
Sustainability
Statement

PUC Berhad (“PUC” or 
the “Group”) continues 
to progressively 
integrate sustainability 
into all parts of its 
business operations. 
This is more prevalent 
than ever given the 
continued persistence 
of the COVID-19 
pandemic in the current 
reporting year which 
has moved industries 
worldwide to 
aggressively prioritise 
and bolster 
sustainability and long-
term feasibility. As PUC 
strives to develop 
transformational 
technology and digital 
services for its 
customers, 
sustainability remains 
key in conducting a 
business that has 
steadfast decision-
making and 
development capacities.

Beyond financial performance, PUC’s motto of “Making people’s lives 
faster, cooler and richer” drives us to achieve a balance that galvanises 
economic development and stakeholder interest, while also positively 
impacting surrounding communities and the environment.

Thus, we strongly advocate business transparency, corporate social 
responsibility and sustainability management, which is why our 
Sustainability Statement 2021 (“SS2021”) discloses our Group-wide 
sustainability initiatives in the governance, economic, environmental and 
social areas, with key achievements and highlights shown. 

We endeavour to implement long-term sustainability through observing 
transparency, accountability and reliability when it comes to engaging with 
our valued stakeholders for feedback and insights on addressing and 
prioritising material Economic, Environmental and Social (“EES”) matters. 
Doing this helps PUC to continually evolve into a more holistic business 
entity. As we enter our fourth year of integrated reporting, amidst the 
persistent complexities posed by the pandemic, we hope to continue 
enhancing our sustainability journey moving forward.

SCOPE AND MATERIAL BOUNDARY

The SS2021 is scoped to the business operations and activities of the 
Group and all major subsidiaries within the Group. Outsourced activities as 
well as activities and operations of joint venture companies are excluded, 
unless mentioned otherwise. 

We remain aware that there may be significant EES impacts from its 
value chain. PUC is committed to cascading its sustainability 
commitments, policies, practices and culture to its external business 
partners, suppliers and contractors. We aim to report on our value chain 
partners’ on the EES highlights in future sustainability statements. 

We exercise a “local-where-we-operate” practice. Our boundaries are 
determined based on the prioritisation of our materiality aspects and 
topics and the Global Reporting Initiative’s (“GRI”) Reporting Principles for 
defining report content and report quality.
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STATEMENT OF USE

PUC’s Board of Directors (“Board”), our highest 
decision-making body, acknowledges the following 
statement of use: The information reported by the 
Group for the financial year ended 31 December 
2021 (“FY2021”) is prepared in reference to GRI 
Sustainability Reporting Standards.

REPORT QUALITY AND DATA ASSURANCE

The GRI principles of accuracy, balance, clarity, 
comparability, reliability and timeliness guides our 
report content and quality. All data contained within 
this report has been sourced internally and has been 
verified accordingly by the respective business units 
or information owners. We are continually enhancing 
our data collection and analysis processes towards 
improving data accuracy and quality and to 
strengthen disclosures going forward. 

The content in this report has been determined 
based on stakeholder views, internal assessment of 
material topics and risks factors, as well as emerging 
trends and opportunities within PUC’s operating 
environment.

For a more comprehensive perspective of the Group’s 
business performance and how sustainability 
continues to be a principal driver for PUC’s value 
creation strategies, readers are highly recommended 
to read this report together with the PUC’s Annual 
Report 2021 (“AR2021”).

PUC has undertaken independent auditing and 
assurance for relevant financial data displayed in this 
report, which can be referred to in our Financial 
Statement. However, PUC has not garnered any 
third-party assurance for non-financial data. We aim 
to garner external assurance for non-financial and 
sustainability data in the near future.

REPORTING PERIOD

The reporting period for SS2021 is from 1 January 
2021 to 31 December 2021, unless specified 
otherwise. SS2021 provides comparison statistical 
data for certain disclosures by establishing trend lines 
where necessary and enabling readers to better track 
and understand the comparative performance 
achieved.

REFERENCES AND GUIDELINES

We prepared our sustainability statement according 
to these frameworks and guidelines: 

• Global Reporting Initiative Sustainability Reporting 
Standards

• United Nation Sustainable Development Goals 
(“UNSDGs”)

• Bursa Malaysia’s Sustainability Reporting Guide 
Second Edition

LIMITATIONS

PUC remains aware that data-gathering challenges 
still exist for certain indicators. We are continually 
applying more robust data tracking and gathering 
mechanisms for improved reporting going forward.

