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HUMAN

CAPITAL

People are the key differentiators for Sembcorp Marine’s sustained 

competitiveness. Through a robust multi-pronged human resource (HR) 

strategy, the Group continually develops and empowers its people to 

create a progressive, resilient and dynamic workforce that is core to the 

company’s growth, transformation and success.

WORKFORCE PROFILE

Sembcorp Marine’s employees in Singapore totalled 11,142 as 
at end December 2015, with no major fluctuations or seasonal 
variation in workforce numbers during the year. The Group’s 
operational work activities are largely performed by employees 
and supervised contract workers who supplement the regular 
workforce.

The gender composition of the Sembcorp Marine workforce 
is about 92% males and 8% females, which is consistent with 
companies in the offshore and marine industry. Production 
workers represent around 53% of the total headcount 
while management and support function staff make up the 
remaining 47%.  Within these categories, males account 
for about 99% of the production employees and 83% of the 
management and support staff. Singaporeans and permanent 
residents constitute approximately 67% of the management 
and local workers in the workforce. 

Corporate level senior management at Sembcorp Marine 
consists of 17 men and five women. All 22 of them are 
Singaporeans, with five in the 40-49 years age group category 
and 17 in age group 50 and above. More details on the Group’s 
senior management can be found in the ‘Senior Management’ 
section of the annual report and the corporate website.

As at end-2015, there were 2,803 unionised employees in 
Singapore, representing about 50% of the management and 

FOR MORE DETAILS ON SEMBCORP MARINE’S 

APPROACH TO HUMAN RIGHTS, FAIR EMPLOYMENT 

AND DIVERSITY, PLEASE VISIT THE SUSTAINABILITY 

SECTION OF WWW.SEMBMARINE.COM.

local workers in the workforce. For its Singapore operations, 
the Group is guided by the ‘Industrial Relations Act’ which 
allows representation of employees by trade unions for 
resolution of grievances and disputes through various 
channels, including collective bargaining and arbitration. The 
unions engage in active dialogue with management to develop 
collective agreements that focus on staff benefits, training and 
development as well as workplace safety and health. 

For non-unionised employees, structured procedures are in 
place for them to seek recourse for their grievances under 
the Group’s Employee Grievance Handling Policy. Employees 
can bring up such matters to their immediate supervisor 
and then to their respective heads of department. If there is 
no effective resolution, they can escalate the issue to the HR 
Department, which will review the situation for an objective 
settlement. However, should the grievance remain unresolved, 
an enquiry panel comprising top management will investigate 
and propose a final resolution. Proper documentation is kept 
throughout this process. 

01.
Harnessing collaborative synergies 
for enhanced competitiveness

01.
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WORKFORCE DISTRIBUTION: EMPLOYMENT CONTRACT

Permanent 40%

( Male 82% Female 18% )

Contract 60%

( Male 98% Female 2% )

WORKFORCE DISTRIBUTION: GENDER 

Male 92%

Female 8%

WORKFORCE DISTRIBUTION:  WORK FUNCTION 

Management Staff 37%

( Male 81% Female 19% )

Support Staff 10%

( Male 92% Female 8% )

Production Worker  53%

( Male 99% Female 1% )

WORKFORCE DISTRIBUTION:  AGE GROUP

<30 41%

( Male 94% Female 6% )

30-49 43%

( Male 90% Female 10% )

50 & Above 16%

( Male 90% Female 10% )
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WORKFORCE DISTRIBUTION: EDUCATION WORKFORCE DISTRIBUTION: SPECIALISATION

Degree & Above 41%

( Male 83% Female 17% )

Diploma 18%

( Male 91% Female 9% )

Others 41%

( Male 98% Female 2% )

Engineering 23%

( Male 87% Female 13% )

Technical 17%

( Male 96% Female 4% )

Trade Skills / Others 60%

( Male 92% Female 8% )

WORKFORCE DISTRIBUTION: ETHNICITY

Chinese 26%

( Male 78% Female 22% )

Indian 33%

( Male 98% Female 2% )

Malay 7%

( Male 82% Female 18% )

Others 34%

( Male 97% Female 3% )

WORKFORCE DISTRIBUTION: LOCAL / NON-LOCAL

Local-Singaporean / PR 34%

( Male 80% Female 20% )

Non-Local 66%

( Male 97% Female 3% )
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• Achieve growth objectives

• Scalable workforce 

according to market cycles

• Achieve Operational 

Excellence

ENSURING WORKFORCE AVAILABILITY

The Group strives to be an employer of choice, with the ability 
to attract and retain the best talent by providing opportunities 
for staff to develop their full potential and to grow in tandem 
with the company. 

