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Creating an innovation mindset:
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1.

When organisations launch innovation initiatives, they
often devote and focus most of their time, energy and
attention on hunting for the breakthrough idea. However,
the real innovation challenge lies beyond the idea.
Organisations need to let go of the belief that innovation
is about being first, instead, they should first look into
creating the “right climate” for their employees to cultivate
the innovation mindset.

2.

What is an innovation mindset?
A mindset is “a belief in one’s self, one’s own abilities and
capabilities”. An innovation mindset starts with a growth
mindset – “a belief that their abilities can be developed
through dedication and hard work”; but at the same time
it is also consumer centric and oriented towards creating
value. Innovators want to grow, provide value by creating
solutions for things consumers need and creating new
value by providing useful things consumers did not even
know they wanted. The creative and innovative mindset
is enhanced through four behaviours: changing one’s
perspectives, taking risks, finding one’s passion, and
challenging assumptions and embracing ambiguity.
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Introduction

How to create an innovation mindset?
Cultivating an innovation mindset involves thinking
differently, acting differently and achieving extraordinary
success. Here are some specific actions that
organisations can undertake to help them develop the
mind set, skill set and tool set for innovation leadership.


Create a mandate for change, backed by a
strategy that embraces innovation.



Model what it will take individually and
collectively for the organisation to become more
innovative. It is particularly important for senior
leaders to “walk the talk”. Make managing the
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tension between business
innovative thinking a priority.

thinking

and



Communicate challenging strategic issues
throughout the organisation. Use them as
vehicles for promoting collaboration and seeking
creative ideas.



Create highly diverse teams to address strategic
issues. Help them overcome differences so that
diversity becomes a source of novel ideas.



Give people access to creative methods and
experiences. Even those with creative potential
get stuck. Readily available tools, methods and
experiences help them reframe and think
differently about challenges and opportunities.



Design and build systems to nurture innovation.
Look for low-cost ways to test and prototype new
solutions.



Champion ideas that do not quite fit and network
with your peers to find a home for them. Actively
break down barriers to innovation, including
internal politics, and destructive criticism, as well
as hurdles, gates and other unnecessary
systems.

A deliberate focus on innovation on the part of leaders is
critical for organisational growth and development. It
helps to drive the quantifiable gain and qualitative value
that are vital to keeping an organisation’s stakeholders
happy. To truly lead innovation, pay special attention to
the following items:
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Catalytic mechanisms
Look for ways to create simple and effective
ways to reinforce the message that innovation is
important. Speak in compelling and simple ways
that motivate people.



Culture that supports innovation
Culture can kill strategy, so pay constant
attention to ways you can build and maintain a
culture of innovation. It is vital if you want to
ensure that your strategy has a chance of
survival



People with the right mindset
Having the right tools and developing the right
skills without the right mindset is like having a
high-performance automobile without gasoline.
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Leaders must be role models and encourage
people to develop their ability to defer judgment,
tolerate ambiguity and be genuinely curious.
Otherwise, everything else on the innovation
agenda will sputter to a stop on the side of the
road.

4.



Enabling processes and systems
To break down the organisational barriers to
innovation, ensure that people have appropriate
governance, funding, resources, support and
access to decision-makers.



Room to run with ideas
Innovation rarely works according to plan. It
flourishes only in a culture where it’s possible for
people to try, make mistakes and learn from what
happens.



A culture of telling “what,” rather than “how”
Finally, remember that the leader’s job is not to
tell people how to do things, nor is it to have all
the great ideas. Nothing kills innovation more
than the “know-it-all leader.” Ensure that you
model appropriate humility, offer up your best
challenge and then get out of the way to let
people amaze you with novel, useful and
potentially valuable solutions.

What is open innovation?
Open innovation (OI) is defined by Henry Chesbrough as
“the use of purposive inflows and outflows of knowledge
to accelerate internal innovation, and expand the markets
for external use of innovation, respectively. This
paradigm assumes that organisations can and should
use external ideas as well as internal ideas, and internal
and external paths to market as they look to advance
their technology.”
The essence of open innovation is “innovating with
partners by sharing the risks and the rewards”.
Organisations go beyond their internal boundaries when
designing and developing some of their R&D and
innovation projects. Through combining internal and
external knowledge and skills appropriately, these
organisations are open to share ideas with a number of
collaborating stakeholders such as the consumers, users,
employees, other organisations, research institutions,
etc. Co-operation built in such a collaborative manner will
improve the results of shared projects, as well as enable
a better distribution of risks among those participating.
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5.

