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Abstract

Asia’s growth in prominence over the last decade is a phenomenon that has seen some
governments and international financial institutions defining the twenty-first century as the
Asian Century, in which Asia will be the focus of economic growth (Kohli, Sharma & Sood,
2011). The wealth in the major economies of Asia will see an increase in a dominant middle-
income group, with strong spending power not only in terms of lifestyle domestically, but also
internationally. This group’s quest for the finer things in life will transform the hospitality
industry in countries such as Singapore and Macau: both are international metropolises with
numerous five-star hotels and resorts. The subsequent expansion in the hospitality industry in
these countries has resulted in a tight labour market whereby the respective governments
introduced national policies with varying impact on the labour market. This research will
investigate how these national policies are translated into Human Resources (HR) policies by
HR managers; what the influencing factors in the translation process are; and the difference

between the HR policies between Singapore and Macau.

Before 2002, the then Sociedade de Turismo e Diversoes de Macau (STDM) (now Sociedade
de Jogos de Macau) was the only organisation in Macau with a casino within its hotel. This
changed when the Special Administrative Region (SAR) government liberalised the hospitality
and gaming industry to enable the entry of other operators into the market, in the form of
Integrated Resorts and Hotels (IR&H) with both gaming and non-gaming facilities. In 2005
Singapore passed legislation that allowed for the establishment of IR&H that encompass
Meetings, Incentives, Conventions and Exhibitions (MICE) and a theme park. The relationship
between the national employment policy, the constantly changing labour landscape and the
political environment that impacts on the national regulatory policies requires HR personnel to
keep abreast of the regulatory changes that could be translated into the HR practices of the
IR&H. It is these various and varying factors as they relate to Macau and Singapore that will

be examined in this study.

The aim of this research, therefore, is to examine and compare the national employment
policies of Macau and Singapore to determine how organisations translate these policies into
their HR practice.
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Chapter 1

Introduction
1.1 Background

Hospitality and tourism are an integral part of the economies of Singapore and Macau. The
direct contribution to the total Gross Domestic Product (GDP) for Singapore in 2016 was
4.3 per cent (World Travel and Tourism Council, 2017; Ministry of Trade and Industry, 2017),
while Macau posted a stellar GDP growth of 9.1 per cent (Economics. T, 2018) in the same
year. Even with a decline in tourist arrivals in 2015 (Statistics and Census Services, 2015),
Macau’s Cotai Strip witnessed the opening of mega resorts in 2016. This no doubt has caused
the already tight labour market to be further constrained, since there are now fewer unemployed
people to fill the job openings. Institutional policy on labour in both countries is another

contributing factor affecting who operators can employ.

Understanding the importance of Human Resources (HR) and their management is critical to
Integrated Resorts & Hotels (IR&H) operators in the tight global labour market, with talent
having the mobility to move anywhere. HR is seen as an intangible asset, one that constitutes
an organisation’s core competence and is crucial to solving organisational problems, attracting
talent and increasing performance (Rowley, 2007). A labour-intensive industry, such as the
IR&H sector, requires operators to have a set of HR policies that ensure the retention, training
and performance review of staff. Macau’s IR&H industry has a high turnover rate because of
the stressful nature of the working environment (Chan and Kuok, 2011; Im, 2011). This
negatively affects organisations because workforce turnover contributes significantly to an
increase in operating costs. Fifty-three per cent of employees in Macau leave their organisation
because of offers for better jobs from outside the organisation, while 42 per cent leave because
of a lack of career development opportunities, and 37 per cent leave because of dissatisfaction
with their salary (Du, 2013). An increase in the number of IR&H built in Asia will place
increased demand on its small pool of skilled workers, causing the operators to consider
recruiting internationally to find the best talent for their operations in Macau and Singapore.
Even though they are characterised as ‘integrated resorts’, the basic structure and content of

IR&H products being considered and eventually sold is essentially high-end gambling venues,



with the other components such as shops, restaurants, a hotel and so on complementing the
main piece (Cunha, 2010, p. 42).

At the end of 2016, the total number of workers employed by Macau’s casinos was 55,726
(Government, 2016), while the number of people working in Macau’s hotel industry was
54,439 as of Quarter 1, 2017 (Government, 2017). The total number of workers in the hotel
and casino is 110,165, which is 17% of the total population of Macau (Government, 2017).
The employment figures from Macau show that the labour-intensive nature of the IR&H
strongly contributes to the employment rate in the host nation. In Singapore, it was expected
that 30,000 jobs would be added to the service industry when both IR&H in Sentosa and Marina
Bay opened their doors in 2010 (Murray, 2014; Ministry of Manpower, 2010). Currently, there
IS no separation of employment data between the workers in the IR&H and the broader service

industry.

The Macau and Singapore governments recognise both the benefits and the social ills that the
IR&H with a gaming component will bring to their countries’ economies. Therefore, they have
passed Bills, constitutions and laws to regulate the activities of various industries so the
economy can enjoy the benefits of the IR&H. In order not to have the casino as a stand-alone
entity, the Singapore Government required all the tenders for the IR&H to incorporate other
non-gambling related services to attract a larger pool of visitors who might want to visit the
complex for fine dining, shopping, pubs and clubs. IR&H are expected to become a permanent
feature in Macau with the development of the Cotai Strip. The governmental views on the
IR&H industry affect the policies that are introduced, which thereby influence the industry’s
HR practices, and in turn its ability to retain the talent required for its growth. Talent in the
IR&H industry is highly mobile due to globalisation and a demand for a specialist workforce
in the industry. The diversity in the workforce is reflected in departments, where one manager
could be a local while other managers are from Australia, the United States or Southeast Asia.
This is apparent within the HR department where HR personnel could be from different

backgrounds and cultures.

Researchers agree that HR plays an important role in the translation of institutional policies
into local HR practices (Van Raak et al., 2005; Van Gestel & Nyberg, 2009). According to
Shen, Chanda, D'netto and Monga (2009), three factors known as ‘individual preference’,
‘strategic reframing’” and ‘local grounding’ have an impact on the translation of policies. This
study will also look to determine the influence of corporate directives in these three factors and



how the three-dimensional triangle changes in shape when corporate directives comes into the
picture. Which can differ from organisation to organisation, country to country and, finally, in

the policies between subsidiary and corporate entities.

