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Objectives of MAHRC Members 

 
 

1. To serve and cater for the professional needs and interests of 
Members who are collectively known as human Resource 
Consultants involved in providing consultancy and advisory 
services in such specialised fields as industrial relations and 
human resource management. 

2. To make representations to appropriate authorities whenever 
necessary on behalf of Members with respect to Labour Laws 
and all other matters affecting their rights and interests. 

3. To take whatever steps necessary for the promotion and 
protection of the rights and interests of Members. 

4. To promote and foster congenial relationship amongst 
Members or between Members and others. 

5. To co-operate with other organisations whose interests and 
objectives are similar to those of the Association. 

6. To establish Funds and draw up rules for the management 
and utilisation to fulfill the objectives of the Association. 

7. To facilitate, promote and to provide a forum for regular 
consultation between members on matters of common 
interest. 

8. To promote among Members the adoption of sound principles 
of consultancy practices and services. 

9. To assist the government in getting feedback from employers 
and workers on government laws and policies relating to 
labour and industrial relations which are in force from time to 
time. 

10. To contribute towards the enhancement of the standard of 
human resource management and the promotion and 
maintenance of industrial peace and harmony in the Country. 

11. To provide free industrial relations assistance to deserving 
dismissed workmen. 
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FOREWORD 
 
 

 
Employers are continued to be challenged in better making 
decisions in the right hire, to be adequately covered legally 
in the employment contract and optimising the talent fit in 
organizational changes in order to stay profitable, 
competitive and if not ahead of competitors.   

The solutions to these challenges are not found in textbooks, but from 
experiences such as shared by the speakers in this Forum.  The speakers 
have openly shared the pitfalls cautioning Forum participants from making 
similar and potentially costly mistakes.  Kudos to these speakers. 

Forums are becoming rare feat where one can learn, impart, exchange, 
network and enjoy the Forum ambience and meals without Forum 
organizers profiting commercially. Free-admission Forums that include 
food and drinks, speakers and chairpersons participated without charges, 
exhibitors participating without any charges, booklets of Forum 
proceedings published and distributed free of charge, organizing 
committee members and Forum administrators are volunteers. 

¢Ƙƛǎ ƛǎ a!Iw/Ωǎ пth Forum. TƘŜ CƻǊǳƳǎΩ ǎǳŎŎŜǎǎŜǎ ƘŀǾŜ ōŜŜƴ 
predominantly due to the synergistic congruence of Forum spirit from the 
attendees, speakers, chairpersons of forum and workshop sessions, 
donors, sponsors, exhibitors, organizing committees and Forum 
administrators. 

a!Iw/Ωǎ CƻǊǳƳǎ have managed to be financially covered by the 
generosity of donors and sponsors.   These donors and sponsors have our 
gratitude and appreciation for believing in these Forums. 

In line with technology, speed of delivering the Forum Booklets to 
participants, improve Booklets with colours and within limited budget, the 
Booklets are now available from MAHRC website. 

 
 
 
 
 
 
ALTHEA M.S. GOH 
Honorary Treasurer 
Malaysian Association of Human Resource Consultants 
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OPENING REMARKS 
by 

Ms Natasha K.K. Mak 
Chairman of the Forum 

 

Good morning, ladies and gentlemen! Welcome to the MAHRC Forum on 
EMPLOYMENT: HIRE, CONTRACT, FIT.  On behalf of MAHRC, I would like to 
extend a warm welcome to all you, especially those who have traveled 
from afar.  

Organisations and their employees face ongoing challenges in the form of 
new strategic initiatives designed to keep pace in an increasingly complex 
business environment.  Various tools and processes have been developed 
over the years to aid the hiring, management and retention of talents. Yet 
organisations still have to cope with further challenges like skills 
shortages, the need for better productivity and changing values across 
generations. 

This forum serves to offer fresh ideas and solutions to address the 
challenges mentioned earlier. The areas of discussion today would include 
assessments, contracts of employment, re-skilling and re-tooling for 
employees and managing talents during organisational restructuring. The 
key objectives today pay much attention to avoiding pitfalls and building 
critical success factors in hiring and managing the right people. 

It is great honour for me to chair the event today and on behalf of the 
organizing committee, I would like to thank all the people who were 
involved in the research and development of the programme.  I would 
also like to thank all speakers who taken time off their busy schedules to 
participate in this event.  

I would like to take this opportunity to thank our sponsors; P.O.D., CLJ 
Law and ALSTOM for their generous support in this event and for making 
it a success. Do visit their display areas during the breaks to check out 
their latest products and services. 

The speakers and I would like to ask of you to have the evaluation forms 
filled up, as your feedback is vital to the development of future 
presentations and events. 

I ask of you to enjoy this event, put forth questions you may have and 
maximize interactivity during our networking breaks.  In order to achieve 
the most comfortable settings and that participants can reap the full 
benefits of the presentations, it would be best that all mobile phones be 
turned off or put on silent mode.  

Now with the formalities done, I would like to invite the President of 
MAHRC, Mr. V.N. Ramachandran to deliver the Welcome AddressΦ [ŜǘΩǎ 
put our hands together for Mr. Ramachandran 
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WELCOME ADDRESS 
by 

Mr. V.N. Ramachandran 
President of MAHRC 

 

 Yang Berhormat Senator Datuk Maznah bt Mazlan, Timbalan Menteri 
Sumber Manusia,  

Ms. Natasha Mak-Levrion, Chairperson of the Forum, 

 Mr.Thomas Chow, Chairman of the Organising Committee, 

 Distinguished Speakers and Chairmen of the Workshop sessions, 

 Ladies and Gentlemen. 