We will be considering the feasibility of including 
value chain related data in future reports. This 
includes data related to impacts that occur outside 
of the organisation, but which PUC may directly or 
indirectly be contributing towards in a significant 
manner.

FORWARD-LOOKING STATEMENTS

Our Sustainability Statement contains forward-looking 
statements i.e. plans, targets, prospects and 
expectations reasonably devised in terms of expected 
performance output.

As our forward-looking information was derived 
based on currently available data and information as 
well as present operating environment conditions, it 
may change based on unforeseen circumstances 
beyond our control. Therefore, we advise readers to 
not place undue reliance on such forward-looking 
statements as our business is subject to risks and 
uncertainties. Actual results may differ.
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REPORT AVAILABILITY

SS2021 can be downloaded from the PUC Group corporate website at https://www.puc.com/. Limited printed 
copies are available towards minimising our paper consumption and thus reducing environmental impact.

FEEDBACK

As part our continued engagement with stakeholders and to facilitate continuous improvement, we welcome 
feedback, comments and suggestions to be sent to:

Sustainability Committee
Unit C-2-01, Level 2, Capital 3, Oasis Square,
No. 2, Jalan PJU 1A/7A, Ara Damansara, PJU 1A,
47301 Petaling Jaya, Selangor
Tel : 603-7651 0188
Fax : 603-7651 0088
Email : info@puc.com

FY2021 HIGHLIGHTS AND ACHIEVEMENTS

5 United Nations Sustainable Development Goals adopted

ECONOMIC / GOVERNANCE

RM23.27 million
In Revenue Received

RM10.60 million
Distributed in Staff Costs

RM0.98 million
Distributed in EPF and Socso 
(and other staff contributions)

100%
Of Group Employees are Briefed 

on the Anti-Bribery and 
Corruption Policy

Zero
Reported Incidents of Corruption

Zero
Data Privacy Breaches Incidents 

Recorded

ENVIRONMENTAL

128,129kWh
Total Electricity Consumption

100%
Digital Business Model, Avoiding 

Significant Pollution or Waste 
Generation

RM62,729.75
Total Electricity Bill

SOCIAL

84
Total Workforce

58%
Women in the Workforce

40
Total New Employees Hired

100%
Of Employees Received Annual or 

Regular Job Appraisals

15 hours
The Average Training Hours Per 

Employee

3
Community Development 

Initiatives Conducted



Sustainability Statement (cont’d)

UNSDGs

As the world continues to rapidly expand in scope and its population expected to reach 9 billion by 2050, 
more complex global issues such as climate change, poverty and ongoing urbanisation are bound to surge. 
This has been made more vital given the COVID-19 pandemic’s global disruptions.

PUC is aware of contributing towards resolving these issues. This is why we began our UNSDGs journey in 
FY2019. We have adopted 5 UNSDGs so far, as aligned to our corporate and business values, to better identify 
how the Group’s business model inherently realises value creation and how this can help address global 
issues or challenges. Our UNSDGs adoption realises a larger role for PUC beyond its for-profit business entity, 
which is that the Group can also play a meaningful role in addressing pertinent issues towards developing a 
better future for individuals, families, communities and the country.

Beyond adoption of goals, going forward, PUC will look to further enhance its adoption of UNSDGs at the 
target level, where possible, to truly align its sustainability strategy to global issues and to deliver the 
optimum positive impact. Following is a snapshot table of how the Group had linked its sustainability efforts 
in FY2021 to its adopted UNSDGs:

UNSDGs Results and Achievements Future Targets /  
Initiatives Related to UNSDGs

• The good health and safety of employees are aspects that 
PUC always place emphasis on, more so during the 
pandemic. For instance, several COVID-19 positive cases 
were detected in the office and the Company immediately 
closed the office for sanitisation to reduce the infection 
risk on other employees in the office. 

• Provided a medical card and health insurance for all 
employees so that they can cover the cost of 
hospitalisations or yearly medical check-ups.

• Implemented COVID-19 preventative measures at work 
premises to avoid viral infections from occurring in the 
office.

• Issued multiple memos and e-mails to employees to 
ensure the they stay alert on COVID-19 situation and 
developments, as well as the safety protocols when an 
employee is a suspected or confirmed case.

• Organise more health-related employee 
engagements and community 
development activities.