1.2 Purpose of study

Singapore and Macau are the two nations on which the research focuses: both are identical in
size, and have a small population but differing economic model. Singapore creates different
clusters such as manufacturing, services, logistics, hospitality and biopharmaceuticals to drive
the economy, while Macau focuses solely on the hospitality and gaming industry. The lack of
a sizeable workforce in both nations saw the industry open positions to foreign manpower. This
did not go well with the local citizenry and had an impact on the respective administrations.
The loss of six parliamentary seats (one group representation constituency and a single member
constituency) in the Singaporean election in 2011 has caused a tightening of the country’s
labour policies. Changes to the local labour policies are considered by Human Resources (HR)
and subsequently translated into HR practices — in an ideal situation, translation should occur

with equal influence from local grounding, strategic reframing and individual preferences.

The research for this study will focus equally on the HR translation found in both countries.
However, there has been more research conducted on Macau’s IR&H industry, as Singapore’s
integrated resort industry is relatively young, with the two integrated resorts in Singapore
opening their doors only eight years ago in 2010. This research will examine the economies,
HR practices, culture, recruitment and retention aspects of both Macau and Singapore.

The aim of this research is to study the macro-policies and legislative frameworks of Macau
and Singapore, and to determine how they are translated into HR practices. One of the HR
research approaches that will be used to achieve this aim is to conduct interviews with the HR
managers of IG&H in Macau and Singapore. The HR practices of the local institutions and
corporate HR practices in each country will be compared and the differences evaluated to
determine if the three factors (individual preference, strategic reframing or local grounding)
have equal or unequal influence on the translation. The research will contribute to the
knowledge of policy translation and its effects on HR practices of IR&H in both Macau and

Singapore.



1.3 Research question

The research study will look at the impact of the national employment policy on the HR practice
in both nations (Singapore and Macau). The researcher will conduct a series of interviews in
both locations. The data collected will contribute towards answering the research question.

The research is based on a series of interview questions, from which the data collected is used
to determine the research question. The interviews conducted in this research may encourage
reflection and trigger intellectual activity from the respondents (Alvesson & Sandberg, 2013).
According to scholars (Alvesson & Sandberg, 2013), research should ask innovative questions

that may generate interesting and influential theories.

The research project has both theoretical and practical objectives to it. The theory relates to
examining appropriate strategies, frameworks and models for the adoption and use of the
theories that involve individual preference, strategic reframing, local grounding and corporate
directives. To be relevant, the findings of the research study must be applicable to any
organisation to determine which factors have the most influence during the translation process
(Benbasat & Zmud, 1999).

A detailed and precise statement of purpose could give the research question a sharper focus
(Lewis, 2015; White, 2009; Alvesson & Sandberg, 2013), which allows the researcher to
achieve what the study is looking for. While purpose stipulates and clarifies what the researcher
wants to achieve with the study, research questions frame the study in a more significant way.
Research questions provide the overall direction and the path for the development of
knowledge, as well as indicate what data to look for, how to design the study, what methods
are to be used and the contribution of the study to new knowledge (Alvesson & Sandberg,
2013).

The main research question, and subsidiary questions, for the interview are therefore as

follows:

Research Question: What impact does national employment policy have on human
resources practices in the integrated resorts and hotels sector in Singapore &

Macau?



Subsidiary questions for the interview:
SQIi. Questions related to individual preference

e What is your professional qualification? (e.g. Singapore Human Resources Institute or
Macau Human Resources Association). Was your undergraduate degree from the
National University of Singapore or Nanyang Technological University? Or did you
have a career change from Operations to HR? In what way might your education,
background or cultural experience play a part during the national policies translation

process?

e What is your value and personal belief? In what scope have you incorporated some of
those values and beliefs into your workplace? (For Singapore-based HR managers:
Have you introduced some of the values and training you learned in National Service
(NS)?)

e Did you have a mentor within the HR department?

e Tell me about a time when your nationality or training played a part in the translation
of the national policies. (Different nationalities should interpret the same policies
differently. Singapore firms have employed Filipino staff who are trained in the

Philippines.)
SQIii. Questions related to strategic reframing

e What are the challenges in the translation of national employment policies into the HR
practice of your organisation? (e.g. how the national policies encourage the

employment of aged workers, and is this reflected in the local HR policies?)

e Can you describe the vision and values of the organisation? Are the vision and values

of the organisation used in the formulation of local HR policies and practices?

e As a HR manager, do you emphasise financial performance over employee
(management and floor) performance during the formulation of HR policies? Was there

an impact on training/retention/morale of employees?



e How often are your HR policies reviewed as a result of changes in employment

regulation? Who does the review?

e Does the brand name of the hotel dominate over national policies? (e.g. if it’s Hilton,
certain policies might not be beneficial for the chain and are thus either ignored or

modified to suit the brand name.)
SQIiii. Questions related to local grounding

e The governments of Macau and Singapore are encouraging organisations to upgrade
the skill set of their employees. What training programs are available to the employees

in your organisation?

e Employment policy in both Macau and Singapore encourages the employment of local
residents. How has this affected HR policies within your organisation? What steps are

being taken to retain this group of employees?

e National education policies are constantly changing, with government determining the
areas of growth — what impact does this have on the recruitment and retention program

of the organisation?

e Technological and social changes (demographic) are impacting on all HR processes. In
your mind what are the most significant impacts these changes are having on your
organisation? Are there any significant changes to the HR policies with regards to the

employment of senior workers. (This is more for the Singapore hotels.)
SQIiv. Questions related to corporate directives

e Does your organisation achieve equilibrium between centralised international HRM

practices and the incorporation of local HR management factors and inputs?

e Describe a situation in which you might find it justifiable to break company policy or
alter standard.

To address the research question, the study looked to the interview in related areas (SQli, SQlii,

SQIiii and SQIliv) to help build the conceptual theoretical framework for the study.



1.4 Ethical considerations

In Australia, this research comes under the sphere of the National Statement on Ethical Conduct
in Research Involving Humans (2007). This includes the approval of the Information Letter to
Participants, Participant Informed Consent forms, and the interview questions by the Human
Research Ethics Committee (HREC) of the researcher’s university, prior to the collection of
primary data. The forms and questions for this research were submitted for approval in April
2014, after modifications to the interview questions as per the advice of the HREC. Permission
to proceed with the research was obtained in July 2014. Primary data collection for Case
Study One began in April 2015.