It gives me great pleasure, on behalf of the Association of Human 
Resource Consultants, to extend to you a very warm welcome to this 
tǳōƭƛŎ CƻǊǳƳ ŜƴǘƛǘƭŜŘ άEMPLOYMENT: HIRE, CONTRACT, FIT ς Current 
Challenges, Issues & PitfallsέΦ  

!ǎ ǿƛǘƘ ƻǳǊ ƭŀǎǘ ǘƘǊŜŜ a!Iw/ CƻǊǳƳǎΣ ƴŀƳŜƭȅ άbŀǘƛƻƴŀƭ aƛƴƛƳǳƳ ²ŀƎŜ 
and Salary Increases In the Public and Private Sectors ς Impact and 
/ƻƴǎŜǉǳŜƴŎŜǎέ ƘŜƭŘ ƛƴ !ǳƎǳǎǘ нллт ŀƴŘ ǘƘŜ ŦƻƭƭƻǿƛƴƎ CƻǊǳƳ ƻƴ 
ά5ƛǎƳƛǎǎŀƭΥ 5ŜǾŜƭƻǇƳŜƴǘ ƻŦ LƴŘǳǎǘǊƛŀƭ WǳǊƛǎǇǊǳŘŜƴŎŜ ς Review and the 
²ŀȅ !ƘŜŀŘέ ƘŜƭŘ ƛƴ Wǳƭȅ нллу ς ŀƴŘ ǘƘŜ ǘƘƛǊŘ CƻǊǳƳ ƻƴ ά/ǳǊǊŜƴǘ 
ChŀƭƭŜƴƎŜǎ ƛƴ 9ƳǇƭƻȅŜŜ 9ƴƎŀƎŜƳŜƴǘέ ƘŜƭŘ ƛƴ bƻǾŜƳōŜǊ нллфΣ ǘƘŜ ŦƻǳǊǘƘ 
Forum  we are holding to-day is also offered free and as a service and 
contribution of MAHRC to the human resource community and to those 
who are interested in the field of human resource management. We hope 
to continue with this tradition in the years ahead.  

We are very happy to say that the response we had to the previous 
Forums and the current Forum is overwhelming, well received and 
appreciated. It is of interest to note that the proceedings of the last three 
Forums were published and the booklets were made available free of 
charge to the participants and HR practitioners. The proceedings of to-
ŘŀȅΩǎ CƻǊǳƳ ǿƛƭƭ ŀƭǎƻ ōŜ ǇǳōƭƛǎƘŜŘ ƛƴ ŘǳŜ ŎƻǳǊǎŜ ŀƴŘ ƳŀŘŜ ŀǾŀƛƭŀōƭŜ ǘƻ 
the participants. Ladies and Gentlemen, please ensure you have given us 
your forwarding addresses to enable us to post the booklets to you when 
it is finalized. 

MAHRC will not be able to organize and offer these free forums annually 
without the generous support of sponsors and donors, whose 
contributions we acknowledge with deep appreciation. Ladies and 
Gentlemen, your contributions of donations, however small it is, to the 
MAHRC Forum Fund will go a long way in supporting and encouraging our 
future efforts in organizing public forums of this nature. Those of you who 
have not yet made your contributions or those of you who are 
contemplating of making donations, please place your contributions in the 
donation box provided for at the Secretariat.   

Welcoming Speech by V.N. Ramachandran 
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ϝ¢ƻŘŀȅΩǎ ŦƻǊǳƳ ŎƻǾŜǊǎ ŀ ōǊƻŀŘ ǎǇŜctrum of challenges, issues and pitfalls 
affecting employment embracing hiring, contracting and fitting employees 
to meet the productive needs of industries and businesses.  

Employees are considered as valuable assets to any worthy enterprise. A 
business is only as successful as its employees. Hiring and managing 
employees effectively to achieve business goals is one of the greatest 
challenges that managers face today. 

Some managers think instinct is the best way to select and manage the 
right people. However a candidate that does not have the requisite 
knowledge, skills and abilities to perform the job effectively can be a 
detriment. It pays to be patient, and take the time to ensure a proper fit. 
It is always better to go back to the drawing board than to increase your 
management challenges by putting the wrong person in a position. 

 Hiring and employing the right person for the job and the right number to 
achieve solid performance and business success takes careful planning, 
rigorous screening and strategic evaluation. 

It is with great pleasure that MAHRC brings to you renowned speakers this 
morning, who will be speaking on a wide range of topics related to Hire, 
Contract and Fit.  

The selection of the right people for the job, in other words managing the 
right fit for the job, can be reduced to an exact science by strategic hiring 
based on structured interview techniques, assessments and profiling. In 
ǘƻŘŀȅΩǎ ƘƛƎƘ ǇŜǊŦƻǊƳŀƴŎŜ ŎǳƭǘǳǊŜǎΣ ƳŀƴŀƎƛƴƎ ǘƘŜ right fit is also imminent 
for business success and this can be done through carefully planned 
personal development and performance improvement programmes. The 
re-skilling or re-training of employees is also one of the biggest concerns 
of employers in order to ensure worƪŜǊǎ ǎǘŀȅ ǊŜƭŜǾŀƴǘ ƛƴ ǘƻŘŀȅΩǎ ŎƘŀƴƎƛƴƎ 
business landscape. 

In the light of globalization and increased competition, businesses are 
increasingly considering mergers and acquisitions to stay relevant. How 
we manage our manpower in the light of these mergers and consequent 
restructuring is of utmost importance in order to maintain employee 
morale and high performance for business success.   

Thus organizations must concentrate on leveraging talent and managing 
change in these trying times.  

Today we are also happy to bring to you recent developments in 
employment law resulting in the evolution of the humble employment 
contract from a standard legal letter of employment to a complex myriad 
ƻŦ ǘŜǊƳǎ ŀƴŘ ŎƻƴŘƛǘƛƻƴǎ ƎƻǾŜǊƴƛƴƎ ŘŜŎŜƴǘ ǿƻǊƪ ǘƻ ǎǳƛǘ ǘƻŘŀȅΩǎ ŎƘŀƴƎƛƴƎ 
business needs.   

