
INTRODUCTION

The Singapore Armed Forces (SAF) and the 

Singapore economy have been sharing a common 

and limited pool of human resources in the small 

city-state since the formation of the country’s 

defence force. To reinforce the regulars in the SAF, 

the conscript service was introduced in 1967 for all 

Singaporean males to serve 2 years of compulsory 

national service. Today, the SAF has grown into a total 

strength of 21,000 regulars and 30,000 conscripts. In 

the last decade, the dramatic expansion of the global 

economy had stiffened the international competition 

for Human Resource (HR). Globally, the demand for 

motivated and high performing individuals has long 

been exceeding the corresponding supply.1 It is 

the emergence of trends such as shifting  

demographics (e.g. ageing population and declining 

birth rates), social evolution, globalisation and 

entrepreneurship practices that are giving birth to the 

new HR phenomena we see today. Across all industries, 

commitment and loyalty are diminishing; job-hopping 

has become the norm. To address these issues, analysts 

stress the importance for organisations to pursue HR 

strategies that focus on increasing staff motivation 

and retention. At the same time, the competition over 

talents and high performers is also creating a rat-

race between organisations to offer better and more 

lucrative rewards and benefits.  These developments 

invariably compound the HR challenges faced by the 

private sector and the SAF alike.

The SAF is committed to grooming our nation’s talent for the 
defence of our country. SAF Overseas Scholarship (SAFOS)  
recipients interacting with Dr Ng Eng Hen (left), Minister for 
Defence before the SAFOS award presentation ceremony.
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Abstract: 

The Singapore Armed Forces (SAF) and the Singapore economy have been sharing a common and limited pool 
of human resource in the small city-state since the formation of the national defence force. To address the 
challenging issue of attracting talent to fill up the SAF’s ranks and succession in the years to come, analysts 
stress the importance for organisations to pursue human resource (HR) strategies that focus on increasing staff 
motivation and retention. At the same time, the competition over talent and high performers is also creating a 
rat race between organisations to offer better and more lucrative rewards and benefits. In the light of changing 
societal trends such as shifting demographics, social evolution, globalisation and entrepreneurship practices, 
there is a need to rekindle values, soldiering instincts and learning abilities in the new soldiers. 
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MOTIVATION AS AN OPERATIONAL STRATEGY

“For a small country like Singapore, acquiring and 

nurturing human talent is a matter of survival”, said 

Mr Lee Hsien Loong, Prime Minister of Singapore, in his 

speech made at the Singapore Human Capital Submit 

Opening in 2009.  The same message was reiterated 

again during his National Day message in 2010, 2011 

and 2012.  It is thus evident that the importance of 

human talent cannot be more emphasised. Today, 

in the SAF, recruitment and retention are perennial 

challenges. To address this, the Personnel Command 

(PERSCOM), which is an initiative stemming from the 

SAF HR transformation, was formed in Jun 2011.2 

According to Colonel Terry Siow, then Commander 

PERSCOM, at the inauguration parade, "PERSCOM was 

established as part of the larger Ministry of Defence 

and SAF HR transformation efforts to strengthen our 

HR system to meet new challenges, which include 

higher demands for HR delivery and services, as well 

as enhancing our manpower operations capabilities.” 

Evidently, the growing global demand for human 

capital and the challenges of motivating and retaining 

quality people necessitate more elaborate strategies 

that require well-thought planning, organising and 

execution. In the current volatile global environment 

and security landscape, the future belongs to those 

that can best manage change. Organisations that 

possess highly competent and committed individuals 

who can respond to changes rapidly are most likely to 

succeed. For the SAF, this means competent soldiers 

who are committed to defending the sovereignty of 

the country, but yet dynamic in the face of evolving 

threats and trends.  The goal of all contemporary 

leaders is to garner the energy of these elites in order 

to achieve the organisational objectives. In return, 

leaders are responsible for creating the climate for 

our good people to develop to their fullest potential.  

Failure to do so may increase staff frustration, poor 

performance, lower job satisfaction and eventual 

retention challenges,3 all of which are detrimental 

towards the success of the organisation. Particularly, 

in the increasingly unpredictable and knowledge-

based environment, retention is becoming more 

important. While the SAF can have the competitive 

advantage in weapons and military technologies, 

it is the people who will win the war. In times of 

decision, the scarce number of talents will eventually 

become the crucial differentiating resource 

between conflicting forces.4 Economically, retention 

challenges also pose high costs for an organisation.  

Statistically, a company loses approximately one 

million dollars (direct and indirect cost) for every ten 

managerial and professional leaving the company.5  

For the SAF, we also lose the valuable operational 

experience of each soldier who leaves us. Our HR 

system, which is essential for staff retention, is 

thus an integral part of our fighting systems given 

its function to build up the operational edge of our 

war fighting capabilities – our people. In the business 

of defence, our task of protecting the country and 

its people is a sacred one.  Soldiers are not hired to 

fight but called to serve for a noble cause.  Hence, 

HR management today cannot merely be a series 

of ‘corporate’ strategies consisting of cold and  

pragmatic methods e.g. monetary incentives, but 

instead should also have in place strategies that  

recognise and appeal to intangibles such as job 

satisfaction, sense of achievement and nationalistic 

sentiments  

“For a small country like Singapore, 
acquiring and nurturing human  
talent is a matter of survival”, said 
Mr Lee Hsien Loong.