Sembcorp Marine taps on a variety of recruitment channels 
in its continuous search for promising individuals and capable 
talent. To ensure candidates are well-qualified and suitable 
for the positions they are applying to, a structured competency 
framework is used to evaluate their knowledge, skills, attitude 
and character during the selection process.

The Group does not tolerate discrimination on the basis of 
ethnicity, gender, religious beliefs, nationality, age or physical 
disability; as well as unethical practices such as child labour, 

By nurturing, growing and empowering people, the Group’s HR strategy furthers the company’s objectives of enhancing 
competencies for long-term sustainability and competitiveness; developing a scalable workforce for business flexibility; and 
achieving operational excellence through resource optimisation. 

slavery, forced labour and human trafficking. In 2015, no 
reports of discrimination or exploitative labour practices were 
received. 

Sembcorp Marine adheres to the guidelines issued by 
Singapore's Tripartite Alliance for Fair and Progressive 
Employment Practices. It has fair and non-discriminatory 
processes for recruitment, training and development, 
performance appraisal and grievance management. The 
Group’s hiring is based on merit, with equal opportunities 
provided for career development and progression. 

In 2015, the Group took part in 27 recruitment and outreach 
programmes to raise its profile among jobseekers. 

HUMAN CAPITAL STRATEGY

• Manpower Availability

• Manpower Development

• Manpower Retention

• Conducive Working Environment

• Organisation Development

• Organisation Culture

• Workforce Planning Strategy

• Global Leadership    

Development Training

• Talent Management Strategy

• Global Mobility

• Centre of Excellence and  

Shared Services Model

• Performance Management

• Scalable talent pool to deliver on immediate business requirements and ensuring long-term sustainability and competitiveness

• Enhanced business and technical competitiveness leading to maximum value creation and cost-efficient and safe operations

• Business flexibility to quickly deploy and redeploy experienced talent who can operate effectively in different situations and locations

• Efficient pooling of resources and expertise that will optimise cost of operations and enhance scalability

• Inculcate and promote adoption of corporate values to generate strong and sustainable business results

HR STRATEGIC THRUSTS KEY INITIATIVES
IN 2015

BUSINESS STRATEGY 
DRIVERS

KEY OUTCOMES
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These programmes included engaging students from tertiary 
institutions through participation in school visits, career talks 
and job fairs as well as 15 yard tours to spark their interest in 
the offshore and marine industry.

Scholarships and internships are also an effective means 
to identify and develop talent from tertiary institutions and 
universities. During the year in review, 23 students took 
up scholarships from Sembcorp Marine and 14 scholars 
came onboard after their graduation. The Group also hosted 
internships and industrial attachments for more than 180 
students, providing them with real-world exposure and 
practical training. 

PEOPLE DEVELOPMENT

Continuous learning and skills upgrading is vital in ensuring 
the competitiveness of Sembcorp Marine’s workforce. The 
Group provides employees with training and development 
opportunities based on their individual learning needs that 
correspond to their job functions and potential. 

In 2015, Sembcorp Marine invested $6.23 million for its 
employees to undergo 310,570 hours of structured training to 
equip them with relevant technical capabilities, supervisory 
skills, safety knowledge and functional competencies. Of those 
who received training, production workers made up 67% while 
management and support staff accounted for the remaining 
33%. Male and female employees represented 94% and 6% 
of the personnel trained respectively, reflecting the gender 
composition of the Group’s workforce.

Besides employees, Sembcorp Marine also develops the 
skills and capabilities of its contractor workforce. In 2015, 
the Group’s resident contractors underwent 168,950 hours 
of training in areas ranging from technical expertise in 
specialised trades to workplace safety and health.

New employees attend a comprehensive orientation 
programme where they acquire an understanding of the 
Group’s business operations as well as its stringent workplace 
safety management system. New hires working on-site, such 
as those in production or project management, are required 
to undergo more in-depth technical training and attachments 
in their specific job areas, in order for them to gain a thorough 
understanding of the work processes and risk management 
procedures. 