 

  

Welcoming Speech by V.N. Ramachandran 
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Ladies and Gentlemen, 

Realizing the significance of this forum, we are offering you five eminent 
speakers, namely Mr. Billy C.H. Teoh, Mr. T. Balasubramaniam, Ms. 
Lesley Ngai-Parker, Encik Abdul Wahab Bin Abu Bakar and Encik Ahmad 
Fauzi Yahaya to speak on the selected topics and to share their 
knowledge and experiences with us. We appreciate deeply their precious 
time spent with us and acknowledge with grateful thanks their valuable 
contributions to this Forum 

We are indeed very grateful to Yang Berhormat Senator Datuk Maznah bt 
Mazlan, Timbalan Menteri Sumber Manusia for readily accepting our 
invitation, despite her heavy schedule of official commitments, to grace 
this function and to deliver the keynote address and declare this Public 
Forum officially open.   

We also express our sincere thanks to the Chairpersons of the Work Shop 
sessions, namely Ms. Althea M.S.Goh, Mr. John Bosco Fernandez, Puan 
Maimunah Aminuddin and Dr. C.J.Krishna for their willingness to lead the 
work shop discussions, summarize and present the findings in the plenary 
session this afternoon.  

Our grateful thanks also due to Ms. Natasha Mak-Levrion for accepting 
our invitation to chair the Forum and for playing a challenging role in 
leading and managing the deliberations. 

My sincere thanks to Mr. Thomas Chow, the Chairman, and to everyone 
of the members of the Organizing Committee for their hard work, support 
and cooperation in materializing this Forum. 

Our sincere thanks and appreciation are also due to Ms. Althea M.S. Goh, 
Mr. Thomas Chow, the Honorary Secretary of the Association and to his 
Secretariat, professionally handled by Ms. Catherine Chong and Ms. 
Wendy Chow. I thank them for providing valuable secretarial and 
administrative assistance and for their dedication and perseverance to 
make this Forum a success.   

To our main sponsors namely POD, ALSTOM, CLJ LAW, and to all our 
donors and supporters we say a big thank you and express our 
indebtedness and look forward to your continued support. 

Last but not least, our sincere thanks to the Management of MIM for 
making available their premises and facilities for this forum and to all of 
you as participants for your great support and interest in this forum. We 
trust you will benefit by actively participating in the proceedings of the 
Forum and the workshop sessions that follow in the afternoon. We 
welcome your feedback and continued support. Thank you. 

 

 

 

Welcoming Speech by V.N. Ramachandran 
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PERSATUAN PERUNDING SUMBER MANUSIA MALAYSIA 
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DISCLAIMER
The ideas, concepts & models of ñevidence-based 

HRò practices which I am presenting today are meant 

as sharing of my experiences.

These ideas, concepts & models are not casted in 

stone, and should be adopted, modified, or enhanced 

further to suit accordingly to your respective 

Organizationôs DNA & the job/position/role DNA.

To adhere to professional ethical practice, I do not 

endorse any of the proprietary products & services 

presented, as they are meant only for illustration 

purpose in my presentation.

MAHRC 
PUBLIC 
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2011
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Sourcing, Assessment & Hiring for Right Fit by Billy C.H. Teoh 
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WHAT PRACTISING INSIGHTS I 
WILL BE SHARING TODAY

ÅWorkforce planning - the 
edge to hiring right.

ÅCapturing the right 
(appropriate) fit hiring 
information.

ÅThe practice of designing the 
right (appropriate) mix of 
assessments.

3
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MY FOCUS TODAY

Bersin Model ©
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SOURCING ISSUES: 
Workforce planning

ςthe edge to hiring right.
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ÅSEGMENTATION 

ÅENVIRONMENTAL SCANNING 

ÅINTERNAL WORKFORCE PROFILING 

ÅFORECASTING FUTURE WORKFORCE 
DEMAND & SUPPLY

FOUNDATIONAL CHALLENGES 
OF WORKFORCE PLANNING

MAHRC 
PUBLIC 
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2011
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14 

7

ÅCLOSING THE WORKFORCE GAPS 

ÅALIGNING TALENT MGT PROGRAMS TO  
WORKFORCE PLANS

ÅTRACKING WORKFORCE PLANS 
PROGRESS 

ÅCHARTING & DESIGNING THE FUTURE   
ORGANIZATION 

FOUNDATIONAL CHALLENGES 
OF WORKFORCE PLANNING
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STARTING POINT IN HIRING RIGHT: 
(Establishing the appropriate hiring supply chain model ςsystemic modeling)
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HIRING SUPPLY 
CHAIN

Some efficiency, effectiveness & impact 
dimensions

POSITION 
REQUISITION

Requisitioninitiator & flow, business case for 
requisition, criteria development & 
documentation, etc

SOURCING

Target markets, job advertisement 
development, medium used (corporate
website, search engines, social media, 
referrals, search firms, etc) internal versus 
external talent pool etc

CANDIDATE 
INTERACTIONS

Ease for job search, information &application, 
interactive deposit of resume, resume 
acknowledgement, etc

 
 
  

Sourcing, Assessment & Hiring for Right Fit by Billy C.H. Teoh 
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STARTING POINT IN HIRING RIGHT: 
(Establishing the appropriate hiring supply chain model ςsystemic modeling)

9
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HIRING SUPPLY 
CHAIN

Some efficiency, effectiveness & impact 
dimensions

SCREENING& 
ASSESSMENT

Pre-assessmenttools (tele-interviewing 
screening, education, criminal record, 
financial standing, litigation checks, etc). 
Assessment centres.  Etc

HIRING &
ON-BOARDING

Hiring administration.On-boarding 
administration. Etc.