• Provide regular reminders and 
communication with employees to 
ensure their physical and mental 
health are in check.

• We implemented our whistleblowing mechanism and 
other strict policies that prevents any workplace 
harassment and bullying to occur to our employees, 
especially female employees.

• We continually cultivate an inclusive workspace that 
promotes a safe and productive workspace for male and 
female employees to equally thrive in.

• Our recruitment process is open to both men and women 
equally, and we always assess candidates fairly based on 
merit.

• 58% of PUC employees are women.

• Continue to expand more leaderships 
roles for women at the workplace.

• Continue fostering fair and equal 
labour practices



UNSDGs Results and Achievements Future Targets /  
Initiatives Related to UNSDGs

• Employees are given equal opportunities to perform tasks 
they are entrusted with. Whenever a particular role is 
vacated, existing employees with equal capability will be 
groomed to take over the role over time. We have done 
internal promotions in some departments within the 
Group.

• We continued delivering financial and non-financial value 
for stakeholders, including revenue, dividends, employee 
remuneration, statutory payments to the government and 
more.

• To bolster entrepreneurial opportunities 
for younger entrepreneurs to through 
our digital business propositions.

• The COVID-19 pandemic saw nationwide lockdowns and 
closed borders enacted. Fortunately, PUC has started 
venturing into digital business since 2017 which has 
bolstered the Company’s sustainability.

• PUC’s inherent business model involving technology and 
digital businesses has seen the Group constantly improve 
in its ability to innovate and enhance the service offerings 
on its digital platform, especially the Presto digital 
ecosystem.

• Apart from the existing digital businesses which include 
e-commerce, e-wallet and a wide range of digital services, 
the Group has also teamed up with other partners to offer 
a fully integrated and digitalised order-to-delivery solution 
to help boost the local food and beverage industry 
affected by the COVID-19 pandemic.

• Remain diligent in the innovation of 
current digital products and services to 
better serve the needs of customers 
and business owners.

• Contribute to more transparent 
knowledge-sharing initiatives of our 
digital ecosystem among industry 
peers.

• PUC continues to endorse a positive and diverse work 
culture where all employees of different backgrounds and 
ideas are allowed to exhibit their full potential.

• The Group has worked to further reduce inequalities 
regarding job, recruitment and ideation opportunities in 
PUC. Recruitment processes are handled without bias and 
merit is used in determining the best candidates for the 
job scope.

• Made our digital products and services increasingly 
accessible for all income levels and business backgrounds 
to utilise, whether it is as a customer or a business owner.

• Endeavour to further close the gender 
remuneration gap between male and 
female employees

• Collaborate with external training 
partners to provide skills development 
programmes for all genders.

PUC has always been consistent in pursuing its adopted UNSDGs and will continue this effort as well as 
improve where necessary.



SUSTAINABILITY COMMITTEE (“SC”)

Sustainability is governed at the highest level by the Board. The Board also discusses and approves important 
updates and/or the creation of current and new sustainability policies, activities and other initiatives.

The Board and SC are guided by the Malaysian Code on Corporate Governance (“MCCG”) when it comes to 
governance. With further revision of MCCG enacted on 28 April 2021, the Board actively took note of these 
updates and revised PUC’s Terms of Reference for all Board committees as well as the Board Charter. All 
revised guidelines have been adopted based on the relevant effective date.

At the core of the Group’s sustainability reporting endeavours is our strong values and commitment to 
diversity and inclusion, which is reflected in PUC’s SC that houses a diverse assembly of individuals from 
various departments and backgrounds. SC members are tasked with overseeing all matters relating to 
sustainability domestically and regionally.

Currently, the SC consists of members from the working level in the Group. However, sustainability matters 
discussed at the Board level will largely revolve around the economic and social aspects of our ESG approach.

The Group’s Key Senior Management plays an important role in driving the Group’s strategic management of 
material sustainability matters. 

Our SC members as of 31 December 2021 are as follows:

Sustainability Committee Members Departments (Sub-unit)

1. Cheong Chia Chou Group Managing Director and Group Chief Executive Officer

2. Johnny Tan Corporate Development – Corporate Finance

3. Lee Wan Fatt Corporate Development – Corporate Finance

4. Irene Chin Corporate Development – Corporate Secretary

5. Chor Zhenyi Finance

6. Eileen Eng Human Resource

7. Prawn Cheng Creative

While the SC only managed a limited amount of initiatives due to the country’s numerous Movement Control 
Order (“MCO”) lockdowns and Standard Operating Procedures (“SOPs”) which continued from FY2020 into 
most of FY2021, our SC is already prepped to undertake upcoming sustainability-related changes and 
activities that may materialise in FY2022.