WHAT THEORIES TEACH US

Past studies revealed many motivation and  

retention strategies that include ‘fair’ remunerations 

and pay, conducive and challenging work environment, 

good career development opportunities, strong 

immediate supervisor leadership and support.6  These 
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strategies are touted to strengthen the organisation’s 

ability to motivate and retain their pool of talents.7 

However, these strategies were established on theories 

that stem from a simple and basic assumption that 

humans are influenced by the basic biological need  

to survive.  We can trace this assumption to 

the 'carrot and stick' method, evolved from the 

behaviour of a donkey, which moves forward based 

on the anticipated reward of a carrot dangling 

in front of it. Early behavioural scientists built 

on this principle to study individual, group and 

interpersonal relationships.  Scholars like Frederick 

Winslow Taylor and Henry L. Gantt developed  

theories to increase efficiency and effectiveness 

during the industrialisation period based on this 

understanding of the human behaviours. In the 1940s 

and 50s, these notions were further theorised by 

scholars such as Abraham Maslow, Douglas McGregor  

and Frederick Herzberg. The Maslow’s Hierarchy of 

Needs, Mcgregor’s Theory X and Y and Herzbery’s 

Hygiene Theory became the most commonly read, 

taught and practised theories amongst academics, 

institutions, managers and leaders. These theories  

on motivation and psychology relied on the 

common theme of using the 'carrot and stick' 

approach to trigger the desired response from 

the employees by understanding their behaviour 

and responses. The study that human relies on a 

reward-seeking and punishment-avoiding behaviour 

to stay happy and productive was simple and 

gained popularity quickly, despite newer studies  

that show there are very weak links between the 

factors that make people happy and the factors that 

people strive for.8 It is a common fallacy to assume 

that the factors that make people happy are often 

the factors that will increase performance.9 Today, 

managers and leaders continue to treat rewards and 

punishments as the panacea for most HR issues.  

However, the dialectics of effective motivation 

and retention imposes an increasing need for us 

to differentiate between compliance, happiness 

and performance to achieve a more lasting and  

purposeful outcome.

In the same period during the 1940s and 50s, a 

separate study by Harry F. Harlow discovered that the 

use of ‘carrots’ had disrupted performance instead 

of enhancing it.10 However, this study did not take 

Soldiers carrying out drills in preparation for the SAF Day parade.
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traction until the 1970s when Edward Deci decided 

to take a closer examination on this discovery as part 

of his dissertation topic.  This was further developed 

by Alfie Kohn and Daniel H. Pink in the last two 

decades and they argued that past human motivation 

developments was rooted on a donkey’s psyche - an 

unexamined assumption, and raised the alarm that 

the current organisations are killing motivation 

through the 'carrot and stick' method.  They stressed 

that any motivation method relying on external 

control systems will not be effective; motivation 

comes from an intrinsic drive—‘to achieve autonomy, 

mastery and purpose’.11 Other contemporary writers 

such as Jim Collins, Robert Fritz, Peter Senge, Daniel 

H Kim and Seth Godin also echoed these findings.  

Their literature also alludes that motivation and 

performance are not driven by 'carrot and stick' but 

an innate human behaviour to do well.  Alfie Kohn 

stated in ‘Punished by Rewards’ that “We are beings 

who possess natural curiosity about ourselves and our 

environment, who search for and overcome challenges, 

who try to master skills and attain competence, and 

who seek to reach new levels of complexity in what 

we learn and do.”12 This argues that human behaviour 

is neither reward seeking nor punishment avoiding 

but inherently motivated to seek performance.  Peter 

Senge, in The Fifth Discipline also went to uncover 

the flaws and detrimental effects of the 'carrot and 

stick' motivational theories by highlighting that  

“Our prevailing system of management has destroyed 

our people.  People are born with intrinsic motivation, 

self-respect, dignity and curiosity to learn and joy 

in learning.  The forces of destruction begin with 

a toddler—a prize for the best Halloween costume, 

grades in school, gold stars and so on up to university.  

On the job, people, teams and division are ranked, 

reward for the top, punishment for the bottom.  

Management by objectives, quotas, incentive pay, 

business plans, put together separately, division by 

division, cause further, unknown and unknowable.”13

THE UNINTENDED CONSEQUENCES

The study of motivation is a complicated one as it 

centers on the irrational behaviour of human beings. 