REPORTING & 
ANALYTICS

Hiring HR metrics(recruitment process 
efficiency improvement, search fee reduction, 
hire time to fill, internal mobility rate, etc). 
Post-hire performance reporting & analysis. 
Etc

 
 

(EviBHPWModel) (Establishing the hiring process model ςprocess modeling)

Creation of 
JD/J.DNA & 
PROFILING 
CRITERIA

10
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A MODEL FOR MAPPING THE EVIDENCE-
BASED HIRING PROCESS WAVE©

Approval of job 
vacancy

Attracting, 
writing the 
advert & 

deciding the 
medium

Initial 
filtering 

processes
Short listing 
candidates

PRE-
ASSESSMENTS

CONCURRENT 
ASSESSMENTS

Interviewing

Integration 
of profiles

Background 
validation Integration of 

job offers

Placement, 
On-boarding 

& Metrics

Talent 
Development, 

Retention, 
Performance
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(EviBHPWModel) (Establishing the hiring process model ςprocess modeling)
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A MODEL FOR MAPPING THE EVIDENCE-
BASED HIRING PROCESS WAVE©
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Write down the issues that reflect your 
hǊƎŀƴƛȊŀǘƛƻƴΩǎ ŎǳǊǊŜƴǘ ŎƘŀƭƭŜƴƎŜǎ ōŀǎŜŘ ƻƴ ǘƘŜ 
EviBHPWaƻŘŜƭ  ƛƴ ǘƘŜ ǇǊŜǾƛƻǳǎ ǇŀƎŜ Ψōƭŀƴƪ ōƻȄΩΦ

#1. Guide: [Sourcing issues ςtalent forecasting & 
ǾŀŎŀƴŎȅ ǾŀƭƛŘŀǘƛƻƴΣ ŜƳǇƭƻȅŜǊΩǎ ōǊŀƴŘƛƴƎΣ ƛƴǘŜǊƴŀƭ 
versus external sourcing, vacancy boarding tools 
(traditional recruiting, referral, career search engine, 
social networking, virtual career fair, alumni 
program, candidate relationship management, etc.)] 

MAHRC 
PUBLIC 
FORUM 
23 FEB 
2011

B
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.H
. 

T
E

O
H

AN EXERCISE 

 
 

Sourcing, Assessment & Hiring for Right Fit by Billy C.H. Teoh 
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#2. Guide: [Assessment issues ςtypes of assessments (self, 
360 degrees, ipsative, normative,, personality, aptitude, 
interest, motivation, perceptual functioning, simulation, 
audio-visual, demonstration, group exercise, etc.); tools for 
assessments (reference checks, knowledge + skills + 
behaviours+ experience + cultural fit + assessment reporting, 
etc.)] 

#3. Guide: [Post-placement issues ςreview and upgrading of 
the hiring process (effectiveness & impact on proactive 
sourcing, quality of hire, employer branding, recruiting 
solutions, pre-hire & concurrent assessments); metrics (time 
to fill, cost of hire, turnover rate,  retention rate, % of 
applicant to hiring success, quality of hire, etc.); integration of 
hiring with performance management, career & succession 
planning, C & B, and workforce planning/forecasting); HR 
partnering issues like alignment with business strategy, best 
practices, legal compliances, delivering consistent metrics 
performances, meeting just-in-time hiring needs,; etc.] 
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HIRING ISSUES:
Capturing the right 

(appropriate) fit hiring 
information
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15

άwƛƎƘǘ Ŧƛǘ ƘƛǊƛƴƎέ 
is about following the best practice guides (including legal 

requirements and Organization policies), checklists & processes 
based from an idealistic/theoritical framework.

ά!ǇǇǊƻǇǊƛŀǘŜ Ŧƛǘ ƘƛǊƛƴƎέ 
ƛǎ ŦƻƭƭƻǿƛƴƎ ǘƘŜ άǊƛƎƘǘ Ŧƛǘ ƘƛǊƛƴƎέ ǇǊƻŎŜǎǎŜǎΣ ōǳǘ ǘŀƪƛƴƎ ƛƴǘƻ 
account the practical realities of the talent market & the 

constraints facing the hiring Organization.

RIGHT FIT VERSUS APPROPRIATE FIT©
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OBJECTIVES OF RIGHT 
(APPROPRIATE) FIT HIRING

[Get the selection criteria right!] ©

16

Hiring to ATTRACT the best talent.

Hiring to DEVELOPpotential talent.

Hiring to RETAINproductive talent.

Hiring for PERFORMINGtalent.
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17

PREDICTIVE 
PERFORMANCE

PREDICTIVE 
ASSIMMILIATION

ά!ŘŀǇǘƛǾŜ /ŀǇŀōƛƭƛǘƛŜǎέϭ

* Perceptual functioning 
compatibility

* Physical demand

* Psychological demand

* Motivation demand

ÅEvidence-based
Knowledge & Skill sets

ÅEvidence-based
Intelligence / Personality 
/ Behavioural

competencies

ÅEvidence-based technical 
Experience 

WHAT DO WE MEAN BY HIRING FOR 
RIGHT (APPROPRIATE) FIT©
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18

Seek evidences that predict performance & assimmiliation:

ANCHORING (RIGHT) 
APPROPRIATE FIT HIRING©

KNOWING
Ordinary Intuition

DOING
Expert Intuition

PERFORMING
Strategic Intuition

KNOWING-DOING-PERFORMING MODEL © 

Conscious

Unconscious

MAHRC 
PUBLIC 
FORUM 
23 FEB 
2011

B
IL

LY
 C

.H
. 

T
E

O
H

 
  

Sourcing, Assessment & Hiring for Right Fit by Billy C.H. Teoh 



20 

ORDINARY, EXPERT & 
STRATEGIC INTUITION

19

ORDINARY
INTUITION 

EXPERT
INTUITION 

STRATEGIC 
INTUITION
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SOME WEIRD RIGHT (APPROPRIATE) 
HIRING INFORMATION CAPTURING 

STRATEGIC INTUITION
ÅIf you were shrunk to the size of a pencil and put in a blender, 

how would you get out? (Reported from Goldman Sach)

ÅHow many ridges are there around a quarter? (Reportedly 
from Deloitte)

ÅExplain to me what has happened in this country during the 
last 10 years (Reportedly fromBoston Consulting)

ÅRate yourself on a scale of 1 to 10 how weird you are 
(Reportedly fromCapital One)

ÅHow many basketballs can you fit in this room? (Reportedly 
from Google)

ÅOut of 25 horses, pick the fastest 3 horses. In each race, only 5 
horses can run at the same time. What is the minimum 
number of races required? (Reportedly fromBloomberg LP)
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SOME WEIRD RIGHT (APPROPRIATE) 
HIRING INFORMATION CAPTURING 