The benefits of open innovation
Open innovation is a strategy by which organisations
allow a flow of knowledge across their boundaries as they
look for ways to enhance their innovation capability.
Organisation boundaries become ‘permeable’, enabling
the matching and integration of resources between the
company and external collaborators.
In a closed approach to innovation, organisations rely on
internal resources only. However, open innovation
enables the matching and integration of resources
between the company and external collaborators. It
allows many people from different disciplines to tackle the
same problem simultaneously and not just sequentially.
Anyone can participate with collaborative technology and
OI training. When many minds are working on the same
problem, it will take less time to solve it and, besides, the
solutions found are better.
Some of the other benefits of open innovation are:

6.



Reduced cost of conducting R&D.



Potential for
productivity.



Incorporation of customers
development process.



Increase in accuracy for market research and
customer targeting.



Potential for viral marketing.



Ability to share the wealth and efficiency in
resource allocation.



Ability to extend potential for growth via alliances
and/or attraction of funding.

improvement

in

development

early

in

the

Implementing open innovation
There are four main issues that organisations have to
tackle when implementing OI: OI culture, OI procedures,
OI skills and OI motivation.
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OI culture
Cultural change is a major issue in the
implementation of OI. Adopting OI “may well
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mean doing things differently, sometimes in direct
contradiction to behaviour that was allowed and
endorsed in the past”.
It is important for organisations to note that the
shift towards an open approach to innovation
requires the direct involvement of top
management. This often translates into “a shift of
culture, whereby working with other companies
become accepted and endorsed throughout the
organisation”.


OI procedures
What procedures enable OI? Many have been
observed. For example, moving people about
within an organisation strengthens internal
networks and increases cross-functional working.
This is an extremely important factor for complex
organisations where it is difficult for individuals to
understand and contribute to the different
aspects of the business. Increasing crossfunctional connections also gives people access
to the contacts and networks of their colleagues.
Independent OI teams working within the
traditional company configuration are a very
popular choice for OI implementation. These
teams typically include people from R&D,
marketing,
supply
chain
management
(procurement) and the legal department.
Choosing the appropriate structure is another
important step towards an open approach to
innovation. Additionally, establishing some
infrastructure and tools to support OI is also
important.
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OI skills
There is no ‘perfect’ blend of skills to enable OI.
However the lack of an appropriate skills blend is
seen as an obstacle to its implementation. This
suggests that training is essential, rather than
merely desirable, when preparing the company
for open innovation.



OI motivation
As culture is an important element for supporting
change, it is interesting to consider what
incentives can be put in place to encourage
people to adopt open practices.
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6.1. How to build an innovation culture
Nobody knows if it is possible to plan cultural
change since it is difficult, if not impossible, to
demonstrate the effectiveness of such change.
Culture also “exists at different levels, and changing
the deepest levels (the basic underlying
assumptions) is very hard and takes a long time”.
Identify and highlight those cultural features, at the
shallowest level of company culture, that encourage
interaction with the external environment for the
purposes of innovation. Changing these shallow
features is easier than changing the deeper cultural
levels. It is worth noting that changes can be
directed from the top only when a single culture
already exists and cultural norms can be changed.
Top-down approaches are generally short-lived
because they tend to produce over-compliance
rather than acceptance.

Cultural archetypes
There are four main archetypes or organisational
culture, as summarised in the following table. These
four kinds of cultures “have different characteristics”
and are “typified by certain organisational
structures”. Groups of companies with a
predominant achievement and support culture might
be expected to be more suited to the adoption of OI.
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Source: How to implement open innovation: Lessons from studying large multinational companies. (2009). University of
Cambridge Institute for Manufacturing. Retrieved December 3, 2013, from
http://www.ifm.eng.cam.ac.uk/uploads/Resources/Reports/OI_Report.pdf

6.2 How to set up open innovation procedures
The OI implementation team
The dedicated OI implementation team is usually
formed from R&D managers, “who have a strong
technical background and business mind set,
coupled with a deep understanding of the company”.
They are enthusiastic about embracing OI and
provide support for the organisation’s interactions
with the outside world. They also “provide links
between company groups and facilitate access to
tools, skills and resources”. In most organisations,
the principal role of the implementation team is to
help R&D units to “become more open”. They also
generally design the OI implementation rollout.
The role of the OI team varies according to the
culture and perspective of the company group they
are dealing with. In general, the OI team provides
All rights reserved. National Library Board Singapore, 2013.
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links between functions, internal knowledge sharing
platforms and relevant pool of skills.

