in a role for promotion). Flexible work arrangements that may have 
failed previously should be re-evaluated based on the fact that the 
person requesting flexibility now is not the same person or is not in the 
same situation as in the prior circumstance.
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Employers need to recognise that job re-design is a complex process 
that must be carefully planned and implemented. Furthermore, 
employers also need to realise that there is no “correct” or “incorrect” 
approach to resolving organisation problems or to achieving 
organisational goals. Depending on the goals or issues identified, more 
than one approach may be used when re-designing job scopes. As such, 
early planning and preparation is pivotal to the job re-design process
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1 to 1 Business Advisory

Group Based Upgrading
Diagnostics & 

Assessment

Workshops & Seminars
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Thank you  
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