STRATEGIC INTUITION
ÅIf you could be any superhero, who would it be? (Reportedly 

from AT&T)

ÅGiven the numbers 1 to 1000, what is the minimum number 
of guesses needed to find a specific number if you are given 
ǘƘŜ Ƙƛƴǘ άƘƛƎƘŜǊέ ƻǊ άƭƻǿŜǊέ ŦƻǊ ŜŀŎƘ ƎǳŜǎǎ ȅƻǳ ƳŀƪŜΚ 
(Reportedly fromFacebook)

ÅThere are three boxes. One contains only apples, one contains 
only oranges, and one contains both apples and oranges. The 
boxes have been incorrectly labeled such that no label 
identifies the actual contents of its box. Opening just one box, 
and without looking in the box, you take out one piece of fruit. 
By looking at the fruit, how can you immediately label all of 
the boxes correctly? (Reportedly from Apple)

ÅHow do you weigh an elephant without using a weigh 
machine? (Reportedly from IBM)
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SOME WEIRD RIGHT (APPROPRIATE) 
HIRING INFORMATION CAPTURING 

STRATEGIC INTUITION
ÅYou have 8 pennies. Seven weighthe same, but one weighs 
ƭŜǎǎΦ ¸ƻǳ ŀƭǎƻ ƘŀǾŜ ŀ ƧǳŘƎŜΩǎ ǎŎŀƭŜΦ CƛƴŘ ǘƘŜ ǇŜƴƴȅ ǘƘŀǘ ǿŜƛƎƘǎ 
less in three steps. (Reportedly from Intel)

ÅYou are in charge of 20 people. Organize them to figure out 
how many bicycles were sold in your area last year. 
(Reportedly from Schlumberger)

ÅWhat would you do if you just inherited a pizzeria from your 
uncle? (This question comes from Volkswagen.  While the 
ǉǳŜǎǘƛƻƴ ƛǎ ŎŜǊǘŀƛƴƭȅ ƴƻǘ ǎǘŀƴŘŀǊŘΣ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ōǳǎƛƴŜǎǎ 
analysts often have to take over and manage projects started 
ōȅ ƻǘƘŜǊ ǇŜƻǇƭŜΣ ǎƻ ǘƘƛǎ ǉǳŜǎǘƛƻƴ Ƴŀȅ ƘŀǾŜ ōŜŜƴ ŀ ƳŀƴŀƎŜǊΩǎ 
attempt to see how a job candidate would run a project they 
ΨƛƴƘŜǊƛǘŜŘΦΩύ

MAHRC 
PUBLIC 
FORUM 
23 FEB 
2011

B
IL

LY
 C

.H
. 

T
E

O
H

 
  

Sourcing, Assessment & Hiring for Right Fit by Billy C.H. Teoh 



22 

PERCEPTUAL FUNCTIONING

23

COGNITIVE ςthe thinking perceptual functioning (mental processing filters).

EMOTIONALςthe feeling perceptual functioning (emotional filters)

GLOBAL ----------------------(scale of information)------------------SPECIFICS

(Deductive)                              (Abductive)                                    (Inducive)

PASSIVE --(stress coping)-------------ASSERTIVE-------------AGGRESSIVE
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Thinking based on 
details 

Lateral and metaphor 
thinking

Thinking on a global 
perspective

(Assess stressors, think, 
choose, then respond)

(Moving away 
from stressors) 

(Go for/at the 
stressors)  

 
 

PERCEPTUAL FUNCTIONING

23

COGNITIVE ςthe thinking perceptual functioning (mental processing filters).

EMOTIONALςthe feeling perceptual functioning (emotional filters)

GLOBAL ----------------------(scale of information)------------------SPECIFICS

(Deductive)                              (Abductive)                                    (Inducive)

PASSIVE --(stress coping)-------------ASSERTIVE-------------AGGRESSIVE
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Thinking based on 
details 

Lateral and metaphor 
thinking

Thinking on a global 
perspective

(Assess stressors, think, 
choose, then respond)

(Moving away 
from stressors) 

(Go for/at the 
stressors)  
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ASSESSMENT ISSUES:
The practice of designing

the right (appropriate) mix of 
assessments
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PROCESS

27

THE BASIC PROCESS OF ASSESSMENT 
IN AN EVIDENCE-BASED HRM 

PRACTICE©
OBJECTIVE

Diagnostic Precision 
Criteria

Assessment
Capture high 

impact 
information

Interpretation Ascertain meaning 
& sense of the 
information

Validate & 
Feedback Confirm & cross 

validity, reliability 
& consistency of 

informationIntegrate 
profiling

Holistic & 
integrated profileAnalysis & 

hiring 
decision Informed 

decision making
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TYPES OF ASSESSMENT I 

28
Adopted from A&DC
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(sample assessment centre model template)

Assessment 
Tools

Individual 
Traits

Managerial 
Skills

Decision 
Making 
Skills

Inter-
personal

Skills

Motivational 
Behavioural

Psychometrics& 
Psychological Tests

In-basket/In-box

Analysis / Scheduling

Adaptability

Attention to 
detail

Flexibility

Independence

Integrity

Tenacity

Big 5 (OCEAN)

Etc

Coaching

Delegation

Leadership

Management
control

Org sensitivity

Planning / 
Organising

Subordinate 
dev

Etc

Commercial 
awareness

Creativity

Decisiveness

Judgment

Numerical 
analysis

Problem 
analysis

Risk taking

Etc

Listening

Impact/ 
Influence

Interpersonal 
sensitivity

Oral 
communicatio
n

Sociability

Teamwork

Written 
communicatio
n

Etc.