6.3 How to acquire open innovation skills
Skills for OI
It is rare for one person to possess all the ideal skills
for OI. Instead, relevant skills can be pulled together
by creating cross-functional teams to which different
members contribute all the required attributes. One
skill that is possible and advantageous for all team
members to have is knowing where to go for the
skills required. Team members need to be aware of
who possesses which skills, and how to outsource
them. The OI unit should be responsible for bringing
different skills together and for providing training to
fill gaps or improve certain skills.
Skills fall into four categories:


Introspective skills
Enable organisations to assess internal gaps
and opportunities.



Extrospective skills
Allow
companies
to
review
external
capabilities and opportunities and to
understand
the
viewpoint
of
other
organisations.



Interactive skills
Communication skills that convey the value of
any relationship with the external world to
both internal and external participants.



Technical skills
Include all technological, marketing, financial,
commercial, management and business skills
and tools needed to support the three
categories mentioned above.

A framework for training and skills
Delivery of training and skills is often made easier by
a clear framework that clarifies what OI is and what
it implies. One of the most popular choices is the
Want-Find-Get-Manage (WFGM) process. Although
not the only possible solution, this simple process
clarifies communication and enables differentiation
of the stages through which each project passes.
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Want

= Define what we want and how we can
innovate

Find

= Find technologies and partners and
understand them

Get

= Negotiate the agreement
external partner

with

the

Manage = Manage the relationship throughout the
collaboration

Training is made easier and confusion is avoided by
relating specific examples to the phases. The
following table relates different skills and training to
the WFGM framework. Each set of questions could
be used to guide the creation of teaching materials
and learning objectives for a tailored training course.
Knowledge of the company is also a valuable asset.
Moving employees around to acquire experience of
different functions can also improve the intensity of
internal networks and increases cross-functional
working.
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Source: How to implement open innovation: Lessons from studying large multinational companies. (2009).
University of Cambridge Institute for Manufacturing. Retrieved December 3, 2013, from
http://www.ifm.eng.cam.ac.uk/uploads/Resources/Reports/OI_Report.pdf

All rights reserved. National Library Board Singapore, 2013.

67

Page 10 of 25

Productivity Link
6.4 How to motivate employees
Overcoming the NIH syndrome
The not-invented-here (NIH) syndrome is found to
generate strong resistance to open innovation. NIH
is defined as “over-emphasis on internal
technologies, ideas or knowledge”, i.e., people who
do not value ideas or technologies that are not
generated from within their own organisation.
People can be suspicious of anything coming from
external sources due to previous negative
experiences, lack of experience or motivation, or an
incentive system that focuses on and strongly
rewards internal technological development. NIH
can also be the result of people seeking greater
security or wanting a more positive individual or
organisational identity. NIH syndrome often results
in poor evaluations and neglect of external
opportunities and exaggeration of the potential of
internally developed ideas.
The distrust of external assistance can be reversed
by setting a good example and demonstrating that
other people’s technologies, opportunities and ideas
have real potential and practical benefit. Involving
people in the decision-making process and informing
and integrating them early are some of the effective
ways of fighting NIH syndrome.
There are two main methods of motivating
employees, regulative and appreciative. The first is
based on rules and the second on appreciating
certain behaviours. The following table examines the
pros and cons of each.
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Source: How to implement open innovation: Lessons from studying large multinational companies. (2009). University of
Cambridge Institute for Manufacturing. Retrieved December 3, 2013, from
http://www.ifm.eng.cam.ac.uk/uploads/Resources/Reports/OI_Report.pdf