Sembcorp Marine has in-house training facilities at its Tuas 
Boulevard, Admiralty and Pandan yard locations offering 
specialised marine skills training and certification, such 
as the Ministry of Manpower (MOM) accredited Shipyard 
Safety Instruction Courses for Workers; Institute of Technical 
Education (ITE) approved NITEC programmes; and Singapore 
Workforce Development Agency (WDA) approved Workplace 
Safety & Health Trade Competencies programmes. Notably, 
trainees at the Group’s state-of-the-art Learning Centre 
at Tuas Boulevard Yard undergo hands-on training in pipe 
and steel fabrication, scaffolding, utilities, electrical works, 

NEW RECRUITS

<30 75%

( Male 93% Female 7% )
30-49 22%

( Male 84% Female 16% )
50 & Above 3%

( Male 86% Female 14% )

Total: 1,201

EMPLOYEE TURNOVER

<30 46%

( Male 93% Female 7% )
30-49 44%

( Male 93% Female 7% )
50 & Above 10%

( Male 93% Female 7% )

Total: 1,355

 Age Group:

 Age Group:
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mechanical works, welding, rigger & signalman tasks as well 
as crane operations. The training involves the use of advanced 
equipment and simulated environments in the workshop as 
well as theory-based learning in the classroom. 
The Group also focuses on employees’ growth and holistic 
development. Through courses that enhance their skills in 
communication, team-building, customer service, change 
management and time management, Sembcorp Marine 
employees improve their people skills and professional 
competencies.

Apart from structured courses, other external learning 
platforms for staff include participation in both local and 
overseas seminars, conferences and workshops, where they 
benefit from the insights of leading experts in the industry.

02.

02.
Trainees undergoing specialised marine skills training at the 
Sembcorp Marine Tuas Boulevard Yard Learning Centre 

To enhance its training capabilities, Sembcorp Marine 
participates actively in various technical and professional 
work groups where staff representatives exchange ideas and 
insights with government ministries, educational institutions, 
industry associations and certified training providers. 
Several of the Group’s senior management staff also serve 
on the boards of institutions, such as the Maritime and Port 
Authority of Singapore, Workplace Safety and Health Council, 
Association of Singapore Marine Industries, Singapore 
Maritime Foundation, Nanyang Technological University and 
Ngee Ann Polytechnic. Through such involvements, Sembcorp 
Marine is able to share industry insights and contribute to the 
educational development of students who will eventually join 
the offshore and marine engineering sector.
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Specialised Trades   52%

Health, Safety & Environment 30%

Leadership & Personal Effectiveness  18%

CONTRACTOR TRAINING

Nurturing High Performance Leaders 

To ensure business continuity, Sembcorp Marine has a talent 
management and succession planning framework in place 
for nurturing high-performance employees with leadership 
potential. 

The important function of identifying and grooming future 
leaders and successors is reviewed at the Board level by the 
Executive Resource and Compensation Committee (ERCC). 
The ERCC oversees management development to ensure 
continual buildup of talent and renewal of strong leadership 
to further the Group’s success. This involves approving the 
appointment of senior management executives, reviewing 
succession plans and overseeing the development of talented 
executives for key positions. 

Promising talent is surfaced through Sembcorp Marine’s 
performance management framework, which provides a 
structured mechanism for evaluating achievements and 
contributions. This enables the Group to track the growth 
of promising employees and design relevant training 
programmes to enhance their technical, functional and 
leadership capabilities.   

Performance Management System

The Group’s performance management system has been 
enhanced with the incorporation of a balanced scorecard 
framework that aligns organisational objectives with 
the skills, goals and competencies of employees. This 
collaborative and inclusive process enables staff to take 
greater ownership of their results and benchmark their 
performance against clear and structured goals that 
contribute to the company’s strategies and objectives. The 
integrated approach provides a process to monitor, develop 
and recognise individual achievements, as well as a basis for 
building employee competencies and raising performance 
standards across the organisation.