Over the years, each theory continues to be effective 

in its own merits.  Today, the dilemma of satisfying 

the human practical need versus the aspiration need 

continues to be a puzzle.  Yet one thing we know 

surely is that the shift from the industrial age to the 

information age has caused employees to develop a 

very different world-view. The new-age employees 

are highly sophisticated, driven and demand greater 

satisfaction from their work.  They challenge any 

signs of manipulation and are rarely bought over by 

simple rewards or incentives. Motivating employees 

today demands more than just satisfying basic  

needs.  However, the ‘corporate’ notion of motivation 

and the harsh reality of the scarce human resource 

continue to cloud our judgment as we continue to 

use rewards as the primary means to influence and  

motivate our people.  Throughout the years, the 

SAF continually offer its regulars better terms of  

employment, review of market rate remuneration 

and performance-based bonuses and increments.   

Manpower polices and recruitment strategies 

are also constantly reviewed to address the 

developments of the societal trends. The 

introduction of the Military Domain Experts  

Scheme (MDES) was targeted to provide a more  

customised reward and progression scheme that  

meet the demands of an egalitarian society and the  

‘new’ employee to entice higher recruitment and 

retention.  Through the creative use of extrinsic  

factors and rewards, we have achieved a temporal relief  

for the recruitment and retention pressures but 

have caused an unintentional reliance on rewards to  

combat these problems.  Over time, these rewards 

turn into an addiction for the employee and pushes 

out their motivation.  The more rewards are used, the 

more they seemed to be needed.14 For the professional 

soldier, the reasons for joining this sacred institution 

become more and more obscured.

features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

24



While addressing the SAF’s HR challenges, the 

essay does not deny the immutable need for extrinsic 

rewards.  It will be a big mistake if we think that the 

soldier’s commitment and performance can be totally 

substituted by the call of duty, strong values, pure 

leadership, respect and self-sacrifice.  Ultimately, 

human behaviour is still influenced by the need to 

survive.  At the foundation of every HR strategy, we 

must address survival.  However, we must also be 

cognisant of the unintended consequences of over 

subscribing to extrinsic rewards and gratification.  By 

recognising the ill effects of over-reliance and over-

indulgence on rewards, we can better use it as a tool to 

optimise individual and organisational performance. 

In our institutional structure and values, we can 

hardly afford these consequences that are caused by 

immoderate rewards.

While the SAF can have the 
competitive advantage in weapons 
and military technologies, it is the 
people who will win the war.

In a reward system, the use of rewards for 

performance shifts the soldiers’ relationship 

obligations to pure transaction.15 In such a paradigm, 

the people no longer feel the obligation or the drive 

to put in the extra effort.  Their contributions are now 

reduced to a commodity that is traded for a value.  

This diminished the trust between leaders and men.  

For the men, they now have a choice to determine 

their efforts towards their tasks as the justifications 

are based on rewards rather than relationship and 

responsibility. In our business of security, the call of 

duty can hardly be measured or replaced by rewards.

In our highly affluent society, rewards also alter 

the focus of the soldiers.  Rewards satisfy needs and 

give pleasure. People tend to repeat or change their 

behaviour to relive their pleasures. The focus on 

reward breeds stress, distractions and greed that leads 

to undesirable behaviour, such as poor performance, 

unethical actions and power struggles.  In time, 

soldiers lose their professionalism, candor, personal 

values and military effectiveness by succumbing to 

the extrinsic rewards and narrow self-interests.

Self-interest and rewards also affects power in the 

organisation.  Kohn highlights that rewards not only 

reflect disparity in power but also distributes them.16 

 

In the SAF, these rewards take the form of promotion 

and rank, since it is directly proportional to monetary 

rewards and benefits.  In a reward system, perceptions 

of ‘favouritism’ and ‘unfair treatment’ are often at 

play.  The attempt to create the perception of being 

the ‘best’ often outweighs the actual performance.  

Mistrust and individualism begin to creep in as people 

no longer trust their superiors because of the power 

to dispense rewards, they will attempt to mask their 

flaws and re-package their performance. Leaders 

will find it challenging to develop their men’s full 

potential.  Over time, the institution values, team 

culture and organisational performance will give way 

to the power struggle caused by greed and hunger.

WHAT DOES IT MEAN FOR THE SAF?

Unlike most organisations, the SAF is a military 

organisation. The military organisation is always 

viewed as an institution. The members are connected 

by their values and oath to protect and preserve.  

They are military professionals who identify 

themselves with the notion of self-sacrifice, trust 

and responsibility. They serve selflessly without 

distractions and self-interest.  In this structure, 

respect for authority and institutional bonding 

are highly valued.17 For Singapore, such a structure 

in the SAF is not insulated from the society.  