Please refer to the Group’s Corporate Governance Overview Statement (“CG Statement”) section of this report 
for more information. Our CG Statement covers detailed disclosures related to PUC’s corporate governance. 
Our corporate governance disclosures can also be found on our website at and is available for viewing at 
https://www.puc.com/ under the “Investor Relations” tab.

SUSTAINABILITY GOVERNANCE



BOARD ON SUSTAINABILITY RISK MANAGEMENT

The Board maintains a robust risk management 
framework as well as internal control systems to 
safeguard PUC’s assets, business, and our shareholders’ 
investment. The Board ensures the integrity of the 
Risk Management Framework and internal control 
systems are maintained through regular reviews and 
ongoing risk management updates.

These reviews are regularly performed to identify, 
assess and manage the risks faced by the Group. The 
reviews are carried out to holistically address major 
risk areas of concern, such as those from the areas of 
governance, social, economic and environmental risks. 
In recent years, we have made a significant steps to 
identify and address sustainability-related risks, which 
would be adequately updated in our risk register 
when appropriate and according to macroeconomic 
trends.

More details can be found in our full Statement on 
Risk Management and Internal Control in AR2021.

DIVERSE BOARD COMPOSITION

PUC endeavours to foster diverse leadership 
perspectives. We continually make an effort to ensure 
the Board consists of individuals with diverse 
professional backgrounds, skills and competencies to 
contribute to a comprehensive think tank and 
decision-making body. More details can be found on 
our Board Charter available at https://www.puc.com/. 
Our FY2021 Board composition as at 31 December 
2021 is shown here:

PROACTIVE APPROACH TO SUSTAINABILITY

PUC continues to approach sustainability by carefully 
selecting initiatives that potentially have a local and 
global impact that resonates with the Group’s 
business as well as directly provide value in 
surrounding communities and the environment. 

We continue to ensure our sustainable business 
processes adhere to internationally recognised 
standards like the UNSDGs and GRI. PUC always 
considers its business strategies social and economic 
impacts and how they may positively impact society 
and eventually contribute to the Group’s 
sustainability.

STRONG ANTI-CORRUPTION AND ANTI-BRIBERY

PUC continues to maintain a zero-tolerance approach 
to bribery and corruption within the Group’s 
organisation and across its supply chain, which is 
primarily supported by the introduction and 
continued adherence of our Anti-Bribery and 
Corruption (“ABAC”) Policy which came into effect on 
1 June 2020, in accordance with the Malaysian 
Anti-Corruption Commission Act 2009 and the Prime 
Minister’s Department Guidelines on Adequate 
Procedures.

The Board oversees and leads the Group’s zero-
tolerance approach to all forms of bribery, corruption 
and unethical behaviour, spearheading the 
development and implementation of anti-bribery and 
anti-corruption policies and practices at the top 
decision-making level. The ABAC Policy also details a 
reporting guide that states that any incident related 
to anti-corruption will be communicated to the 
Board.

The Board periodically reviews the ABAC Policy. 
Therefore, our ABAC Policy guidelines may be 
updated when needed to reflect any changes in 
current trends, laws or our business practices. The 
full ABAC Policy can be read on our website at 
https://www.puc.com/.

Our ABAC Policy details that our organisation is liable 
if found to be engaged in corruption, bribery or any 
other related acts. This liability covers individuals and 
groups under the Group, including directors, 
managers, employees, workers and third-party 
partners.

Board Age Diversity
1

Up to 40
years old

4

40-60
years old

3

Above 60
years old

Board Ethnicity
Diversity

3

Bumiputra 

4

Chinese 

1

Others 

Board Gender Diversity
6

Male 

2

Female 



PUC retains its position as an apolitical organisation. 
Any major contribution or sponsorship of this 
apolitical nature that might be made will first see 
the Group undergo a strict and transparent process 
which includes getting Board approval on the matter.

Anti-corruption trainings and briefings have been 
cascaded to all Board members, key senior 
management personnel and employees at PUC in 
FY2021. Internal briefings and trainings for Directors 
in the Board as well as for all employees were 
conducted during May 2020 and June 2020 
respectively. No refresher trainings on the ABAC 
Policy has been required since. We ensure that 
newly-hired staff are also briefed on the ABAC Policy 
during their orientation.