Reward systems and career paths
In general, an organisation’s approach to rewarding,
promoting and motivating is “based on closed
innovation practices”. For example, people are
usually judged (and promoted) on the basis of how
many patents they file. In the same ‘closed’ mind
set, going round establishing networks and
collaboration leads can be seen as having a ‘jolly
good time’ while others are ‘working hard’.
Generally, making employees feel part of a group is
a positive motivator towards accepting OI
approaches. Try to present OI as a ‘cool’ and
positive development, not threatening or likely to
complicate people’s working lives. The OI team’s
role should be seen to improve people’s work and
performance rather than making things more
difficult.
Organisations can introduce examples of success
stories that help to answer the question, ‘What’s in it
for me?’ At the same time, they should also be
aware that there may be conflict between OIadopters and non-adopters.
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Case Study
Quilts of Denmark
Quilts of Denmark is a small international Danish company.
Founded in 2000 and operating in more than 30 countries,
Quilts of Denmark produces high quality, functional bedding.
The company has engaged in open innovation from the start,
to help it come up with new concepts at low cost that bring far
reaching benefits to consumers and to itself. The company’s
quilts are based on “deep research and extensive knowledge
provided by sleep researchers”. Typically, their studies are
focussed on comfort and this feeds back into their concept
and design stages.

In their search for new ideas, Quilts of Denmark wanted to
produce functional down quilts that would “actively help
people with insomnia to get a good night’s sleep”. The
company knew that comfort is only one of the important
issues, and there are other factors such as temperature
regulation during the middle of the night. Its employees got
down to work to develop a technology that could regulate the
temperature in quilts. However, their attempts were
unsuccessful. Due to the inability to come up with the
solutions themselves, they looked outside the company
headquarters for expertise.
One of the employees had read in a few scientific magazines
that the space agency, NASA, had solved the problem of
temperature regulation with a pioneering technology called
TempraKon® that was developed for spacesuits. The
company successfully managed to touch base with NASA to
see if they would be willing to share their knowledge.
However, they later found that the technology invented by
NASA could not be directly applied to their bedding products
as it was too stiff and the requirement was for something
softer. Nevertheless, after a lengthy development process with
a company that bought the rights to use TempraKon® on
home insulation material, the technology was successfully
refined and modified for use in quilts. The result was
temperature regulating pillows and quilts that have
revolutionised the market. The TempraKON® quilt is filled with
a soft down, that in the company’s own words, “breathes
moisture and sweat away,” and therefore absorbs and
releases heat while people are sleeping. The material consists
of microscopic spheres filled with wax that are able to absorb
heat as temperatures rise, store it and then release it when
the temperature falls.
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Finding answers from external sources through open
innovation has proven to be extremely advantageous for
Quilts of Denmark on a number of counts:


Open innovation has greatly reduced the company’s
development costs as it is able to share these with
external partners.



Working with open innovation has drastically reduced
development time as employees are able to work in
more projects at the same time.



Open innovation has helped the company to introduce
new product ideas to the market.



Open innovation has given a small company like
Quilts of Denmark a much bigger global presence,
enabling it to enjoy many of the advantages of a big
company.



Open innovation has engaged employees to work with
external sources to create more innovative products.

For its forward thinking approach, Quilts of Denmark was
hailed as the country’s most innovative company in 2007 and
awarded The Innovation Cup in the small company category
(fewer than 100 employees).
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x Recommended
Articles can be retrieved from
NLB’s e-Resources –
http://eresources.nlb.gov.sg
Books are available at the Lee
Kong Chian Reference Library.

Readings

Bingham, A., & Spradlin, D. (2011). The open innovation
marketplace: Creating value in the challenge driven enterprise.
Upper Saddle River, N.J.: FT Press.
[658.4063 BIN]
Huff, A. S., Möslein, K. M., & Reichwald, R. (eds.). (2013).
Leading open innovation. Cambridge, Massachusetts: MIT
Press.
[658.4063 LEA]
Sloane, P. (ed.). (2011). A guide to open innovation and
crowdsourcing: Expert tips and advice. London: Kogan Page.
[658.5038 GUI]
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CPP Course Syllabus
CPP

CPP (Retail)