Commitment

Customer 
service

Energy

Initiative

Resilience

Self / 
Motivation

Work standards

Etc

Fact finding

Situational / Criteria-
based Interviewing

Oral presentation

Interviewsimulation

Assigned role group 
discussion

Nonassigned role 
group discussion

Other methodologies 
(on-site or off-site)

 
 

TYPES OF ASSESSMENT I 

29
Adopted from A&DC
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(sample assessment centre model template)

LEVELS BUSINESS FUNCTIONS INDUSTRY SECTORS

Level A: Non-management
Administration
Customer Service
Finance
General Management
Management
Marketing& Sales
Human Capital
Manufacturing
Purchasing / Procurement
Professional Services

Construction / Engineering / 
Petroleum/ Related Industries

Financial Services / Insurance 
/ Banking

Health / Related Industries

Hotel / Catering / Related 
Industries

IT / Telecom / Related 
Industries

Manufacturing / Related 
Industries

Pharmaceutical / Related 
Industries

Local & Federal Government

Retail / Wholesale / 
Distributor

Professional Services / media / 
Related Services

Level B: Graduate

Level C: First line 
management 

Level D: Middle 
management

Level E: Senior & Top 
management
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TYPES OF ASSESSMENT II

Verbal, numerical, 
abstract reasoning

30

COGNITIVE 
CAPABILITY

THINKING

STYLE

Decision analysis
Memory, 
attention

Strategic intuition 
& others

Learning styles

Personality & 
Others

Emotional

Typology

Social 
connectivity & 

Others
Leadership

Team rolesInterpersonal

Career 
interests

Resilience

Energy 
psychology

Values & 
Others

Ipsative scaling Paper & pencil

Normative scaling Dongle

360 degrees Internet-based

Other combinations Other deliveries

Adopted from Teamfocus
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(sample psychometrics/psychological test model template)

PERSONALITY & 
PSYCHOLOGICAL 

CAPABILITY

MOTIVATION

RELATIONSHIPS

ENERGY

CONNECTION

 
 

TYPES OF ASSESSMENT III

31

Physical demand (movement)
ÅAbility to withstand physical demands like long hours of 

standing, walking up & down stairs, able to travel, 
mobility, etc.

Physical surroundings
ÅAbility to withstand high noise levels, heat, cold, 

atmospheric pressures, work senses 
(tasting/eating/listening etc) requirements like tasting 
wines, smelling  food; prone to injury risks & hazards 
like chemicals, toxic, electrical dangers; confined 
space; high vibration environments, etc. 

Physical demand (strengths)
ÅAbility to carry, lift, pull, push, grasp heavy loads, reach 

out to high places to retrieve , stoop down, crouch, 
crawl in confined places, etc. 
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(Adaptive capabilities - physical, psychological,  & motivation demand)
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TYPES OF ASSESSMENT III

32

Motivational demand 

Å alignment to values; beliefs; purposes; cultural 

inclinations & environments like energy-driven, goal-

driven, competitive-driven, dictatorial management 

style, etc.

Psychological  (mental functions)

ÅCompliance to routine instructions.

ÅAbility to withstand stress 

Å Long hours of cognitive concentration

ÅAbility to deliver like yesterday

Psychological (relations with others)

ÅAble to work and cope with difficult & demanding 

peers, bosses, suppliers; secrecy & confidentiality; etc.
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(Adaptive capabilities - physical, psychological,  & motivation demand)

 
 

ASSESSING A MOTIVATION DEMAND FIT

The correlationships between happiness-productivity-retention can be an important predictor of goal 
achievement, inclination to help colleagues, positive impact on contribution, self-belief, confidence  & 
resilience levels, motivation energy, engagement, and other dimensions related to the happiness-performance 
scale. Current researches are focusing on wellness, positivity and neurosciences that can predict engagement, 
productivity & performance levels. 33

Pride Trust
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Happiness-tŜǊŦƻǊƳŀƴŎŜ aƻŘŜƭ ώŀǎǎŜǎǎŜǎ ŎŀƴŘƛŘŀǘŜΩǎ ƘŀǇǇƛƴŜǎǎ ŀǘ ǿƻǊƪ ǎǘŀǘǳǎϐ ϭ iOpenerLtd

Contribution

Culture
Commitment

ConvictionConfidence

Achieving 
potentials

Recognition
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ASSESSING A MOTIVATION DEMAND 
CL¢ ¢h 59¢9waLb9 Ψ/¦[¢¦w9Ω

34
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/ǳƭǘǳǊŀƭ hǊƛŜƴǘŀǘƛƻƴ CǊŀƳŜǿƻǊƪ όŀǎǎŜǎǎŜǎ ŎŀƴŘƛŘŀǘŜΩǎ ŎǳƭǘǳǊŀƭ ǇǊŜŦŜǊŜƴŎŜǎ ϧ ŀōƛƭƛǘȅ ǘƻ 
deal with other cultural orientations)© Rosinski

COF CATEGORIES (7X) COF ORIENTATIONS (17X)

#1. Sense of power & responsibilitiesControl / Harmony/ Humility

#2. Time management approaches
Scarce/ Plentiful
Monochronic/ Polychronic
Past / Present / Future

#3. Definitionof identity & purpose Being / Doing
Individualistic /Collectivistic

#4. Organizational arrangements

Heirarchy/ Equality
Universalist / Particularist
Stability / Change
Competitive/ Collaborative

#5. Notions of territory & boundaries Protective / Sharing

#6. Communication patterns

High context / Low context
Direct / Indirect
Affective / Neutral
Formal / Informal

#7. Modes of thinking Deductive / Inductive
Analytic / Systemic

 
 

Seeking evidences of past, current & future 
potentials in the following competencies:

#1. Vision & Purpose.
Strategic thinking. Intellectual curiosity. Ability to 
analyze own role. Technical credibility.

#2. Leading  people.      
Communication skills. Teaching ability. 
Listening skills. Teambuilding. Self-
motivation.

#3. Driving for results.  
Organizational ability. Decision making. 
Performance. Setting objectives. Accountability. 

#4. Customer focus.      
Customer-driven. Able to listen for the VOC.  
Customer value-adding.

#5. Leading change.      
Adapting to change. Developing others to change.  
Creativity.