EMPLOYEE TRAINING

Specialised Trades 32%

Health, Safety & Environment 68%

Total: 310,570 Training Hours

Total: 168,950 Training Hours
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GLOBAL LEADERSHIP DEVELOPMENT PROGRAMME

To nurture high-performance leaders with global mindsets, Sembcorp Marine partnered with the Singapore 

Management University (SMU) to launch a Global Leadership Development Programme, comprising a unique range of 

leadership training modules to harness the full potential of its management employees. 

Developed based on the Group’s Global Leadership Competency Framework, the customised training modules aim to 

build global leadership competencies across all levels of management staff and to empower them in their respective 

roles to further Sembcorp Marine’s growth and success. Conducted by SMU faculty and the Group’s trainers who 

are certified by SMU, the programme comprises a mix of lectures, group discussions, case studies, simulations and 

leadership assessments. Participants learn how they can apply specific leadership competencies locally and globally 

through strategy, people and execution to achieve desired results for themselves, their teams and the company.

Since the programme’s launch in the third quarter of 2015, more than 316 management staff have undergone the 

leadership development training. A key part of Sembcorp Marine’s training and development framework, the ongoing 

programme will be progressively extended to management employees across the Group.

03.

03.
Enhancing leadership competencies of management staff: The newly launched Global Leadership Development Programme is 
custom-developed by Sembcorp Marine and the Singapore Management University
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TALENT RETENTION

A key priority for Sembcorp Marine is the retention of 
capable employees for maintaining the Group’s talent pool. 
To motivate and stimulate staff, a wide range of learning and 
development opportunities – including job rotation, mentorship 
schemes and work attachments in Singapore and the Group’s 
overseas yard facilities – are provided for them to accumulate 
experience, acquire new skills and broaden perspectives. 

Sembcorp Marine also offers competitive remuneration and 
incentives, including performance bonuses and equity-based 
rewards, to attract and retain the best talent. External human 
resource consultants are engaged to conduct regular reviews 
that ensure compensation packages and benefits are aligned 
with industry benchmarks. In accordance with mandatory 
national requirements for companies, a percentage of the 
salary payments to staff who are Singaporeans and permanent 
residents are channeled to their Central Provident Fund 
accounts as part of a national social security savings scheme 
for the employees’ future retirement. 

Remuneration and benefits are provided to staff based on 
their merit and contributions. Through the Group’s structured 
Performance Management System, employees are evaluated 
based on objective criteria, set targets and key performance 
indicators. Performance appraisals are conducted every year 
where employees are assessed for career advancements and 
salary increments.

The Group offers its staff health and welfare benefits such as 
leave entitlements, group insurance coverage and company 
transportation. Employees have the versatility to customise 
benefits to suit their needs and preferences. As part of the 
Group's Flexible Benefits Programme, personnel can opt to 
utilise their credits on health care, medical screening, self-
improvement, travel, insurance, childcare and fitness club 
membership expenses. Full-time employees and contract staff 
are entitled to basic healthcare and leave benefits. However, 
there may be differences in variable compensation and flexible 
benefits, depending on individual employment contracts.

Reflecting Sembcorp Marine’s pro-family policies, the Group 
provides married employees with maternity and paternity 
leave benefits for childbirth as well as leave entitlements 
for child care, in line with Singapore’s legislation. Requests 
by staff for flexible work arrangements in the interim, such 
as telecommuting and part-time work, will be reviewed on a 
case-by-case basis for those with health concerns or special 
considerations. 

Another thrust of Sembcorp Marine’s talent retention strategy 
is the re-hiring of retired employees beyond the statutory 
retirement age of 62 years. This has been the Group’s practice 

even prior to the ‘Retirement and Re-employment Act’, where 
companies are required to offer re-employment to eligible 
employees until the age of 65.  A total of 354 retired employees 
continued to extend their employment on an annual contract 
basis in 2015. Employees aged 65 years and above constitute 
about 3% of the workforce. For retiring staff, preparatory 
workshops are provided to enable them to make a smooth 
transition from work to retirement.

The Group values its long-serving employees who play an 
important role in knowledge transfer. Long service awards 
are given out annually to show appreciation to staff for 
their contributions. In 2015, a total of 548 employees were 
recognised for their loyalty and commitment.  

OPTIMISING RESOURCES AND EXPERTISE

Workforce Planning & Organisational Development

Sembcorp Marine has developed workforce planning and 
organisational development strategies to build a scalable 
talent pool and to enhance operational productivity for long-
term competitiveness. These strategies strengthen the Group’s 
flexibility in responding to changes and its ability to capture 
new opportunities. 