100% of Board members have confirmed their 
receipt and understanding of ABAC Policy. An 
internal auditor engaged by the Company also 
annually reviews our operations, including anti-
corruption matters. 100% of PUC employees have 
had the ABAC Policy communicated to them. 

The ABAC Policy and Conflict of Interest (“COI”) 
Policy were sent to all employees within the Group 
prior to implementation of the policies on 1 June 
2020. All employees have subsequently 
acknowledged that they have read, understood and 
agreed to comply with the policies. This also applies 
to newly-hired staff joining the Group after the 
policies’ implementation.

A copy of the policies as well as related documents 
(COI Policy and Third Party Due Diligence SOP) are 
published on PUC’s internal portal where all 
employees have access to it. The policies were 
audited by Governance Advisory.com Sdn Bhd in 
August 2020. No specific recommendations were 
introduced by the auditors in regards to the policies. 
Supply chain partners must also acknowledge the 
receipt and compliance of our ABAC Policy and other 
related policies and laws, which are attached to 
business contracts with them.

No identification was performed in regards to any of 
PUC’s departments having a high possibility of 
corruption risk. Nevertheless, no confirmed incidents 
of corruption were reported in FY2021. 

CODE OF ETHICS

The ABAC Policy complements our Code of Conduct 
and Ethics (“COCE”). Our COCE aims to cultivate 
good business practices and ethical workplace 
behaviours to foster a healthy organisational culture 
at PUC.

The COCE clarifies what is expected of all employees 
in terms of good business conduct and stipulates 
how employees are expected to maintain the highest 
degree of integrity, exercise proper care and 
judgement, avoid conflict of interest situations and 
refrain from misappropriation of any kind. The Board 
will review the COCE when needed to ensure its 
continual effectiveness at all times. More details on 
the COCE can be found at https://www.puc.com/
under the “Governance & Sustainability” tab.

WHISTLEBLOWING MECHANISM

PUC maintains a high standard of transparency and 
accountability in corporate governance, which is also 
why we have a whistleblowing mechanism in place, 
that is supported by our Whistleblowing Policy 
implemented on 1 October 2017. 

Anyone who works at PUC is encouraged to bring 
their worries, complaints or alleged reports of any 
workplace malpractices, misbehaviours or corruption, 
provided they are reported in good faith.

A whistleblowing report may be reported verbally or 
in writing. PUC ensures that the reporting employee’s 
identity will remain confidential without the fear of 
being harassed, demoted, or experiencing any sort of 
victimisation.

Reported cases will be investigated thoroughly and if 
found to be of any merit, appropriate actions will be 
taken on the individual responsible for the 
wrongdoings including a verbal reprimand, 
supervisory intervention, suspension, termination or 
even legal proceedings.

Sustainability Statement (cont’d)



All complaints received by the receiving officer will 
be reported to the PUC Group Managing Director 
and Group Chief Executive Officer. Whistleblowing 
complaints alleging fraud and breaches of corporate 
governance will be escalated to the Audit and Risk 
Management Committee and the Chairman of the 
Board of PUC Berhad.

The contact details of the receiving officer where a 
whistleblowing report can be made are as follows: 
whistleblow@puc.com. More details on our 
Whistleblowing Policy are available on our website at 
https://www.puc.com/policies-procedures/. There were 
no whistleblowing cases reported in the year under 
review.

NO GIFT POLICY

PUC also has a No Gift Policy in place, where it is 
stated that the Group and its employees, directors 
and any other relevant PUC personnel are not 
allowed to receive any form of entertainment, gifts or 
corporate hospitality from any external business 
partner.

All PUC employees underwent briefings on this 
Policy through internal emails sent by the Human 
Resource (“HR”) department. All the Group’s policies 
are contained in the Employees Handbook for easier 
employee reference. 

SUPPLY CHAIN GOVERNANCE

PUC continues to ensure good and fair governance 
and business practices in the supply chain is 
stringently observed. This is mainly propagated 
through the introduction of the anti-corruption and 
anti-bribery provision in agreements with our vendors 
and suppliers (including the full ABAC Policy for 
External Parties via https://www.puc.com/wp-content/
uploads/2020/05/PUC-Anti-Bribery-and-Corruption-
Policy-External-Parties-01.06.2020.pdf) for compliance 
purposes, as well as the necessary screening of 
vendors and suppliers by the relevant personnel and 
/ or departments.