The entwined bond with societal trends puts  

the SAF in a precarious position of losing the 

institutional concept. As the SAF progresses to a  

modern military organisation, we are reminded that 

‘The SAF is an armed force; it is not a civilian  
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corporation. Its mission is to defeat its enemies, 
ruthlessly and completely.18 Military sociologists 
caution armed forces against over inducting 
corporate strategies aimed at deriving higher 
efficiencies and neglecting the conviction of 
values and sacrifices unique to a military force.19 

The notion of an institutional concept possesses 
military values that 
cannot be replaced by 
the occupational culture. 
In the SAF modernisation 
journey, we have taken 
a vital step to introduce 
practices that are highly 
focused and efficient.  In 
most highly successful and 
efficient organisations, 
these work processes are 
targeted at maximising individual performance and 
minimising costs.  Managers only focus employees’ 
abilities to meet their performance goals and build the 
entire appraisal system to achieve it. This reasoning 
was attributed to a reductionist approach popularised 
during the industrialisation period.  The reductionist 
approach believes that we can understand complex 
things better by breaking them down into smaller and 
smaller pieces.20 Over time, the roles of the employees 
are reduced to mere machines; competent in 
complying with strict instructions without question 
or need of purpose.  The reductionist approach 
sustains on an extrinsic reward system.  Over time, 
the unintended consequences creep in and result in 
declining motivation and performance, culminating 
in recruitment and retention issues.  In the SAF, we 
must separate ourselves from other organisations and 
not make the mistake of motivating and retaining 

staff like the commercial corporations.

TRANSFORMING THE WAY WE MOTIVATE AND 
RETAIN

In the SAF transformation journey, it is vital that 

we continually re-invent ourselves and put in place 

measures that will cushion the undesirable influences 

of the ‘commercialisation’ of the Armed Forces. In 

this new era, the birth of the ‘new’ employees in 

the information age also demands military leaders 

to rekindle the true meaning of military service and 

articulate a core value system that is coherent with 

the new world-views of autonomy, drive and intrinsic 

motivation. With the increase in public censure and 

the eroding regard of 

military service as sacred 

duty, we are not surprised 

to observe the increasing 

trend of new soldiers 

viewing the SAF as just 

another job in the labour 

market and undermining 

the military values, 

soldiering instincts and 

professional ideals as a military professional.

The contemporary motivational theories favour 
developing purpose, self-awareness, habits and 
personal mastery to increase motivation and 
performance.  These approaches produce a positive 
reinforcing effect but require more time to manifest 
and are difficult to measure. Central to these 
theories is the need for an individual to learn and 
build knowledge; to possess learning abilities. 
Learning abilities is the skill to observe, listen,  
ask and internalise experience. Learning abilities 
form the cornerstone of worker competencies; the 
new generation ‘knowledge workers’ use this tool 
to increase performance.21 “Learning is increasing 
one’s ability to take effective action.”22 According to 
Seth Godin, author of Linchpin, we are not surprised  
when we observed a craftsman sharpen his saw 
or when an athlete trains hard.  However, when a 
worker develops his learning abilities, we respond 
in disapproval.23  When a worker knows how to 
do his job, he does it well.  When a worker learns 
how to do his job better while working, he will 
constantly improve his performance. Through 
learning, he increases the type and number of 
‘tools’ he has.  As he finds it easier to do his job, he  

Learning abilities is the skill to 
observe, listen, ask and internalise 
experience. Learning abilities 
form the cornerstone of worker 
competencies; the new generation 
‘knowledge workers’ use this tool to 
increase performance. 
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will be more motivated to do well and learn more to 

become better.  Kohn explained that it is more 

productive to change the way workers are treated 

rather than the way they are paid.24  This is congruent 

with the discovery of the ‘new’ worker.  In the SAF, 

the ‘new’ soldiers are highly sophisticated, driven 

and demand greater satisfaction, thus requiring us to 

move away from blind manipulation through rewards 

or incentives.

Increasing their learning abilities will motivate 

them in many ways.  Firstly, learning abilities will 

increase their competencies and improve their 

value.  When they recognise the opportunity to 

improve their worth, they will want to stay as long as 

possible to increase their value.25  Secondly, as their 

competencies increase, it becomes easier for 

autonomy to take place. Autonomy is widely  

recognised as a more superior form of motivating 

people instead of the autocratic managerial style.  

As the soldiers are empowered, they are in a better 

position to make choices, work more collaboratively 

and be part of the decision and outcome. This 

increases ownership and motivation, which often 

produce surprising results.  Thirdly, learning requires 

the individual to constantly seek the unknown.26 

When an individual develops learning abilities, 

he seeks ways to improve his work performance 

and the outcome of his tasks.  He breaks free 

from the routine tasks and takes the challenge to  

problem-solve and improve. This continuous  

discovery will fuel his satisfaction and motivation, 

leading to better performance and commitment. 

As the individual progresses in his learning 

and competencies, he will be able to take on 

greater responsibilities and contribute more 

positively to the team.  The involvement will 

lead to greater acceptance and collaboration. 

Team members will encourage and support each 

other more readily.  The working environment will  

improve significantly, the desire to perform well will 

become stronger and work becomes more enjoyable.27 

For leaders, motivation through increasing learning 

abilities is a more sustainable strategy than extrinsic 

rewards.  Learning abilities not only let the soldiers 

get new knowledge, but also gives them the ability  

to create knowledge.  The strength of a fighting force 

is the ability to adapt while we fight.  By increasing 

the forces’ ability to learn, we ensure that we  

possess the competitive advantage at every phase of 

the battle.