Participants (HR managers) in face-to-face interviews in this research were sent an Information
Letter stating the purpose of the research and informing them of their rights and the
confidentiality of the study. The participants were given Informed Consent forms to sign, which
stated their understanding of their role and their rights as participants. The Informed Consent
form records the participants’ agreement that the research data gathered for this study may be
published in journals or conference papers with anonymity. All respondents and the

organisations in this study will be anonymous.

1.5 Justification for the research

The thesis draws its literature on the various institutional theories of how organisations need to
conform their practices or activities to the rules and requirements of their institutional
environment to claim support and legitimacy (Boon, Paauwe, Boselie & Hartog, 2009).
According to Kostova and Roth (2002), new practices, which in this study refer to the HR
practices, could be influenced by the cognitions and beliefs of the HR personnel, which in turn
could have been shaped by the external institutional environment in which they operate and the
cross-culture factors due to the diverse background of the human resource executives involved.
There is very limited research on how the HR practices of the IR&H in Singapore and Macau
are translated and compared, separately there are research looking into specifically Macau but
nothing comparing the sector in both cities. Both nations have in recent years seen tremendous
growth in the IR&H sector due to the outflow of Chinese tourist, the spending power of this
particular group have resulted in a demand for luxury and service oriented goods. The IR&H
sector is one of the industries that received these Chinese tourist, human talents are required to

provide the level of service but could be constraint by the high turnover within the sector



regardless of locations. The human resource (HR) policy and practices of the organizations
could have an impact on employee’s retention. The research looks at and compare the HR
practices and policy of the IR&H in both Singapore and Macau to find out how policies are
translated, what are the factors influencing it and the differences in terms of the training,

development and retention of the organizations.

This study contributes to both the research and industry by providing an empirically refined,
three-dimensional framework to guide the translation and formulation process of the national
policies of the organisations in Asia. The framework put forward by Van Gestel and Nyberg in
2009 looks at the three areas (individual preference, strategic reframing and local grounding),
while the study will investigate the role corporate directives play in the translation of HR
practices and policy. The findings will determine if corporate directives from corporate
headquarters can be an individual dimension. The data collected will enable practitioners and
researchers in this area to gain insight into the translational process of the institutional policy
by HR executives in organisations located in Singapore and Macau. The research will allow
both the corporate and academic sectors to see the difference in practices among IR&H that
are of the same group but different geographical locations.

1.6 Thesis layout

A graphical representation of the layout of the thesis is presented in Figure 1.



Figure 1: Thesis layout
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The background section of this PhD report in Chapter 1 attempts to outline the: importance of
HR within the IR&H; purpose of and justification for the research; significance of the research;

and the research question.

Following the introduction and background of this chapter, Chapter 2 contains the literature
review, which begins with the development of the IR&H in both Singapore and Macau and the
main players within the industry. The difference between the HR of the IR&H in both cities,

as well as the training and development in HR practices, is also discussed.

Chapter 3 discusses the underlying philosophical perspectives influencing the research
approach, and shows how the most suitable research method was selected to answer the
research question. A description is provided of the research design, which contains the data
collection and analysis techniques and the protocol used. The chapter will discuss the issues of
reliability, validity and triangulation using primary and secondary data, rounding off and

concluding with a discussion of the researcher’s view.

The results from the research section of the study, which will provide insights to the
development of the framework, are presented in Chapter 4 and Chapter 5. The findings from
the in-depth study of cases SG1, SG2, SG3, SG4 and SG5 — which are the interviews from
Singapore — will be analysed, studied, discussed and compared with the theories and extant
literature. The whole process of analysis, study, discussion and comparison is repeated in

Chapter 5, where the data is from the interviews from Macau.

In Chapter 6, the findings from both Chapter 4 and Chapter 5 will be compared against the
framework and theory between both cities and finally against the corporate policy. The findings
from the comparisons are discussed and relate back to the research question. The results at the
end of the discussion will be used to refine the theoretical framework of this research. Finally,
conclusions drawn from the research are discussed in the chapter. Acknowledgement of the

limitations of the study and recommendations for future research are presented in Chapter 7.
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Chapter 2

Literature review
2.1 Introduction

The literature review in this chapter is used as scaffolding in the construction of the conceptual
frameworks for the study. There has been a wide range of literature pertaining to institutional
theories since the nineteenth century (Najeeb, 2014; Scott, 1995). Various researchers such as
Shen, Chanda, D'netto and Monga (2009) and Van Gestal and Nyberg (2009) used the theory
of a three-dimensional framework in the study of inter-relations between the organizations and
the employees. This study uses the institutional theory and framework of both groups of
researchers to add knowledge and refine the framework for an Asian-focused research for the
Integrated Resorts and Hotels (IR&H) industry.

This chapter starts with the literature reviewed on definitions of IR&H, followed by the theories
of policies translation. IR&H in Macau and Singapore are part of the labour-intensive service
industries. Labour is required for each of the IR&H’s daily operations, which encompasses
tasks such as cleaning, housekeeping, accounting and finance, VIP hosting, engineering and
event management. Some IR&H positions require specialised skills and training positions. For
example, front office, accounting, VIP hosting, croupiers, slot-machine operators, maintenance
staff and surveillance operators all hold positions that require extensive training, and there is a
labour shortage for these jobs (Liu, Chang et al, 2015). With IR&H developments occurring
across the Asia-Pacific region, the demand for skilled labour in the sector will increase (Liu,
Chang et al, 2015). According to Kim (2009), the labour shortage in the IR&H sector is also
the product of government macro policies. The policies formulated by the Macau and
Singapore governments are very much determined by the political and economic landscapes,
which change constantly, and the labour law and labour market of the host nation affect

organisational Human Resources management (HRM) practices (Van Gestel & Nyberg, 2009).

According to Katou, Budhwar, Woldu & Basit Al-Hamadi (2010), organisational HRM
practices are reflections or responses to pressures national employment from regulatory
agencies. HR plays an important role in the translation of the policies into local human resource
practices, which is crucial in identifying how institutional context changes are taken up and

how they affect organisational policy and practices (Van Raak et al., 2005; Van Gestel &
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Nyberg, 2009). Part of the research for this thesis involves interviewing HR executives in both
Singapore and Macau to investigate how they examine national employment policies and how
HR translate them into human resource recruitment and retention practices. The research aims
to determine whether the HR practices are a product of national legislation or policies actively
moderated by the local HR managers with external inputs (Van Gestel & Nyberg, 2009). A
comparison between the translated HRM policies will be conducted to determine if there are
any significant differences. The results of this study will help researchers to clarify which
factors (education/family background, corporate strategy, government monetary subsidies,
local subsidy and corporate mission and vision) or dimension have the greatest influence on
the HR practices (Quantanilla & Ferner, 2003; Lengnick-Hall, Lengnick-Hall, Andrade &
Drake, 2009; Dewettinck & Remue, 2011; Kramar & Parry, 2014).