PUC maintains a supplier list that is updated 
regularly. Furthermore, the necessary due diligence 
on new and existing suppliers and vendors is done 
by screening them thoroughly prior to engaging 
them. This ensures that PUC only deals with external 
parties that follow an acceptable standard of 
integrity in the conduct of their business.

Due diligence on suppliers and vendors (especially 
new suppliers and vendors) is conducted based on 
the Third-Party Due Diligence SOP. The company also 
ensures that more than 1 quotation must be 
obtained (depending on the circumstances and the 
type of services required) before a vendor or supplier 
is formally engaged / appointed.

A fair and mandatory performance evaluation is done 
for existing suppliers to ensure they conform to PUC’s 
supply chain integrity standards. Suppliers failing to 
meet the specified requirements of the evaluations 
undergo a deliberation process with the Group, 
before the decision is made whether to continue 
working with the particular supplier. 

PUC also endeavours to identify high-risk suppliers in 
its supply chain, if any, to ensure the supply chain 
remains stable and uncompromised. To date, no 
suppliers have been identified to be of high-risk from 
third-party due diligence. In terms of auditing our 
suppliers, auditors would refer to the list of suppliers 
for the creditor’s ageing review or pick supplier-
related documents for further review.

REGULATORY COMPLIANCE

PUC stringently complies with established policies, 
protocols, government laws and industry standards. 
Therefore, in FY2021, we were not censured or fined 
by any regulatory authorities for non-compliance of 
environmental and social standards, nor have we 
faced any regulatory action on matters of corporate 
integrity, anti-corruption and corporate governance. 



STAKEHOLDER ENGAGEMENT

All our valued stakeholders are equally vital to PUC’s long-term success, development, sustainability and 
business continuity. In FY2021, PUC persisted in regularly engaging with relevant stakeholders as much as 
possible despite the pandemic’s complexities via a wide variety of online platforms that allowed us to 
facilitate stakeholder engagement in a safe manner. 

Regular team meetings were done using online video calls and teleconferences. We also continued conducting 
employee engagements via Google surveys when we were under the work-from-home (“WFH”) arrangement. 
In FY2021, we successfully conducted 1 Annual General Meeting (“AGM”) and 2 Extraordinary General 
Meetings (“EGM”).

All General meetings were fully virtual. Shareholders were given the opportunity to ask questions about related 
transactions as well as other general questions regarding the Group. All questions were answered by the Board 
and management personnel. The summaries of the General meetings were also posted on PUC’s website.

While our stakeholder engagement channels varied greatly in FY2021, our stakeholder engagement table 
below remains unchanged from the previous reporting year, given the permanent nature of our stakeholder 
priorities even during the pandemic.

Stakeholders Their Expectations How We Engage How We Respond

• Business partners 
and their end 
customers

• Retail customers

· Value for money
· Ease of dealing
· High-quality products and 

services
· Good platform and service 

design
· Timely delivery of products and 

services

· Regular meetings and 
communication

· Regular visits with business 
partners

· System audits
· Online customer service and 

counter at our concept store
· Marketing communications, 

website, and digital media

· Investment in research and 
development

· Well-trained customer service 
team and talented designers

· Stringent quality assurance 
process

Employees

· Personal and professional 
development

· Workplace safety

· Performance appraisal
· Training
· Team meetings
· Employee engagement
· Company events

· HR policies to promote a 
conducive work environment, 
fair employment practices and 
people development

· Occupational health and safety 
system

Suppliers

· Regular business
· Long-term relationship
· Clarity of specifications
· Timely payment

· Meetings and electronic 
communications

· Purchase orders and agreements

· Establish fair selection process
· Pay as per agreement

Government and 
Regulators

· Regulatory compliance
· Taxes

· Inspections and meetings
· Circulars and notices
· Regulatory filings

· Adhere to the applicable laws 
and regulations

· Maintain the necessary records

Community · Support for communities
· Responsible business operations

· Community development 
initiatives

· Commitment to corporate 
social responsibility

Shareholders

· Return on investment
· Sustainable business growth
· Good corporate governance

· Extraordinary / Annual General 
Meeting

· Investor Relations briefings

· Ensuring good corporate 
governance practices are in 
place

· Prudent business and financial 
planning

· Risk management



ECONOMIC

PUC’s consumers continue to significantly benefit 
from our rapid integration of digital technologies, as 
digitalisation affords our customers accessibility, 
convenience and increased productivity in their daily 
routines. This in turn feeds into PUC’s business and 
economic sustainability. Our business operations also 
have a larger socio-economic impact as it contributes 
to the acceleration of the nation’s social and 
economic development.