While we have established that learning abilities 

will generate more sustaining and enduring 

motivation without the undesirable consequences 

of ‘corporate’ motivational strategies, the effects 

cannot be easily measured and pegged against our 

organisational performance, unlike commercial 

organisation.  For leaders, it is tempting to continue 

using extrinsic rewards to meet the HR challenges.  

As a military organisation, it is incumbent for the 

leaders to acknowledge the institute concept that  

the SAF needs to preserve and guard, against the 

temptation of ‘corporatising’ the Armed Forces.  

Focusing on learning abilities provides the  

opportunities for us to regenerate the meaning of 

serving in the military service.  As military leaders  

and professionals, we must develop our people as  

our kin. To quote Sun Tzu, "Regard your soldiers as  

your children, and they will follow you into the  

deepest valleys; look on them as your own beloved 

sons, and they will  stand by you even unto death." 

By teaching, influencing and motivating our people 

through deeper engagement and relationship, we 

are moving away from a corporate identity to an 

institutional identity; a military force of professionals, 

anchor on common ideals and values, ready to serve 

and protect. 

CONCLUSION

The late Dr Goh Keng Swee said that “The guns 
we provide the SAF are as effective as the soldiers 
who fire them.  The soldiers are as effective as the 
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officers who lead them.” Mr Lee Kuan Yew, then 
Minister Mentor stated that “if you, who are growing 
up, do not understand that we have to defend this 
[country], then in the end, we will lose. Others will 
come, smack us down and take over.”28 The essay 
began by highlighting the growing HR challenges 
for the SAF in the light of the changing societal 
trends.  It also expounds the impact of ‘corporatising’ 
motivation in the institutional concept of the SAF. To 
ensure the continual transformation to a formidable 
and operationally ready SAF, it proposes the need to 
rekindle the values, soldiering instincts and learning 
abilities for our new soldiers as our ‘beloved sons’.

   
To sum up by quoting Martin van Creveld, “An 

army’s worth as a military instrument equals the 
quality and the quantity of its equipment multiplied 
by [its] fighting power.  The latter rests on mental, 
intellectual, and organisational foundations; its 
manifestations, in one combination or another, 
are discipline and cohesion, morale and initiative, 
courage and toughness, the willingness to fight,  
and the readiness, if necessary, to die."29 These values 
of the military institution cannot be manipulated  
or bought.  To build a fighting force that will be  
able to withstand the test of time, the SAF will 
need to look into the ways it overcomes her HR  
challenges to motivate and retain her people. 

BIBLIOGRAPHY

Adams, J. Managing People in Organizations: Contemporary 

Theory and Practice. New York: Palgrave Macmillan, 2007.

Adecco. Future Trends in Human Resources and Talent Attraction 

Strategies in Singapore.2012. http://www.adeccoasia.com/

singapore/asset/pdf/clients_whitepapers/Adecco%20

White%20Paper%20%20Future%20Trends%20In%20

Human%20Resources%20&%20Talent%20Attraction%20

Strategies%20in%20Singapore.pdf. 

AON Hewitt. Trends in Global Employee Engagement. 12 

August 2012. http://www.aon.com/attachments/thought-

leadership/Trends_Global_Employee_Engagement_Final.pdf.

“Retaining Talent: Replacing Misconceptions with  

Evidence-Based Strategies.” Academy of Management 

Perspectives 24, Issue 2 (2010).

“Old friends, new faces: motivation research in the 1990s.” 

Journal of Management, Vol. 25, No. 3, 1990.

Asiabizservices. Singapore’s Dynamic Approach towards Talent 

Management a Key for its Competitiveness. 12 May 2012. 

http:// www.prweb.com/ releases/ Singapore/ work-visa/ 

prweb8680958.html.

“Applying Herzberg’s Hygiene Factors to the Changing 

Accommodation Environment.” International Journal of 

Contemporary Hospitality Management, Vol. 5 Issue 2, 1993.

Capturing Hearts And Minds. Leader to Leader Journal, Issue 

57, 2012.

Beech, N., Cairns, G., Livingstone, H., Lockyer, C. and Tsoukas, 

H. Managing People in Organisations. Glasgow: University of 

Strathclyde, Business School, 2009.

“The global ‘war for talent’”. Journal of International 

Management 15, No. 3 (2009).

Berkley Group. Singapore workforce: Market Sentiment survey. 

25 August 2012. http:// www.berkley.com.sg/ files/ Q4_

Market_Sentiment_Report__ Singapore.pdf.

“The fight for global talent: new directions, new competitors 

– A case study on Singapore.” Career Development 

International, Vol. 7 No. 2, 2012.

Bokorney, J. Salaries Still Rising. 14 July 2012. 

http:// archive.evaluationengineering.com/ archive/

articles/0407/0407salaries.aspS.

Buckingham, M. First, Break All the Rules - What the World's 

Greatest Managers Do Differently. New York: Simon and 

Schuster, 1999.

“Distance and Discourse in the Local Labour Market: The Case 

of Singapore.” Area 32 No. 4 (2000).