2.2 Integrated resorts and hotels: main players in the industry

IR&H provide a wide range of diversified non-gaming services, satisfying multiple consumer
appetites for high-quality lodging, fine dining and other price / quality levels of restaurant
meals, wine and spirits, nightclubs and nightlife, retail shopping, spa experiences, live theatre
and music productions. IR&H thus relates to the community and to the local economy in more
diverse ways than do resorts that offer essentially a casino. Hence IR&H impact on society is
consequently “softer’ and generally more benevolent (Eadington & Christiansen, 2009, p. 11).
IR&H can also be a tool in strategies to diversify the attractions base of a destination and to

revitalise tourism (Henderson, 2012).

Many authorities seek to emulate the examples in Macau with centres that combine the casino
with other amenities for leisure and business travellers (Henderson, 2012). Singapore has
embraced the IR&H concept with such success (Eggleton, 2011) that it is now a working model
for future developments in Taiwan, Japan and Queensland. The two IR&H at Marina Bay and
Sentosa have transformed Singapore into a significant tourist destination within two years of
its opening. The two IR&H were designed with the purpose of drawing in the masses. Marina
Bay Sands (MBS) focuses on conventions, business meetings and people who want to
experience the luxurious entertainment and dining, while Resort World Sentosa (RWS) is more
of a complete family destination (Eggleton, 2011). Newer, bigger shopping malls have sprung
up where the Integrated Resorts are located. With many luxury brands making their way into
Singapore, some older shopping malls and hotels have either undergone, or plan to undergo, a

major makeover to give their business a new look (Eggleton, 2011). The non-gaming aspect of
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the IR&H has contributed approximately S$8.6 billion to the national economy in 2016
(Department of Statistics Singapore, 2017).

The total room capacity found in RWS is 1,800 compared with the 2,500 rooms in MBS. The
1,800 rooms are managed by six unique destination hotels, which include Festive Hotel,
Crockfords Tower, Hotel Michael, Equarius Hotel, Spa Villas and Hard Rock Hotel. In 2015,
RWS expanded the hotel sector by opening a 500-room hotel complex on the western part of
Singapore (Jurong East). Sands, unlike RWS, manage the hotel at MBS. There are other five-
star hotels such as Conrad, Marina Mandarin, Ritz-Carlton and Fullerton within the precinct
that complement MBS during any major events held. In 2007, Macau witnessed the opening
of the first integrated resort on Cotai, which resembles the city of Venice. The integrated resort
is made up of 600 duty-free shops, 3,000 luxurious rooms, a 15,000-seat concert arena and an
1,800-seat theatre (The Venetian Macao, 2013). The following few years saw the opening of
the City of Dreams by Melco Crown Entertainment in 2009, Galaxy in 2011 and Sands Cotai
Central in 2012. The mega-IR&H in both locations created a demand for skilled workers as

well as challenges for the IR&H sector.

2.2.1 Integrated resorts and hotels sector: labour and political environment

For an organisation to experience growth in the current global environment, several factors
such as political, environmental and technological need to be present. However, these same
factors can change over time and negatively affect an organisation’s expansion plan. IR&H
operations are different from those of other industries. Casinos are part of IR&H, but they
usually take up no more than five per cent of the total land space (Hardasmalani, 2016). Labour
requirements for IR&H operations are significant compared with industrial investments of
equal capital. Governments tend to want an IR&H for a number of reasons: firstly, to increase
state revenue from IR&H operations (gaming and non-gaming revenue streams); secondly, to
increase the international profile of the country; and thirdly, to increase the employment rate,

which would reflect well in the economic data.

Organisations such as Sands, Wynn Resorts, Melco Crown Entertainment and Sociedade de
Jogos de Macau (SJM) need a reasonably stable environment to run their operations, and one
of the crucial factors in achieving this is government policies. For example, in countries like
the United States (US), policies that govern the IR&H and gaming industry are different

between states. Some may support IR&H, while others may view them negatively. These
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government policies are usually dependent on economic factors, which vary between state and
country. For example Singapore, has been highly dependent on its manufacturing industry
since its self-independence (1965), so the ruling party, the People Action Party (PAP), was
initially resistant to legalise gambling. However, after a series of economic downturns (1997-
98, 2001), the government decided to focus on international tourism and make it one of the
central pillars of the economy. The various Bills and regulations by the government supported
the entry of IR&H. At the same time, policies were passed through the legislative houses to
protect the local population from the possible negative social effects of gaming.

Institutional policies change whenever a new government comes into power, hence operators
must change their own strategies to cope with the ever-changing landscape. Additionally,
IR&H operators need to ensure that their HR policies and development are in line with
institutional policies. The sensitive nature of HR has caused the Macau and Singapore
governments to introduce policies aimed at providing local citizens with jobs in IR&H. The
small labour pool is complicated further by policies that state Macau’s integrated resort with
its gambling component must only employ local residents as dealers (Wan, 2009). According
to Dewettinck and Remue (2011), social policy has the ability to shape the labour market and

employment relations to which an organisation must then adjust accordingly.

The labour shortage could worsen as Galaxy Entertainment Group, Melco Crown
Entertainment and Wynn Resorts continue to expand along Macau’s Cotai Strip. The expansion
of the hospitality industry on mainland China also adds to the already limited skilled labour
pool in the sector (Bratton & Gold, 2012). The gaming facilities in Macau and Singapore are
housed within mega-IR&H complexes, which include hotels, entertainment, theme parks,
shopping and convention halls. This means that a significant increase in the skilled labour
workforce is required to ensure the smooth running of operations (Cunha, 2010, p. 46); an
increase which will translate into jobs that are important to the national employment figures of
their respective administrations. The respective governments have implemented policies that
ensure the bulk of these jobs are reserved for local citizens (Cunha, 2010, p. 47). Operators
who have IR&H in both cities need to understand the labour policies of each country and align
their HR strategies accordingly. The policies implemented by the governments in Singapore
and Macau pertaining to the IR&H could have an adverse impact on the growth of the
organisations, as the struggle to fill positions with local residents could lead to wage distortion
by the competing organisations. Failure by the organisation in Singapore to comply with the
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national policies could result in enforcement by the country’s regulatory body, which takes a
micro-environmental philosophy (Casino Regulatory Authority, 2018). Macau’s regulatory
environment at present has proven itself to be, in contrast to Singapore, one based on a macro-
environmental overview. In Singapore, feedback from employees (line managers) on HR
practices can be through the union or tripartite partnership between the employers and the

government.