#6. Integrity & Values.  
Accountability. Courage & Integrity. Honesty. 
Respect. 35

USING COMPETENCY FRAMEWORK TO 
ILw9 ΨwLDI¢Ω Chw [9!59w{ILt th{L¢Lhb{ 

FOR A MANUFACTURING CONCERN
Examples of what  behaviouralindicators to 
capture for ІсΦ άIntegrity & ValuesέΥ
ÅGives the utmost priority to safety.
Å Demonstrates courage, integrity,  

commitment,  consideration for others in 
his/her actions.

Å Acts with and overriding concern for 
hǊƎŀƴƛȊŀǘƛƻƴΩǎ ƛƴǘŜǊŜǎǘΦ

Å Shows sensitivity and adaptability to 
cultural diversity.

Å Accepts and seeks differences of 
opinion as a source of progress.

Examples of what assessment tools /exercises 
required  for άAccepts and seeks differences of 
opinion as a source of progressέΥ

- Demonstrations of listening abilities, conflict 
management & resolution, coaching skills,  
& resourcefulness to move upwards self and 
ƻǘƘŜǊǎΩ ǇŜǊŦƻǊƳŀƴŎŜǎ ǘƻ ǘƘŜ ƴŜȄǘ ƭŜǾŜƭΦ
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36

¦{LbD /hat9¢9b/¸ Cw!a9²hwY ¢h ILw9 ΨwLDI¢Ω Chw 
MANAGERIAL POSITIONS IN AN INSURANCE CONCERN
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MANAGING 
SELF

MANAGING 
BUSINESS

MANAGING PEOPLE
CHANGE ORIENTATION 

& INNOVATION

C
O
M
P
E
T
E
N
C
Y

* Proactivity
Result orientation

Business acumen
Problemsolving
Customer focus
Technical 
proficiency

Org& intercultural awareness
Developing & Coaching
Communication & Influence
Collaborative

Change orientation & 
innovation

Example of Behavioural Indicators  for  άϝ Proactivityέ includes displaying a tendency for 
taking action beyond what is required or expected; anticipates situations or challenges ahead of 
time with a longer-term focus and plan and takes appropriate actions; anticipates and takes 
action to create opportunities or avoid future threats by looking ahead in the medium term (1-2 
years ahead); encourages and helps others to go the extra mile by reallocating resources and 
making alternative plans; routinely plan for contingencies.

Possible Assessment  Approaches could include assessment exercises & simulations that 
capture resourcefulness, contingency planning capacity, SWOT analysis skills, future pacing and 
scenario building skills, strategic intent & planning skills; self motivation; discretionary efforts 
inclinations; etc.
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QUESTIONS ??????
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PERSATUAN PERUNDING SUMBER MANUSIA MALAYSIA 

Malaysian Association of Human Resource Consultants

SOURCING, ASSESSMENT & 
HIRING FOR RIGHT FIT

WORKSHOP

SESSION

facilitated by

ALTHEA M.S. GOH
1Althea

23 Feb 2011

MIM Management House

Kuala Lumpur

 

ÅWHAT WOULD BE THE FIRST THING YOU WOULD 
WORK ON TO IMPROVE IN WORKFORCE PLANNING 
AFTER THIS WORKSHOP?

1. Psychometic tests / assessment to be 
introduced to the company to ensure 
company engages right fit candidate

2. Technical tests to be introduced ςeg 
presentation, English, Accounts, Payroll

3. Succession Planning ςcareer path, retention / 
developing potential talent ςfor recognition

2Althea
 
 

Workshop led by Althea M.S. Goh 
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ÅIF YOU WERE TO CONCEPTUALISE THE SYSTEMIC MODEL 
LΦ9Φ Chw ¸h¦w hwD!bL{!¢LhbΩ{ άILwLbD {¦tt[¸ /I!LbέΣ 
WHAT WOULD THE SYSTEMIC MODELING LOOK LIKE 
!//hw5LbD ¢h ¸h¦w hwD!bL{!¢LhbΩ{ ¦bLv¦9 5b!Κ

1. Position Requisition (Promoters, Sales 
Personnel, Beauticians, Nutritionists)

2. Right  Sources

- social network, scouting (head hunting), 
internship programs/ career talks to Colleges & 
Universities,  Recommendations (word-of-
mouth)

continue
3Althea

 

ÅIF YOU WERE TO CONCEPTUALISE THE SYSTEMIC MODEL 
LΦ9Φ Chw ¸h¦w hwD!bL{!¢LhbΩ{ άILwLbD {¦tt[¸ /I!LbέΣ 
WHAT WOULD THE SYSTEMIC MODELING LOOK LIKE 
!//hw5LbD ¢h ¸h¦w hwD!bL{!¢LhbΩ{ ¦bLv¦9 5b!Κ

3. Candidate Interaction

- interest/body language/further information 
on job/company

4. Recruiter Interaction

- first impression/grooming, behavourial skills, 
interpersonal skills, communication skills & 
other set skills, physical demandcontinue

4Althea
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ÅIF YOU WERE TO CONCEPTUALISE THE SYSTEMIC MODEL 
LΦ9Φ Chw ¸h¦w hwD!bL{!¢LhbΩ{ άILwLbD {¦tt[¸ /I!LbέΣ 
WHAT WOULD THE SYSTEMIC MODELING LOOK LIKE 
!//hw5LbD ¢h ¸h¦w hwD!bL{!¢LhbΩ{ ¦bLv¦9 5b!Κ

5. Screening & Hiring Assessment (Q&A)

- interview to look for : individual traits, 
immediate responses on questions imposed, 
experience & knowledge of the job (if any), 
external exposure 

6. Mutual Expectation

- between candidate & employer
The End

5Althea
 

ÅHOW WOULD YOU WRITE A HIRING MEDIA SCRIPT OF A 
VACANT POSITION, SO THAT YOU WILL BE ABLE TO 
!¢¢w!/¢ ILDI v¦![L¢¸ ΨIL twh{όILDI twhC9{{Lhb![{ύΩ 
AND HI POS(HIGH POTENTIALS) TO RESPOND TO YOUR 
HIRING ADVERTISEMENT?