DIRECT ECONOMIC VALUE CREATED

PUC maintained its resilience during continually 
unprecedented operating complexities caused by the 
pandemic by remaining operationally viable and 
relevant through its increased digitalisation 
proposition throughout the reporting year. Here is 
the snapshot of our economic value generated from 
our business and financial value creation in FY2021. 
More financial details can be found in this report’s 
Group Managing Director and Group Chief Executive 
Officer’s Message.

INDIRECT ECONOMIC VALUE CREATED

As with previous reporting years, PUC continues to 
generate pertinent indirect economic value which is 
distributed to its various stakeholders.

BUSINESS CONTINUITY

PUC believes that a good and solid crisis plan should 
function in all kinds of complex situations that could 
significantly affect the profitability, integrity and 
reputation of the Group. This is why the Group’s Crisis 
Management Manual outlines appropriate crisis 
responses for various scenarios.

For example, serious crises may range from 
workplace crimes or acts of violence to less serious 
situations such as malfunctioning computer servers 
and office tidiness.

We have already updated our Crisis Management 
Manual to address possible concerns and liabilities 
that the pandemic may inflict on our business 
operations. Given the persistent presence of the 
COVID-19 pandemic in FY2021. However, we 
continue remaining vigilant by modyfying and 
updating our business continuity plans when the 
need arises.

Value Distribution Statement
(RM’000)
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other 
contributions) 

for staff

CAPEX

2019 2020 2021

REVENUE

RM23.3
million

170.6% 
increase y-o-y

TOTAL SHAREHOLDERS’ EQUITY

RM197.7
million

24.3% 
increase y-o-y

TOTAL ASSETS

RM209.2
million

3.5% 
increase y-o-y



ENVIRONMENT

ENERGY AND WATER CONSUMPTION

The continued presence of the COVID-19 pandemic in FY2021 saw employees of PUC persisting in their 
adjustment to their new office space in Petaling Jaya after closing its office in KL Sentral during the MCO in 
FY2020.

This move continued leading to reductions in our environmental footprint, as our electricity and water 
consumption decreased since most employees were working remotely, with only essential staff required to go 
to the office. Doing this also allowed the company to save on rental fees and other related expenses. We seek 
to explore other similar methods in the future.

Our employees also adhered to simple but important energy-saving protocols, such as: 

· Keeping the blinds closed during sunny days to keep the temperature down inside the workspace.

· Switching off air-conditioners inside meeting rooms when nobody is using them.

· Turning off the lights and other appliances in the office when no one is in the office.

Given that PUC is a digital-based company, laptops and computers are vital in our operations and are thus 
some of our office’s biggest energy consumers. A functioning, fully-charged laptop has sufficient power to last 
for at least 8 hours before the next charge. To prevent overcharging laptops caused by laptops plugged into 
power points all night, our IT Policy outlines significant energy-saving measures for laptop usage. For example, 
all employees are encouraged to bring their laptops home after work.

Employees are reminded of energy-saving protocols and policies during periodic meetings and all staff 
inductions. The following chart shows PUC’s FY2021 energy consumption which was at 128,129 kWh and 
corresponding expenditure was RM62,729.75, compared to 84,819 kWh and RM36,963.05 in FY2020. We 
continue to streamline our operations and processes to enhance energy efficiency.

Month

C-02-01 C-02-02

kWh RM kWh RM

Jan-21 5,345 2,697.40 5,042 2,543.60

Feb-21 4,167 2,056.55 5,409 2,674.00

Mar-21 5,755 2,846.05 7,263 3,595.70

Apr-21 5,835 2,885.80 6,548 3,240.25

May-21 5,020 2,480.65 6,576 3,254.20

Jun-21 4,186 2,066.00 6,294 3,114.00

Jul-21 4,500 2,166.60 5,497 2,649.85

Aug-21 4,896 2,320.45 6,293 2,988.80

Sep-21 4,795 2,250.40 5,534 2,599.45

Oct-21 4,933 2,376.45 4,263 2,051.70

Nov-21 5,514 2,726.25 4,844 2,393.15

Dec-21 4,881 2,411.50 4,739 2,340.95

Total: 59,827 29,284.10 68,302 33,445.65



CONSERVING AND RECYCLING RESOURCES

PUC already remains aligned with the Malaysian government’s increasing pivot to a cashless and cardless 
society via our products and services, especially with our home-grown social marketing platform Presto.  
As our business model is 100% digital, our operations do not produce too much pollution and waste 
products. 