2.3 Population, education and training in Macau

Macau, a former Portuguese colony from 1887 to 1999, is heavily influenced by both Chinese
and Portuguese culture. The Portuguese had employed a laissez-faire attitude towards the
administration and education system of the colony. This attitude led to most schools in Macau
being privately run by religious groups, trading and cultural associations, individuals, societies
and cooperatives (Kaeding, 2010). As there is a general lack of localised and centralised
teaching material, private schools have to import textbooks and these are mostly obtained from
Hong Kong and China (JYC Lo, 2005; Kaeding, 2010). The materials obtained from China
align with Chinese ideologies and principles, so it is not difficult to identify the working culture
of Macau as one that is shaped by Chinese culture and ideology, with a slight Portuguese
influence (Kaeding, 2010). This culture can also be seen in Macau’s universities, where most
doctorate holders who teach there earned their degrees from Mainland China, Taiwan and Hong

Kong, rather than from Europe, the US or Australia (Kosmitzky & Putty, 2016).

The influence of the higher education industry on the workforce in Macau is profound. Not
only is there a transfer of knowledge from academics to students, but there is also an exchange
of values and work ethics. This interaction between academics and students shapes the working

culture on the island.

According to the 2017 Statistics and Census report, the proportion of population born outside
Macau rose from 59.1 percent in 2011 to 59.3 percent in 2016 (Government of Macau Statistics
and Census Services, 2017a). Further investigation into the population born outside Macau
revealed that 43.6 percent was born in Mainland China. The Census also shows that 29.6
percent of the population resided in Macau for less than five years (Government of Macau
Statistics and Census Services, 2017a). Figure 2 offers a breakdown of the population by place
of birth.

15



Figure 2.1: Distribution of Macau’s population by place of birth, 2017

= Macau (40.7%)

® Mainland China (43.6%)

m Philippines (4.4%)
Others (11.3%)

Source: Statistics and Census Services (2017)

About 21.2 percent of the working population in Macau is employed in the hospitality industry
(Government of Macau Statistics and Census Services, 2017a). Working adults are educated
with Chinese texts and their work ethics are influenced by the teaching of Confucius during
their formative years. This has helped to shape their working culture, as has the growth of
Macau’s economy (Li, Frenkel & Sanders, 2011).

2.4 The Integrated resort and hotel industry in Macau

The economy of Macau is predominantly services exports-oriented, with the majority being
IR&H services. In 2016, led by the export of services, the Gross Domestic Product of Macau
was MOP$259 billion (US$32 billion). One of the major forces driving economic growth in
the service industry is the export of hospitality and gaming services (Government of Macau
Statistics and Census Services, 2017b). In 2002, a change in regulations opened the industry,
which was previously monopolised by the SJIM (Wu & Chen, 2015). The objective of this
liberalisation of the hospitality and gaming industry was to provide additional employment
opportunities for the residents and derive the benefits associated with enhanced economic

development and social stability.
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Liberalising the IR&H industry was essential for the long-term growth and development of the
international tourism industry, which is the pillar of Macau’s economy. An example of how
the industry has benefited from liberalisation can be seen in the 28.1 percent increase in hotel
rooms from 2012 to 2016 (Government of Macau Statistics and Census Services, 2016).

Liberalisation of the IR&H industry in the early 2000s resulted in foreign investment flowing
into Macau. Three new IR&H licenses, incorporating casino concessions, were granted to
foreign transnational corporations, including Galaxy Entertainment Group, Wynn Resorts and
SIM, (Wu & Chen, 2015). Each concession allows the granting of sub-concessions and enables
the operation of as many IR&H as market conditions allow. These developments will increase
the need for skilled workers to operate the IR&H. HR departments plays an important role in
the recruitment and retention of staff, which could be constrained by various national policies.
The design of HR practices and regulations within an organisation is dependent on the national
policies introduced, and these could have minimal or maximal effect on the way operators run
their daily operations (Van Gestel & Nyberg, 2009). HR executives play a pivotal role in the
translation process, which could be biased because of human interaction. This bias could be a
result of the HR or line manager’s cultural, educational or family influence, as shown in
Boxenbaum’s (2009) research, which finds that individual preference is one of the factors

influencing the translation process.

2.5 Human resources in integrated resorts and hotels

There has been recognition throughout the years that HR strategies affect an organisation’s
performance and profit (Brewster, Houldsworth, Sparrow & Vernon, 2016). For this reason,
organisations must plan and create effective strategies for the smooth operation of the HR
department. Effective utilisation of HR can give an organisation a competitive edge against its
competitors (Tooksoon, 2011; Bratton & Gold, 2012), and previous research states that
employees are a form of human capital that have knowledge, skills and abilities that can
generate ‘rents’ or value for the organisation (Bratton & Gold, 2012; Bratton & Gold, 2012;
Enz, 2010). The aim of this thesis is to explore how IR&H HR managers, supported by national
macro policy and legislation, can effectively and efficiently develop employees who are highly
competent and perform their jobs well, and are able to work in a tacit manner. This means that
they can attend to a task at a skill level that is almost instinctive and does not require a great
deal of planning or conscious thought. When a group of employees collectively acts this way,

it creates an organisational system, or routine, that is so efficient it becomes a source of
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advantage that is not easily replicated (Enz, 2010; David, 2011; Bratton & Gold, 2012; Noruzy,
Dalfard, Azhdari, Nazari-Shirkouhi & Rezazadeh, 2013; Arora & Rangnekar, 2014; Meihami
& Meihami, 2014;).

Like any asset, value can be added to HR to increase its worth, which in turn profits the
organisation. IR&H operators can invest in their HR infrastructure by hiring, training and
operating performance management systems, thus creating ‘invisible assets’ that enhance firm
capabilities (Enz, 2010, p. 398). These investments: teach and encourage employees to improve
their knowledge, skills and abilities; motivate them to exert greater effort on behalf of the

organisation; and encourage them to improve their overall productivity (Enz, 2010, p. 398).