Module 1: Understanding Productivity
(Duration: 1 day)
• Introduction to Productivity and Quality Concepts
• Factors Affecting Enterprise Productivity
• Productivity Movement in Singapore
• Productivity Promotion in Businesses
• Productivity Challenges
Module 2: Productivity Tools, Techniques
Module 2: Productivity Tools, Techniques
&
&
Management Systems
Management Systems
(Duration: 3 days)
(Duration: 3 days)
• Business Excellence
• Delivering Service Excellence
• Productivity Measurement & Analysis
• Productivity Measurement & Analysis
• Process management:
• Process management:
 Cost of Quality
 Cost of Quality
 Lean Six Sigma
 Lean Six Sigma
 Process Mapping & Analysis
 Process Mapping & Analysis
• Integrated Management Systems
Module 3: Innovation & Service Excellence
Module 3: Innovation & Service Excellence
(Duration: 3 days)
(Duration: 3 days)
• Knowledge Economy & Innovation
• Introduction to Service Excellence &
Sales Productivity
• Service Excellence
• Store Management & the Roles of a
• Team Excellence
Store Manager
• Minimising Operational Constraints
& Focusing on Sales
• Setting Goals & Analysing Statistics
• Coaching & Motivating Sales Staff
• Service Behaviours that Encourage
Business
Module 4: Critical Success Factors
(Duration: 1 day)
• Management Commitment
• Managing & Sustaining Change
• Overcoming Resistance to Change
• Training and Education
• Planning for Implementation and Control of Productivity Improvement Programme
• Briefing on project assignment & Role of Productivity Practitioner
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As part of the CPP curriculum, participants are required to start a productivity improvement
project upon completion of the in-class component. Project guidance will be provided by a
professional consultant assigned for this purpose and is for a total of 2 man-days.
Funding & Payment
The course is supported by the Singapore Workforce Development Agency (WDA). Funding is
available at 70% and 50% of the course fees respectively for SMEs and MNCs/LLEs/Statutory
Boards. Please find the prices payable in the net fee table below:
For All Entities:

Nett Fee:

Nett Fee (with GST):

All Entities
($3950)

$1,185

$1,267.95

Here are the schedules for CPP:
Food:

January 2014
Date

Module

Time

Wednesday, 8 January 2014

Module 1

9-5 pm

Friday, 10 January 2014

Module 1 & 2

9-5 pm

Monday, 13 January 2014

Module 2

Thursday, 16 January 2014

9-5 pm

Tuesday, 21 January 2014

9-5 pm

Friday, 24 January 2014

Module 3

Tuesday, 28 January 2014
Wednesday, 29 January 2014
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9-5 pm

9-5 pm
9-5 pm

Module 4

9-5 pm
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February 2014
Date

Module

Time

Wednesday, 5 February 2014

Module 1

9-5 pm

Friday, 7 February 2014

Module 1 & 2

9-5 pm

Monday, 10 February 2014
Thursday, 13 February 2014

Module 2

Tuesday, 18 February 2014
Wednesday, 19 February 2014

9-5 pm
9-5 pm

Module 3

Tuesday, 25 February 2014
Wednesday, 26 February 2014

9-5 pm

9-5 pm
9-5 pm

Module 4

9-5 pm

March 2014
Date

Module

Time

Wednesday, 5 March 2014

Module 1

9-5 pm

Friday, 7 March 2014

Module 1 & 2

9-5 pm

Monday,10 March 2014
Thursday, 14 March 2014

Module 2

Tuesday, 18 March 2014
Wednesday, 19 March 2014

9-5 pm
9-5 pm

Module 3

Tuesday, 25 March 2014
Wednesday, 26 March 2014

9-5 pm

9-5 pm
9-5 pm

Module 4

9-5 pm

Retail:

January 2014
Date

Module

Time

Wednesday, 8 January 2014

Module 1

9-5 pm

Friday, 10 January 2014

Module 1 & 2

9-5 pm

Monday, 13 January 2014
Wednesday, 15 January 2014

Module 2

Tuesday, 21 January 2014
Thursday, 23 January 2014
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Module 3