“Reinforcement, Reward, and Intrinsic Motivation: A Meta-

Analysis.”  Review of Educational Research 64, No. 3 (1994).

“Intrinsic and extrinsic job motivations among different 

segments of the working population.” Journal of Applied 

Psychology 50, No. 3 (1966).

Chan, David. High Salary Equals High Happiness? 14 July 2012. 

http://siliconvalleyresources.com/salaries/high-salary-

equals-high-happiness.

features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

28



Champion Group. Work-Life Harmony Report: Findings and 

Recommendations for Employers on how to use Work-Life 

Strategies to Optimise Business Performance. August 12 2012. 

http://www.mom.gov.sg/Documents/employment-practices/

WLSREPORTFINAL.pdf.

“BHSF taps into the graduate talent-bank: SME learns the 

secret of recruiting, training and retaining the best.” Human 

Resource Management International Digest, Vol. 15 No. 2, 2007.

“Key skills retention and motivation: the war for talent 

still rages and retention is the high ground.” Industrial and 

Commercial Training 38, No. 1 (2006).

Collins, J. Good to Great: Why Some Companies Make the 
Leap... and Others Don't. New York: HarperCollins Publisher 
Inc, 2001.

Collins, J. and Porras J. Built to Last: Successful Habits of 
Visionary Companies. New York: HarperCollins Publisher Inc, 
2004.

Covey, S. R. The Seven Habits of Highly Effective People: 
Powerful Lessons in Personal Change. New York: Fireside, 
1989.

Deci, E. L. and Flaste, R. Why We Do What We Do: Understanding 
Self-Motivation. New York: Penguin Group, 1995.

“Self-Determination Theory and Work Motivation.” Journal 
of Organizational Behaviour 26, Issue 4 (2005).

“Value-Based hiring builds commitment.” Personal Journal 
72, Issue 11 (1993).

“Managers’ theories of subordinates: A cross-cultural 
examination of manager perceptions of motivation and 
appraisal of performance.” Organizational Behaviour and 
Human Decision Processes 93, No. 1 (2004).

“A Neglected Aspect of Motivation.” Sociometry 2, No. 1 
(1939).

Drucker, P. The Practice of Management. 1st edition. UK: 
Butterworth-Heinemann, 1994.

“The strategic drivers and objectives of communities of 
practice as vehicles for knowledge management in small  
and medium enterprises.” International Journal of 
Information Management 28, No. 1 (2008).

“The talent wars.” Journal of Consumer Marketing 26, Issue 
5 (2009).

“Fitz-enz it’s costly to lose good employees”, Workforce 76, 
No. 8, 1997.

Focus: Energising Work Culture: A Work-Life Strategy Handbook. 
10 September 2012. http://www.mom.gov.sg/ Documents/ 
employment-practices/ energising_work_ culture-a_work-
life_strategy_handbook.pdf.

“The race for talent: retaining and engaging workers in the 
21st century.” Human Resource Planning 27, No. 3 (2004).

Fritz, R. Path of Least Resistance: Learning to Become the 
Creative Force in Your Own Life. New York: The Random House 
Publishing Group, 1989.

Gallwey, W. T. The inner game of work. New York: Random 
House, 2000.

Gantt, H.L. Organizing for Work. London: Allen and Unwin, 
1919.

Gellerman, S. W. Motivation in the Real World: The Art of 
Getting Extra Effort from Everyone - Including Yourself. New 
York: Plume, 1993.

Ginsberg, M. B. Cultural Diversity, Motivation, and 
Differentiation. Theory into Practice 44, No. 3 (2005).

Godin, S. Linchpin: Are you indispensible? New York: Penguin 
Group, 2010.

“Influence of learning and working climate on the retention of 
talented employees.” Journal of Workplace Learning 23, Issue 
1 (2011).

“Different Fits Satisfy Different Needs.” Journal of Applied 
Psychology 94, No. 2 (2009).

Haenisch, J. P. Factors Affecting the Productivity of 
Government Workers. 25 August 2012. http://sgo.sagepub.
com/ content/ early/ 2012/ 03/ 05/ 2158244012441603.

“Aligning talent management with approaches to equality 
and diversity; Challenges for UK public sector managers.” 
Equality, Diversity and Inclusion: An International Journey 29, 
No. 5 (2010).

“Developing effective global relationships through staffing 
with inpatriate managers: The role of interpersonal trust.” 
Journal of International Management 17, Issue 2 (2011).

Helliwell, J., Layard, R. and Sachs, J. World Happiness Report. 
1 August 2012. http:// www.earthinstitute.columbia.
edu/ sitefiles/ file/ Sachs%20Writing/ 2012/ World%20
Happiness%20Report.pdf

Herzberg, F. The Motivation to Work. New York: John Wiley 
and Sons, 1959.

Herzberg, F. Work and the nature of man. New York: World 
Publishing, 1971.

Herzberg, F., Mausner, B. and Bloch Snyderman, B. The 
motivation to work. New Jersey: Transaction Publishers, 
2005.