мΦ  ά{ŜȄƛƴŜǎǎέ ƻŦ ǘƘŜ /ƻƳǇŀƴȅ

- Brief introduction on company high end profile

- Company establishment / expansion

- Core business

- Location  of the Plant

- Annual Sales Revenue (USD)
6Althea
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2.   Position Title

eg. Chief Corporate Services Officer

- Key Role responsibilities

3. Job Objective of the position

4. Career development ςopportunities within the 
organisation

5. Attractive Package

6. Opportunity for regional exposure 

7Althea
 

ÅIn what ways will you be able to arrive at the selection 
criteria that will increase the probability of hiring right 
and screening out hiring misfits?

- Understand the vacancy 

(a) newly created job

(b) replacement -> perform exit interview

- Refine the JD/JO with hiring manager & understand more

- Use few channels to attract candidate and ensure the 
words used for advertisement is precise

- Selection 

(a) pre-screening interview (b) interview techniques (c) 
interview tools [test, simulation or psychometric tools]

8Althea
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ÅWhat could be the information that you need to capture 
ǿƛǘƘ ǊŜƎŀǊŘǎ ǘƻ άtǊŜŘƛŎǘƛǾŜ tƻǘŜƴǘƛŀƭǎέ ςthe third pillar of 
the PAP Model i.e. Predictive Performance, Predictive 
Assimilation & Predictive Potentials? 

- Resilience level 

- Problem solving

- Strategic planning

- Leadership skills

By using case studies or stimulation tests / 
questions to get these information

9Althea
 

Summarily, we need a filtering system 
with the right selection criteria to 
derive at the best and the right 
candidate for the job.

10Althea  
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AMENDMENTS TO EMPLOYMENT LAW AND

PITFALLS IN CONTRACTS OF EMPLOYMENT

by

T.BALASUBRAMANIAM

CHAIRMAN
MECA EMPLOYERS CONSULTING AGENCY SDN. BHD 

at

MAHRC FORUM ON 23rd FEB. 2011

 
 

1

Employment (Amendment) Bill 2011

S.2  Definitions

1.   Confinement
From 28 weeks to 22 weeks of pregnancy

2.   Part Time Employee
ñPart Time Employeeò means a person included in the 
First Schedule whose average hours of work as agreed 
between him and his employer are more than thirty per 
centum but do not exceed seventy per centum of the 
normal hours of work of a full -time employee employed 
in a similar capacity in the same enterprise whether the 
normal hours of work are calculated with reference to a 
day, a week, or any other period as may be specified by 
regulationsò.
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Part Time Employee (Contd)

The ñnormal hours of workò referred to in these 
Regulations means the hours of work as agreed in the 
contract of service between the employer and the part -
time employee.

Eg. If normal hours of work of fulltime employee is 8 
hours per day, 30% is  2.4 hrs. and 70% is 5.6 hrs. If a 
part time employee is required to work as follows, he is 
part time on some days and full time on other days 
Monday - 2 hours (less than 30%)
Tuesday - 4 hours (more than 30% and less than 
70%)
Wednesday - 2 hours (less than 30%)
Thursday - 4 hours (more than 30% and less than 
70%)
Friday - 2 hours (less than 30%)
Saturday - 4 hours (more than 30% and less than 
70%)
Total  18 hours ( more than 30% and less than 

70% of  48 hours)
2

 
 

Definition in S66A(1)

Singapore Employment Act

In this Part, ñpart-time employeeò 
means an employee who is required 
under his contract of service with an 
employer to work for less than 35 
hours a week.

3
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4

S.19 Payment of Wages

Payment for overtime, work on 
rest days and public holidays may 
be made the following month.

 

5

S.22 Advances

Deleted - Livestock and bicycle

Added   - Purchase of computer, 
medical expenses, 
childrenôs education 
and wages pending 
SOCSO claims
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6

S.25 Wages to be paid through Bank

Wages must be paid into a Bank Account but may
be paid in cash or by cheque upon a written request
of the employee other than a domestic servant.

In the case of a domestic servant prior approval
from DGL is needed for payment in cash or by 
cheque.
Employee may withdraw his request with 4 weeks
notice.

Employer shall not unreasonably refuse the request

 

7

S.33A Information Relating to 
Supply of Employees

- Contractor for labour who intends 
to supply labour should register 
with DGL in prescribed form 

- C/L should keep register with 
particulars of each employee 

- Penalty 10K for failure to keep 
Register
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8

S.37 Maternity Protection

S.44A    Maternity provisions are applicable to
to all female employees irrespective of 
salary.

S.44(4) Employer who terminates female 
employee during maternity leave commits 
an offence but retirement, resignation and 
closure are excluded. 

 

9

S.60D Holidays

- Minimum of 10 increased to 11

- Statutory holidays increased from 4 to 5

from 4 to 5

- Malaysia day 

- Public holiday falling on another public holiday
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10

S.60K Foreign Employees

- Notification by employer to DGL of 

intention to employ foreign employee 

- Furnish full particulars to DGL

- Penalty of 10K for failure to: -

ÅGive notice to DGL

ÅFurnish required information

ÅGiving false or misleading information               

 
 

11

S.60K Foreign Employees (Contd)

- Within 14 days of employing a 
foreign employee, employer to 
furnish full particulars to DGL 

- Penalty 10K for failure to notify

- S.60o Foreign domestic servants 
excluded from this Part
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S.69B Additional Powers of DGL

Á RM1.5K increased to RM2K

Á Implication for First Schedule

12

 

PART XVA

Sexual Harassment

Sexual Harassment means any unwanted 
conduct of a sexual nature, whether 
verbal, non-verbal, visual, gestural or 
physical, directed at a person which is 
offensive or humiliating or is a threat to 
his well-being, arising out of and in the 

course of his employment;

13
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Sexual Harassment (Contd)

S.81A ñComplaint of sexual harassmentò 
means complaint made by 

- an employee against another 
employee

- employee against employer 

- employer against employee 

14

 

 

 
Amendments to Employment Law & Pitfalls in Contracts of 
Employment by T. Balasubramaniam 