Tuesday, 28 January 2014
Wednesday, 29 January 2014

9-5 pm

9-5 pm
9-5 pm

Module 4

9-5 pm
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February 2014
Date

Module

Time

Wednesday, 5 February 2014

Module 1

9-5 pm

Friday, 7 February 2014

Module 1 & 2

9-5 pm

Monday, 10 February 2014
Wednesday, 12 February 2014

Module 2

Tuesday, 18 February 2014

9-5 pm
9-5 pm
9-5 pm

Thursday, 20 February 2014

Module 3

Tuesday, 25 February 2014

9-5 pm
9-5 pm

Wednesday, 26 February 2014

Module 4

9-5 pm

March 2014
Date

Module

Time

Wednesday, 5 March 2014

Module 1

9-5 pm

Friday, 7 March 2014

Module 1 & 2

9-5 pm

Monday,10 March 2014

Module 2

Wednesday, 12 March 2014
Tuesday, 18 March 2014

9-5 pm
9-5 pm
9-5 pm

Thursday, 20 March 2014

Module 3

Tuesday, 25 March 2014

9-5 pm
9-5 pm

Wednesday, 26 March 2014

Module 4

9-5 pm

Generic:

January 2014
Date

Module

Time

Wednesday, 8 January 2014

Module 1

9-5 pm

Friday, 10 January 2014

Module 1 & 2

9-5 pm

Monday, 13 January 2014
Wednesday, 15 January 2014
Monday, 20 January 2014
Wednesday, 22 January 2014
Monday, 27 January 2014
Wednesday, 29 January 2014
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Module 3
Module 4

9-5 pm
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9-5 pm
9-5 pm
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February 2014
Date

Module

Time

Wednesday, 5 February 2014

Module 1

9-5 pm

Friday, 7 February 2014

Module 1 & 2

9-5 pm

Monday, 10 February 2014
Wednesday, 12 February 2014
Monday, 17 February 2014

Module 2
Module 2 & 3

Wednesday, 19 February 2014
Monday, 24 February 2014
Wednesday, 26 February 2014

Module 3
Module 4

9-5 pm
9-5 pm
9-5 pm
9-5 pm
9-5 pm
9-5 pm

March 2014
Date

Module

Time

Wednesday, 5 March 2014

Module 1

9-5 pm

Friday, 7 March 2014

Module 1 & 2

9-5 pm

Monday,10 March 2014
Wednesday, 12 March 2014
Monday, 17 March 2014
Wednesday, 19 March 2014
Monday, 24 March 2014
Wednesday, 26 March 2014
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Module 2
Module 2 & 3
Module 3
Module 4