“Motivation, leadership, and organization: Do American 
theories apply abroad?“ Organizational Dynamics 9, No. 1 
(1980).

“Finders, keepers? Attracting, motivating and retaining 
knowledge workers.” Human Resource Management Journal 
13, No. 4 (2003).

features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

29



“A Study of the Relationships between Compensation 
Package, Work Motivation and Job Satisfaction.” Journal of 
Organizational Behaviour 20, No. 7 (1990).

“The motivational properties of tangible incentives.” 
Compensation & Benefits Review 39, No. 3 (2007).

Kim, D. Organizing for Learning, Strategies for Knowledge 
Creation and Enduring Change. Singapore: Cobee Publishing 
House, 2002.

“An Integrated Control Theory Model of Work Motivation.” 
The Academy of Management Review 14, Issue 2 (1989).

Kohn, A. Punished by Rewards. Boston, MA: Houghton Mifflin 
Company, 1999.

“HRD practices and talent management in the companies 
with the employer brand.” European Journal of Training and 
Development 36, Issue 1 (2012).

“A model of high performance work practices and turnover 
intentions.” Personnel Review 37 No. 1, 2007.

Lundy, O. and Cowling. Strategic Human Resource Management. 
1st ed. London and New York: Routledge, 1996.

“Culture and the Self: Implications for Cognition, Emotion, 
and Motivation.” Psychological Review 98, Issue 2 (1991).

“A Theory of Human Motivation.” Psychological Review 50, 
No. 4 (1943).

Maslow, A. H. Motivation and personality. New York: Harper & 
Row Publishers, 1954.

Mayo, E. The human problems of an industrial civilization. 
New York: The Macrnillan Company, 1933.

McGregor, D. The Human Side of Enterprise. New York: 
McGraw-Hill, 1960.

McKenna, E. and Beech, N. Human Resource Management – A 
Concise Analysis. 2nd ed. London: FT Prentice Hall, 2008.

“Total Rewards: Good Fit for Tech Workers.” Research-
Technology Management 49 No. 5 (2006).

“The barriers to effective global talent management: The 
example of corporate élites in MNEs.” Journal of World 
Business 45, Issue 2 (2010).

Moorhead, G. and Griffin, R. W. Organizational Behaviour: 
Managing people and organizations. 5th ed. Boston, MA: 
Houghton Mifflin, 1988.

Moskos, C. and Wood, F. The Military: More than just a job. 
Pergamon-Brassey's International Defense Publishers, 1988.

Moskos, C. “From Institution to Occupation: Trends in 
Military Organisation.” Armed Forces and Society 4, No. 1 
(1977).

“Singapore's response to the global war for talent: Politics 
and education.” International Journal of Educational 
Development 31, No. 3 (2011).

“Selecting, Developing, and Retaining Top Performers.” 
Seminars in Orthodontics 17, No. 4 (2011).

Parsons, M. “Attracting, Developing and Retaining Talent.” 
Research-Technology Management 52, No. 6 (2009).

Phillips, J. J. and Edwards, L. Managing talent retention: an 
ROI approach. United States: Pfeiffer, 2009.

Pi, W. L., Marusarz, T. and Baumruk, R. What Makes a Best 
Employer? 11 August 2012. https://ceplb03.hewitt.com/ 
bestemployers/ canada/ french/ pdfs/ bestemployer.pdf

Pink, D. H. Drive. The Surprising Truth About What Motivates 
Us. New York: Penguin Group, 2009.

Price, C. and Turnbull, D. The organizational challenges 
of global trends: A McKinsey global survey. 17 June 2012. 
http:// download.mckinseyquarterly.com/ organizational_
challenges.pdf

Ramlall, S. “A review of employee motivation theories 
and their applications for employee retention within 
organizations.” Journal of American Academy of Business 5, 
2004.

“Global talent management and global talent challenges: 
Strategic opportunities for IHRM.” Journal of World Business 
46, No. 4 (2011).

Senge, P. M. The Fifth Discipline - The Art and Practice of the 
Learning Organization. New York: Doublebay, 1990.

“Retention of employees in small and micro enterprises 
through motivation - A study.” International Journal of 
Multidisciplinary Research 2, Issue 1 (2012).

“Meaningful Work, Employee Engagement, and Other 
Key Employee Outcomes.” Advances in Developing Human 
Resources 13, No.4 (2011).

Steer, R. and Porter, L. Motivation and Work Behaviour. 3rd 
ed. New York: McGraw-Hill Book Company, 1983.

“Temporary employees in Singapore: what drives them?” The 
Journal of psychology 136, No. 1 (2002).

Taylor, F. W. Scientific Management. Volume 1. London: 
Harper and Brothers, 1947.

Uri, G. and Aldo, R. “Pay Enough or Don’t Pay at All.” 
Quarterly Journal of Economics 115 No. 3 (2000).

“Contingent workers: needs, personality characteristics, 
and work motivation.” Team Performance Management 17, 
No. 5-6 (2011).