Geared towards supporting Sembcorp Marine’s growth 
objectives, the Group’s HR functions are aligned with business 
excellence systems, such as ISO 9001, Singapore Quality Class, 
Singapore Innovation Class and People Developer standards, 
enabling continuous benchmarking against best practices. 

Centres of Excellence & Shared Services

The HR operating model has also evolved to drive and support 
Sembcorp Marine’s ‘Transformation for Growth’ strategy. An 
aspect of the Group's strategic transformation involves the 
streamlining of corporate service functions by centralising 
processes and creating centres of excellence to optimise 
operational efficiency, scalability and quality.

In line with this, Sembcorp Marine has a new HR operating 
model that is structured based on the work functions of 'HR 
Strategy and Centres of Excellence', 'Yard / Business HR', 
'HR Shared Services' and 'HR Support Services'. With the 
pooling together of resources and expertise, HR will continue 
to play a vital role in supporting the Group’s growth and key 
organisational outcomes. 

FOR MORE INFORMATION ON SEMBCORP MARINE’S 

TRANSFORMATION STRATEGY, PLEASE REFER TO 

PAGES 26 - 31.
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FOSTERING IDENTITY AND ENGAGING EMPLOYEES

Aligning employees with Sembcorp Marine’s corporate culture 
and fostering a ‘One Sembcorp Marine’ identity are important 
aspects of enhancing teamwork and cohesiveness to achieve 
high performance and sustainable results. 

Various channels, such as orientation programmes, memos, 
online portals, briefings and workshops, are used to convey 
Sembcorp Marine’s corporate values and policies. These 
cover key topics such as code of business conduct, risk 
management, anti-corruption, whistle-blowing, workplace 
safety and health as well as quality and security management. 
The Group’s Code of Business Conduct is published on the 
corporate website and intranet portal for ease of access 
by employees. Workshops on anti-bribery compliance and 
enterprise risk management are also conducted to brief 
employees on corporate governance principles and policies. 

To communicate Sembcorp Marine’s transformation strategy, 
more than 33 employee engagement sessions were organised 
in 2015, attended by over 3,200 management employees.  
In addition, the Group leveraged an array of engagement 
platforms – including a dedicated intranet portal, teambuilding 
workshops, staff dialogues, focus groups and briefing sessions 
– to connect with employees. In line with the implementation of 
the transformation strategy, various modes of communication, 
including employee information booklets, a launch video 
and updated marketing collaterals were used to educate 
staff, stakeholders and partners on the new transformation 
direction.

During the year, a Group-wide survey was conducted to better 
understand the expectations of staff in the light of Sembcorp 
Marine’s transformation. The results of the survey indicated 
that more than 91% of respondents were confident of their 
career prospects with the company. The survey provided useful 
feedback for management on the areas of improvement in 
engaging employees and increasing their fulfillment. 

To build closer links among management and employees, 
teambuilding sessions, sporting tournaments, recreational 
activities and festive events are organised with the aim of 
deepening bonds and strengthening synergy within the Group. 

The close union-management collaboration at Sembcorp 
Marine has also led to joint initiatives to enhance workforce 
competencies, occupational safety, people development and 
workplace improvements. Sembcorp Marine’s management 
also partners with the union to co-organise events such 
as National Day functions, innovation carnivals and festive 
celebrations to strengthen bonds and build a progressive 
culture within the Group.

04.
Briefing employees on Sembcorp Marine’s strategic 
transformation

04.HR STRUCTURE

HR Strategy & 
Centres of Excellence

Designs and develops HR 
strategy and programmes in 
workforce planning, talent 
management, training & 
development, compensation, 
benefits & mobility 

Yard / Business HR

Partners the yard / business 
entities as primary HR 
contact to understand, 
assess and champion the 
implementation of HR 
processes and solutions

HR Shared Services

Centralises HR admin and 
recruitment with focus on 
process improvement and 
technology enablement to 
maximise quality & efficiency

HR Support Services

Provides a safe, secure and 
healthy environment for 
all stakeholders, including 
employees, contractors and 
customers

HR
Leadership
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Conducive and Caring Workplace

Sembcorp Marine strives to create a conducive and inclusive 
workplace where employees feel valued and are motivated 
to excel. The Group cares for the welfare of its people and 
ensures that new staff are oriented to the work environment 
and have the necessary support to perform their jobs 
well. Non-local workers go through a special immersion 
programme where they receive English language lessons, 
mandatory safety courses and relevant skills training to ensure 
that they are well assimilated into the company and their new 
work roles. 