9-5 pm
9-5 pm
9-5 pm
9-5 pm
9-5 pm
9-5 pm

Page 23 of 25

Productivity Link
Core Faculty Members
MR. LAM CHUN SEE
B. ENG IN INDUSTRIAL & SYSTEMS
ENGINEERING (UNIVERSITY OF SINGAPORE)
Chun see manages his own consultancy practice,
Hoshin Consulting and is also an associate
consultant/trainer to the PSB Corporation and
Singapore Productivity Association. Prior to
running his own practice, he has had years of
experience as an industrial engineer with Philips,
and trainer and consultant with the then
National Productivity Board, APG Consulting and
Teian Consulting, He was conferred the Triple-A
Award in 1989 for helping to transfer Japanese
know-how, particularly in the area of 5S, into
local programmes and packages. Throughout his
years of consultancy experience, Chun See has
assisted many businesses in analyzing their
productivity and quality objectives and
performance; primarily through the application
of the PDCA technique and basic QC tools.
MR. LEE KOK SEONG
M.SC. IN CHEMICAL ENGINEERING (IMPERIAL
COLLEGE, LONDON UNIVERSITY), B.SC. IN
CHEMICAL ENGINEERING (NATIONAL TAIWAN
UNIVERSITY)
Kok Seong has accumulated vast experience in the
areas of productivity training and management
consultancy throughout his 30 years of experience
with the Standards, Productivity and Innovation
Board (SPRING). He has provided consultancy
assistance and training for numerous organisations
both within and outside of Singapore in the areas of
Productivity Management, Operation and Production
Management, total Quality Management, Total
Productive Maintenance, Shopfloor Management,
Occupational
Safety
Management,
Industrial
Engineering
Applications
and
Supervisory
Management. He has also been greatly involved in
the pinnacle Singapore Quality Award (SQA) initiative
since its inception in 1993. his track records include
the assessments and site visits of award recipients
like Micron Semiconductor (formerly Texas
Instruments), Motorola, Baxter Healthcare, Philips
Tuner Factory and Teck Wah Industrial Corporation
Ltd. Mr. Lee is currently a certified SQA Senior
Assessor, as well as a resource person for Basic and
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Advanced Training Courses for Productivity
Practitioners, a position he has taken on since 2007.
MR. LOW CHOO TUCK
M.SC.
IN
INDUSTRIAL
ADMINSITRATION
(UNIVERSITY OF ASTON, UK); B.SC. IN PHYSICS
(NUS); DIP IN QUALITY CONTROL INSTRUCTORS
(INTERNATIONAL QUALITY CENTRE, NETHERLANDS);
CERTIFICATE IN PRODUCTIVITY DEVELOPMENT
(JAPAN PRODUCTIVITY CENTRE); CERTIFICATE IN
ADVANCED
MANAGEMENT
DEVELOPMENT
(INSEASD)
Choo Tuck currently provides training and advisory
services in productivity and quality management to
businesses and government in the Asean region and
Middle East. He was previously the Executive Director
of the Restaurant Association of Singapore as well as
the Singapore Productivity Association, and was also
the Director for Strategic Planning in SPRING
Singapore. During his many years of service with
SPRING Singapore, he gained wide experience in
productivity training, management consultancy and
productivity promotion, and has helped more than a
100 businesses in improving productivity, quality
control and business excellence, including
organisations such as Cycle & Carriage, Motorola,
PUB and DBS. On top of that, he has also served as an
Asian Productivity Organisation (APO) expert on
Productivity for several APO member countries, and
was part of a team of experts engaged by the
Singapore cooperation Enterprise to provide
productivity expertise to the Government of Bahrain
in 2007 and 2008.

MR. QUEK AIK TENG
B.ENG (HON.) IN MECHANICAL ENGINEERING
(UNIVERSITY OF SHEFFIELD); DIP. IN BUSINESS
EFFICIENCY (INDUSTRIAL ENGINEERING_ (PSBACADEMY); CERTIFIED MANAGEMENT CONSULTANT
(CMC); PRACTISING MANAGEMENT CONSULTANT
(PMC); MEMBER, INSTITUTE OF MANAGEMENT
CONSULTANTS (IMC) SINGAPORE
Aik Teng currently manages his own consultancy, AT
Consulting Services. One of his most recent projects
includes being the LEAD Project Manager for the
Singapore Logistics Association. Prior to running his
own consultancy, he has been with SPRING Singapore
for 20 years, and was the Head of the Organisation
Excellence Department from 2004-05. He was also
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SQA Lead Assessor and Team Leader up till 2008 and
has been involved in the SQA initiative since its
inception in 1993. tasked to start up the consultancy
unit within the then Productivity & Standards Board
(PSB) to provide training and consultancy services to
organisations, his consulting team assisted close to 30
organisations during that period. He was also
involved in a project coordinated by the Singapore
Cooperation Enterprise (SCE) to assist the Bahrain
Labour Fund in their Labour Reform strategy, which
included helping the Bahrain government to initiate a
Productivity Movement as well as develop the
productivity of the local enterprises. In addition, he
was appointed as Project Manager to assist the
Government of Botswana to implement a national
Productivity Movement, from 1994 to 2003.
Botswana is currently held as a model of Productivity
in the Pan-Africa region.

MR. WONG KAI HONG
MBA IN STRATEGIC MARKETING (HULL), BSC (NUS)
Kai Hong is a business consultant, management
trainer and company director. He has spent almost 2
decades in the consumer products industry, having
worked with retailers like Isetan, Metro, Royal
Sporting House, The Athlete’s Foot and Sunglass Hut;
brands like Reebok and Doc Martens; and technology
group Wearnes Technology. He has been involved
with various functions including operations, business
development, project management, human resource,
training, marketing, logistics, budgeting and general
management. He has developed businesses in
Singapore and many Asian cities such as Seoul and
Beijing.

For registration or more information, write to us at
CPP@spa.org.sg.
Alternatively, you could also contact our secretariat:
Ms. Angela Poh
DID: 6375 0938
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