Vroom, V. H. Work and motivation. San Francisco: Jossey-
Bass, 1964.

Wee, L. “Why Singaporeans are the happiest in the region.” 
The Straits Times, 17 May, 2012.

“Turnover intentions: Do leadership behaviours and 
satisfaction with the leader matter?” Team Performance 
Management 17, No. 1-2 (2011).

features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

30



“The Crucial Importance of Employee Engagement.” Human 
Resource Management International Digest 14, No. 1 (2006).

Wright, P. Motivation and job satisfaction. Lund: 
Studentlitteratur, 1989.

ENDNOTES

1.	 A. Wooldrige, “A survey of talent: Author Interview.” 17 

June 2012, http:// www. economist.com/ node/ 7991431 

(13 May 2012) and C. Price and D. Turnbull (2007). The 

organizational challenges of global trends: A McKinsey 

global survey. http:// download.mckinseyquarterly.com/ 

organizational_challenges.pdf

2.	 H. T. Ong, “SAF Strengthens HR System with new 

formation.” 2011, Cyberpioneer, http:// www.mindef.gov.

sg/ imindef/ publications/ cyberpioneer/ news/ 2011/ 

jul/ 01jul11_news.html.

 3.	 R. Steer and L. Porter, Motivation and Work Behaviour. 7th 

ed. (New York: McGraw-Hill Book Company, 2003).

4.	 G. Dessler, “Value-Based hiring builds commitment.” 

Personal Journal 72, Issue 11 (1993), 98-102.

5.	  J. Fitz-enz, “Fitz-enz it’s costly to lose good employees”, 

Workforce 76, No. 8 (1997), 50-1.

6.	 F. M. Horwitz, T. H. Chan, and A. Q. Hesan, “Finders, 

keepers? Attracting, motivating and retaining knowledge 

workers.” Human Resource Management Journal 13, No. 4 

(2003), 23-44.

7.	 R. Ferguson and B. Brohaugh, “The Talent Wars.” Journal 

of Consumer Marketing 26, Issue 5 (2009), 358-362.

8.	 J. Helliwell, R. Layard, and J. Sachs, World Happiness 

Report, 1 August 2012, http:// www.earthinstitute.

columbia.edu/ sitefiles/ file/ Sachs%20Writing/ 2012/ 

World%20Happiness%20Report.pdf.

9.	L . Wee, “Why Singaporeans are the happiest in the 

region.” The Straits Times. 17 May 2012

10.	D. H. Pink, Drive: The Surprising Truth About What 

Motivates Us. (New York: Penguin Group, 2009).

11.	 Ibid.

12.	A. Kohn, Punished by Rewards. (Boston: Houghton Mifflin 

Company, 1999), 25.

13.	Senge, P. M, The Fifth Discipline - The Art and Practice of the 

Learning Organization. (New York: Doublebay, 1990), xii.

14.	A. Kohn, Punished by Rewards. (Boston: Houghton Mifflin 

Company and Pink, 1990). D. H., Drive: The Surprising 

Truth About What Motivates Us. (New York: Penguin 

Group, 2009).

15.	G. Uri and R. Aldo, “Pay Enough or Don’t Pay at All.” 

Quarterly Journal of Economics 115, No. 3 (2010), 791-

810.

16.	Ibid.

17.	C . Moskos, and F. Wood, The Military: More than just a job. 

( Pergamon-Brassey's International Defense Publishers, 

1998).

18.	BG Lee Hsien Loong, September 1984

19.	Moskos, C. "From Institution to Occupation: Trends in 

Military Organisation", Armed Forces and Society 4, No. 1 

(1977).

20.	D. Kim, Organizing for Learning, Strategies for Knowledge 

Creation and Enduring Change. (Singapore: Cobee Publishing 

House, 2002).

21.	P. Drucker, The Practice of Management. 1st edition. (UK: 

Butterworth-Heinemann, 1994).

22.	Ibid.

23.	S. Godin, Linchpin: Are you indispensible? (New York: 

Penguin Group, 2010).

24.	Ibid.

25.	S. W. Gellerman, Motivation in the Real World: The Art 

of Getting Extra Effort from Everyone - Including Yourself. 

(New York: Plume, 1993).

26.	W. T. Gallwey, The inner game of work. (New York: Random 

House, 2000).

27.	M . Buckingham, First, Break All the Rules - What the World's 

Greatest Managers Do Differently. (New York: Simon and 

Schuster, 1999).

28.	www.mindef.gov.sg/content/dam/imindef_media_library/

mindef2012/about_us/history/birth_of_saf/v06n02_

history/TMIHFeb2002.pdf

29.	Martin van Crevald, Fighting power, (Westport: Greenwood 

Press, 1982).

features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

31



features

POINTER, Journal of the singapore armed forces	 Vol.40 No.2

32

LTC Quek Seoh Hiong is an UAV Pilot by vocation and is currently CO 
129th Squadron.  LTC Quek is a graduate from the Bangladesh Defence 
Services Command and Staff College and he holds a Masters of Business 
Administration from the University of Strathclyde.