Living arrangements are also made for non-local employees 
to reside in hostels and dormitories located near Sembcorp 
Marine’s various yard locations. The Group’s latest purpose-
built dormitory at the Sembcorp Marine Tuas Boulevard Yard 
is conveniently situated within the yard premises, enabling 
residents to cut down on travelling time. With the capacity to 
house 4,888 residents, the precinct is equipped with a modern 
gymnasium, recreation courts, a multi-purpose sports hall, 
reading areas and a multi-media room. Other facilities include 
central laundry services, central kitchen meals provision, a 
minimart, a hair salon and an ATM. With their well-being and 
living needs taken care of, workers will be invigorated and 
energised to deliver higher productivity and performance on 
the job. 

05.

Health and Wellness

Sembcorp Marine is committed to promote health and 
wellness among employees and stakeholders. The various 
yard locations are equipped with emergency response 
capabilities and medical facilities to provide the necessary 
support to personnel should they require urgent medical 
attention or regular healthcare treatment. 

06.
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FOR MORE INFORMATION ON SEMBCORP MARINE’S 

OCCUPATIONAL HEALTH AND SAFETY PROGRAMMES 

FOR EMPLOYEES, PLEASE REFER TO PAGE 131.

Active Living

Daily morning exercises and ACTIVE (All Companies Together 
in Various Exercises) Day monthly mass workouts are some of 
the initiatives implemented to foster healthy and active living 
among staff. Various avenues for keeping fit are available to 
employees at the workplace, including gymnasium facilities, 
personal training sessions and fitness classes for exercises 
such as zumba, pilates and yoga. To encourage staff to be 
mindful of their dietary choices, healthy snacks, fruits and 
beverages are given out on a regular basis. Special health 
awareness events, for example, Fruit Day and Healthy Eating 
Day, are also held to promote the importance of a well-
balanced diet for optimal health.

Outside the workplace, the Group holds tournaments and 
competitions – for sports such as futsal, bowling and darts 
as well as recreational games like carrom, pool and chess 
– where employees can showcase their talent, have fun and 
strengthen camaraderie. Nature walks and other outdoor 
excursions are also periodically organised to foster greater 
interaction and bonding between management and staff. 

Total Well-Being 

Beyond physical well-being, the Group’s workplace 
health programmes also focus on themes such as stress 
management and mental health to equip employees with a 
positive attitude to excel at work and in their personal life. 
To further support staff, an Employee Assistance Programme 
was introduced, providing access to various help platforms, 
including a counselling hotline for advice on work, personal 
or family issues. In addition, talks are also conducted where 
employees acquire useful knowledge on enhancing family ties 
and interpersonal relationships beyond the workplace.

05.
Strengthening union-management partnership and tripartite links

06.
Promoting teamwork and active living through sporting events

07.
Annual health screening for early detection of chronic illnesses

08.
Outdoor excursions provide interaction and bonding opportunities 
for employees

08.The Group has partnered with Jurong Medical Centre, Ng Teng 
Fong General Hospital and Khoo Teck Puat Hospital to ensure 
swift response in the event of incidents or contingencies. 
This collaboration also enables staff to have faster access 
to medical advice and direct referrals for specialist 
consultations, radiology treatments and clinical tests. 

A holistic range of workplace health promotion initiatives 
are offered to enhance the well-being of employees. Annual 
health screenings and early intervention programmes are 
conducted to enable timely detection and management 
of chronic diseases, such as high cholesterol, high blood 
pressure, coronary heart disease, stroke, hypertension and 
diabetes. 

In 2015, various health talks and workshops were held to 
educate staff on diverse topics, including the prevention 
of diseases such as cancer, osteoporosis, dengue fever, 
tuberculosis and human immunodeficiency virus (HIV); the 
adoption of safe work practices to prevent aches and strain; 
as well as the importance of regular exercise and good dietary 
habits. 

07.