The role of an IR&H HR department is to source and hire people that will be a good match for
the operation. Finding the right person—organisation “fit’ can be easy if there is a large and
ready labour market, as in the US. However, the situation is different in Macau, where the pool
of available labour is small and the regulations introduced by the Macau Special Administrative
Region (SAR) Government further restrict the number of foreign workers that IR&H can
employ. Thus, with the pool reduced, HR departments must examine different ways to recruit,
retain and train employees, as certain jobs within the IR&H sector can be very repetitive
(Roberts & Hashimoto, 2010, p. 100). A Macau government labour mobility report in 2007
shows cross-industry movement among employees from other industries, such as
manufacturing, to the IR&H sector (Government of Macau Statistics and Census, 2007). Table
2.1 shows the total number of employees working in the various industries in Macau. The
growth in the hotel and restaurant sector had been gradual, from 2015 to 2016 there is an
increase of 2,200 people employed. This coincided with the opening of Sands Parisian in
September 2016. With more IR&H development planned, the figure is expected to increase

within the next one year.
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Table 2.1: Employed population by industry from 2013 to 2016

2013 (000) | 2014 (000) | 2015 (000) | 2016 (000)

Construction 35.3 52.5 54.8 44.4

Wholesale and retail trade; repair of | 44.7 452 45.0 441
motor vehicles, motorcycles and

personal and household goods

Hotels, restaurants and similar | 54.3 54.8 55.0 57.2
activities
Transport, storage and | 15.9 19.2 17.5 19.3

communications

Real estate, rental and business | 27.6 30.4 29.8 30.4
activities
Recreational, cultural, gaming and | 93.4 94.0 94.2 92.7

other services

Other 38.1 40.3 42.1 45.5

Source: Labour Affairs Bureau, Macao, SAR, China (2018)

A further phase of IR&H development on the Cotai Strip saw three mega-complexes open their
doors to the public from mid-2015 to 2017. Of the three IR&H, two of them are international
organisations, while the third is a local organisation with a history of hospitality operations in
Macau.
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2.5.1 Challenges of recruitment and retention in Macau

As previously stated, HR is an important part of an organisation, and organisations have
gradually realised the importance of HR strategies and the effect they have on profit,
performance and, for some industries, customer retention (Tooksoon, 2011). In industries like
tourism and hospitality, services are highly personalised and cannot be replaced by machines,
and shortages of labour will affect the long-term viability of these organisations (Laghane &
Deshmukh, 2012).

Organisations with greater investments in their HR programs enjoy higher overall profitability
(Beardwell & Thompson, 2014; Enz, 2010, p. 398). As stated, investments in hiring, training
and performance management systems create invisible assets that will enhance an
organisation’s capabilities (Bratton & Gold, 2012; Enz, 2010, p. 398).

The recruitment process aims to generate a pool of capable people that the organisation can
choose from to fill the positions, and matching the right people to the right position is an
important process. Recruitment and retention is one of the biggest challenges of the IR&H
sector due to the labour-intensiveness of these organisations especially in the housekeeping
department (Schuler, Jackson & Tarique, 2011; Ng & Austin, 2016). A 2015, Australian
Human Resources Institute (AHRI) survey found that the ability to attract and retain new talent
was perceived as the two most critical people-management issues facing most organisations
today (Schuler, Jackson & Tarique, 2011; Australian Human Resources Institute, 2015).
However, implementing effective recruitment, retention and training programs is not always
easy, as they are usually determined by the HR policies, which themselves are translated from
the national policies by HR personnel (Almond, 2011). The high turnover rate within the
service industry is often accepted as inevitable (Schuler, Jackson & Tarique, 2011), hence
organisations do not take recruitment and retention into consideration. The organisation
naturally does not want to train employees and later lose them to competitors, since this
represents a loss in investment. The concept that the industry is not an ideal place to work also
affects recruitment and retention. The 2015 survey identified primary causes for failing to
address an organisation’s recruitment and retention issues adequately. These issues include
constraints on organisational productivity and efficiency, constraints on innovation, and
constraints on the organisation’s ability to meet production requirements and customer
demands (Schuler, Jackson & Tarique, 2011).
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The rapid expansion of the international tourism industry has increased the demand for better
customer and frontline services (Lages, 2010; Udani, 2012), managerial and leadership
competence and language proficiency among employees. However, the national policies on
labour importation have caused a limiting factor on the economy (Udani, 2012). The other
challenge that Macau faces is the number of less-educated people among the working
population who have only primary education. The number of unskilled resident workers has
risen from 32,000 in 1999 to 64,983 in 2016. This will translate into a poorer quality of HR
within Macau (Udani, 2012; DSEC, 2017). Service quality at the IR&H will inevitably suffer,
with the employment of an unskilled workforce and the retention of young staff members is

among the concerns for IR&H operators (Undani, 2012).

2.6 Singapore

Singapore, an island nation between the East and West trading routes, has developed a
diversified economy. Like Macau, Singapore does not have any natural resources and has relied
on the policies implemented by the government since 1965 to achieve developed-nation status.
With a land area of 721.5 square kilometres and a population of 5.61 million in 2017
(Department of Statistics Singapore, 2018), Singapore has progressed from being a labour-
intensive economy in the 1960s to a knowledge-intensive economy today (Monetary Authority
of Singapore, 2016). Careful planning of Singapore’s economy and its ability to execute
policies are the result of a stable and strong government that has been in power for five decades
since 1959 (Chong, 2010, p. xiii). The strong mandate given to the government is a signal that
the local population has confidence in the administration, and its policies, to lead Singapore.
The manufacturing industry has been an integral part of Singapore’s economy, driving the
nation forward in its quest to provide the people with a standard of living equivalent to that of
a developed nation (Chong, 2010, p. 127). Singapore’s economy has weathered many
economic crises and convened countless restructuring committees throughout the country’s 52
years of independence. These committees have had recommendations enacted to increase
Singapore’s international competitiveness and diversify the nation’s economy from one that

was labour-intensive to one based on service and knowledge (Meng, 2010, p. 124).
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2.6.1 Human resources and challenges in Singapore

The island of Singapore has long been a gateway between East and West, attracting people
from all over of the world since it became a British trading post in 1819. In particular, migrant
workers from China and India came to Singapore in search of better living conditions and
contributed to the growth and economic development of the nation. By the 1960s, there was an
abundant labour force that attracted investment into the young nation, which led to the
development of a manufacturing-based economy. However, as previously mentioned,
Singapore’s economy has since been transformed into a diverse one that is knowledge- and

service-industry based.

In addition to these campaigns and incentives to boost the workforce, the Singapore
Government introduced policies in the 1980s that allowed entry to foreign workers (Yeoh &
Lin, 2012). At the turn of the twenty-first century, the Singapore Government began attracting
foreign people (“foreign talents’) with the skill sets required to grow the knowledge-based
economy. These people were encouraged to become Singapore citizens to help compensate for
the country’s low birth rate. The population of Singapore in 2016 was 5.6 million, comprising
3.4 million Singapore citizens, 0.52 million permanent residents and 1.67 million temporary
foreign residents (Department of Statistics, 2016). However, the government has projected that
the population will grow to 6.9 million by 2050 (National Population and Talent Division,
2013) through migration and natural birth. In employing this two-pronged approach, the
Singapore Government hopes to alleviate the labour problem in the future.

A shrinking labour-force pool will have a tremendous effect on the economic growth of
Singapore (Thai, Balasubramanyam, Yeoh & Norsofiana, 2013). Therefore, to cushion the
negative effect of labour shortages, the Singapore Government openly welcomes foreign
professionals and mid- and lower-skilled workers, but with different controls and permits for
each category. The government’s attitude towards foreign labour changed in 2013, this was
reflected in the national budget which saw an increase in levies and qualifying salaries for
Special (S) pass holders. The increase in levies have an impact on labour-intensive industries

such as manufacturing and hospitality (HRM Asia, 2013).

The attitude towards foreign workers in Singapore differentiates how IR&H operators plan
their corporate and HR strategy from those in Macau, with HR practices within organisations

in Singapore influenced by a complex external environment (Albrecht, Bakker, Gruman,

22



Macey & Saks, 2015). The hotel industry is no exception to this. The Singapore Government,
well known for its interventionist attitude on broad issues of economic policy, has been found
to intervene in HRM activities, especially in the area of productivity improvement (Albrecht,
Bakker, Gruman, Macey & Saks, 2015). Studies suggest that organisational HRM practices are
reflections or responses to pressures from regulatory agencies (Lengnick-Hall, Lengnick-Hall,
Andrade & Drake, 2009; Beardwell & Thompson, 2014; Katou, Budhwar, Woldu & Basit Al-
Hamadi, 2010; Gestel & Nyberg, 2009). In Singapore, the parliament debates policies and,
subsequently, the Ministry of Manpower designates any new directions to all the firms within
Singapore. The policies introduced by the government could look at skills retraining and
development for the employees in all of Singapore. Training is usually subsidised by the
government, which covers a substantial amount of the course fees to encourage organisations
to send employees to upgrade their knowledge, for the organisation’s benefit at minimum cost.
The HR manager needs to factor and translate such policies into the HR practices so that the
IR&H workforce can have current and up-to-date skill sets. The regulatory policies and HR
practices can differ greatly, and this could pose an issue to the HR manager where the three-
dimensional factors could play a part in the translation process.

2.6.2 Training and retention in Singapore

Since Singapore is an island with no natural resources, its government has identified human
capital as a central component of its strategic economic plan (Bratton & Gold, 2012). As a
result, Singapore has become well known for its innovative human capital development
initiatives, which are the result of government policies, with constant input from the public and
private sectors. The private sector plays an important role in the training and retention of adult
workers. With the opening of IR&H in 2010, agencies, including the Singapore Tourism Board,
Workforce Development Authority and Singapore’s Agency for Enterprise Development,
along with the tourism and hotel industries, launched the Tourism Talent Plan (TOTAL).
TOTAL aims to train and develop more than 110,000 workers the industry will need in coming
years (Osman-Gani & Teng, 2009). Its training initiatives are usually subsidised financially by
the government through a series of claim-back schemes that enable companies to recover
training costs. HR development is government-led in Singapore, whereas it is mostly private-
sector driven in countries such as Malaysia, Hong Kong and Taiwan. The Singapore
Government plans to increase HR development training with its Master Plan for Continuing
Education and Training, which aims to train workers, especially adult workers as the
government’s top priority (Osman-Gani & Teng, 2009). The ongoing labour shortage has
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resulted in organisations coming up with creative programs to overcome the challenges. The
cross-training program is an example whereby the hotel trains the employee in various
positions and deploys them to areas that require extra labour at certain times. The Ministry of
Manpower and the Singapore Tourism Board endorse this program.

The continual remaking of Singapore’s economy demonstrates that the resident workforce
needs to be constantly retrained to acquire new skills and knowledge. The training and
development programs aim to ensure the workforce remains employable as the economy
recalibrates. Encouraging western organisations to establish operations in Singapore exposes
the local workforce to western HRM practices, and companies in Singapore tend to spend
approximately two to three per cent of their payroll expenses on training and development (Bi,
2012; Albrecht, Bakker, Gruman, Macey & Saks, 2015).

The previous two sections demonstrate how the forms of administration differ between
Singapore and Macau. This could have a diverse range of effects on IR&H operations because

of the manner in which each nation views HR development.

2.7 The difference between Singapore’s and Macau’s cultures

In the case of Macau, its culture, the target market and geography all played a part in
revitalising its economy. The socio-cultural affinity the Chinese population has to gambling
provided Macau with a potential IR&H market. There are uncertain outcomes when the gaming
industry is legalised; however, one consistency is that it increases employment for the state or
the nation because of its labour-intensive nature (Barberis, 2012). The IR&H are massive
complexes with many services under one roof, and a five-star hotel is usually one of the
services provided to the public. The uncertain outcomes are mitigated in Singapore with the

IR&H concept, where the casino is part of the IR&H and not the whole of it.

Despite its geographical distance from the Macau Special Administrative Region, Singapore
has similarities with Macau in terms of ethnic origin, religion and historical experience. Both
were colonies of European powers in the nineteenth century and were maritime trade posts of
their colonial masters. Both populations consisted mostly of Chinese people who had left their
homes in search of a better life. The Chinese brought with them values of hard work, thriftiness
and a determination to succeed—cultural traits that can still be seen in the people of Chinese
background in both nations today. Chinese people have a distinctive cultural identity but live

in many countries throughout the world (Shen, Chanda, D'netto & Monga, 2009).
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The culture/nation distinction can influence the way an organisation is managed. According to
Shen, Chanda, D'netto and Monga (2009), if culture is a set of historically evolved, learned and
shared values, attitudes and meanings, this will have an influence on organisations at both
macro and micro levels. At the macro level, the nation, in terms of its law and economic
institutions, must be taken into consideration by organisations. They must consider the
measures taken by the state to protect its own interests and those of its citizens. These can range
from specific employment laws to general economic and social policies. At the micro level, the
organisation is influenced by the culture that relates to employer—employee relationships
(Shen, Chanda, D'netto & Monga, 2009).

Singapore and Macau have evolved very differently since the nineteenth century. The political
path taken by Singapore was towards self-governance after the Second World War, while
Macau, which was still under Portuguese administration, found many obstacles to overcome.
The external factors in Singapore’s quest for independence shaped the nation’s ideology and,
subsequently, led to a national culture that was a product of its past struggles (Shen, Chanda,
D'netto & Monga, 2009). Survival was of utmost importance to the Singapore Government and
this led to its interventionist style of governance, which determines the national education
curriculum in secondary schools and the courses that will receive more attention in
polytechnics (Frege & Kelly, 2013). All this is done with the objective of producing a highly

skilled workforce in line with the government’s economic plan (Cunha, 2010, p. 18).

Macau was a colony that depended heavily on China and Hong Kong for its survival (Spooner,
2009) and Macau returned to China in 1999. Tourism is an important source of income for
Macau’s economy, with Hong Kong tourists being the main group to visit Macau, and an
increasing number of Chinese tourists visiting after the handover in 1999. One of the main
attractions of Macau is its numerous IR&H with casinos in the Special Administrative Region.
The opening of the hospitality and gaming industry in 2002 saw foreign operators investing in
Macau and this, inadvertently, caused Macau to become reliant on the gaming industry which,
in turn, is dependent on tourists from Mainland China. Macau’s culture is closely intertwined
with that of Hong Kong and China because of proximity and family connections (Spooner,
2009). These kinds of external influences can affect the way a strategy or policy is translated

into HR practices for an organisation (Shen, Chanda, D'netto & Monga, 2009).
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2.8 Translating national policy

Studies by Lengnick-Hall, Lengnick-Hall, Andrade & Drake (2009), Beardwell & Thompson
(2014) and Katou, Budhwar, Woldu & Basit Al-Hamadi, (2010) suggest that organisational
HRM practices are the product of pressures from external regulatory agencies from the nation
within which an organisation has its operations (Van Gestel & Nyberg, 2009). It has been
argued by institutional theorists that actions in organisations are the result of formal and
informal rules (Suddaby, 2010; Fuenfschilling & Truffer, 2014). HRM policies and practices
within an organisation are constrained by external institutional forces, with national culture and
legislation playing a pivotal role (Frandale & Paauwe, 2007; Van Gestel & Nyberg, 2009;
Katou, Budhwar, Woldu & Basit Al-Hamadi, 2010; Jahn, Riphahn & Schnabel, 2012). Some
researchers have argued that those institutional theorists overlooked the possibility that
organisations have the ability to influence institutions or policies (Kostova, et al., 2008; Ferner,
Tregaskis et al. 2011; Meijerink, 2013). National policies are usually moderated actively by
HR managers, who are the organisational actors that can influence the process of
institutionalisation by driving the best practices for the organisation’s strategy, while still
meeting the requirements of the regulatory agencies (Van Gestel & Nyberg, 2009). HR policies
of the organisations within the same nation are not necessarily similar, as HR managers differ

in the way they react to regulatory agencies’ pressures (Meijerink, 2013).

National policies are formulated by government agencies with the objective of increasing
productivity and encouraging economic growth or, in some nations, encouraging employment
of the resident workforce. The Macau SAR Government has implemented regulatory policies
that ensure Macau’s residents are employed as dealers (Chan, 2012). Similar policies are found
in Singapore, with the Singaporean government implementing stricter measures to limit the
intake and reliance on a foreign workforce. The relevant regulatory agencies disseminate
policies to organisations and the government might contribute some form of financial
assistance to the organisation, if the policy is implemented (Osman-Gani & Teng, 2009). The
HR managers of the IR&H in Singapore and Macau will study the policies and translate them
into HR practices that are suitable for local operations (Van Gestel & Nyberg, 2009; Almond,
2011).

Recent research has shown that HR practices and other organisational policies are subject to
change by a range of social and institutional factors in the host country (Niels and Anne-Wil
2003; Almond, Edwards et al. 2005; Almond, 2011; Bratton & Gold, 2012; Brewster,
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Houldsworth, Sparrow & Vernon, 2016). For example, government arrangements in areas such
as finance, education and training and industrial relations will lead HR managers to translate
national policies into practices that will help optimise the performance of the organisation.
Suddaby (2010) identified three institutional pressures, namely coercive, mimetic and
normative. These pressures can result in the organisations becoming similar because they
comply with the same labour legislation (Meijerink, 2013). The HR policies derived from HR
managers are then communicated throughout the organisation via line management. According
to Almond (2011), HRM in multinational corporations is shaped by multiple power relations
between employees and their representatives, the various levels of management and owners
and their representatives. The various parties involved in the translation of the policies have

some capacity to strategise and, therefore, influence the outcome of HR practices.

Research for this thesis will build on Shen, Chanda, D'netto and Monga’s (2009) and Van
Gestel and Nyberg’s (2009) work on the three-dimensional framework for analysing the
translation process of a national policy into organisational policy. In Figure 2.2, the first
dimension, individual preference, constitutes those elements that the HR managers regard as
preferences that reflect their own personal and professional trajectories in life (Shen, Chanda,
D'netto & Monga, 2009). A person’s educational background and social upbringing could have

an impact on their professional views on certain HR policy.

The second dimension, strategic reframing, encompasses how the policy refers to issues, such
as financial targets, control and performance. When translating the national policies, the HR
managers must bear in mind which reframing would be most appealing to the senior
management in the firm. Implementation of the HR practices requires financial resources,
hence there is a possibility that the translators will choose to emphasise financial performance.
The wrong emphasis in the strategic reframing can create complications for the organisation,
which can lead to the diminishing control of certain areas within the organisation or decrease

in productivity and performance.

The final dimension, local grounding, considers the merging of national policy elements with
the existing local routine and practices (Van Gestal & Nyberg, 2009). The research aims to
discover, in de