For instance, our fully-digital offerings positively contribute to our strong commitment to aid society’s 
transition into paperless transactions and save on valuable natural resources. This is also reflected in our 
largely-reduced internal paper usage since most company documents like approval memos, HR’s staff 
appraisal forms, reviewing of certain work documents and more are already done digitally.

However, PUC does acknowledge that electronic waste (“e-waste”) can negatively impact sustainability and 
the environment. Thus, we continue to focus on reducing e-waste internally to conserve resources and reduce 
the energy we draw from natural resources. 

Besides reducing e-waste, our company policy also stipulates that company laptops in good condition will be 
recycled for new PUC recruits to use. Old laptops and equipment are also sold to recover costs and extend 
the device’s lifespan for reuse by other parties. This maximises the use of available and existing resources.

We believe that recycling should play a larger role at PUC to reduce our environmental footprint and foster a 
greener society. In this vein, we began discussing the possibility of expanding our recycling initiatives as we 
investigate more types of waste products we can recycle from our operations. We may enact a PUC recycling 
policy when it is feasible.



SOCIAL

HUMAN RIGHTS

PUC’s employees are a fundamental facet of its 
ongoing operational success. We therefore endeavour 
to always cultivate a quality working environment 
that bolsters employees’ effectiveness and 
productivity.

Guided by international UN standards, internationally-
recognised basic human rights principles as well as 
Malaysian laws and regulations, PUC observes and 
affirms that the human rights standards of its 
employees in its company in order to build a 
stronger and more positive Group-wide governance 
Group. We strictly comply with the Malaysian 
Employment Act 1955 and the Minimum Wages 
Order 2016 law.

These human rights standards are reflected in our 
established company policies. The Group adheres to 
the following human rights standards, among others:

• Continuing the prohibition of using of child and 
forced labour

• Maintaining non-discrimination and equal 
opportunity at the Group

• Fostering a harassment-free and ethical workplace 
environment

• Respecting the freedom of association and 
collective bargaining rights

• Complying with local labour laws and legislation 
that govern working hours, overtime and the 
minimum wage structure

We do not discriminate based on age, gender, race, 
religion, sexual orientation, disability and nationality 
when it comes to hiring, promotion, rewards and 
career advancement at PUC. We have a dedicated 
recruiter who is focused on sourcing and hiring the 
right people for the right positions. We practice a 
merit-based approach to hiring and promotion which 
focuses on employees’ skills, capabilities, experience 
and job performance.

PUC communicates and clarifies its labour standards 
to employees through various methods including 
briefings, trainings, staff inductions, internal memos, 
staff meetings and our employee handbook.

There were no breaches in these human rights-
related policies in FY2021.

EMPLOYEE HANDBOOK

Our Employee Handbook was drafted in accordance 
with the Malaysian Employment Act 1955 and 
outlines new or modified company policies and 
protocols, details on employee benefits, various 
grievance mechanisms, employment safety and 
health SOPs as well as other general working terms 
at the Group. 

The handbook is reviewed annually to ensure that it 
remains relevant and updated accordingly. Employees 
who fail to comply with any company policy, protocol 
and standard will undergo disciplinary proceedings 
including verbal inquiries, official warnings, job 
suspension or contract termination.

WORKFORCE DIVERSITY AND INCLUSIVITY

We believe PUC’s success is consistently attained and 
reinforced thanks to its robustly diverse and inclusive 
workforce. Thus, we always seek new, viable methods 
to strengthen our current workforce diversity and 
inclusivity in various pertinent demographic factors.

Additionally, we acknowledge and celebrate the 
increasingly diverse nature of our workforce by 
meaningfully observing all cultural festivals 
celebrated in Malaysia such as Chinese New Year, 
Hari Raya, Deepavali and more.



The following charts display our workforce breakdown through numerous demographics:

TALENT TRAINING AND DEVELOPMENT

As our team plays an integral role in the 
sustainability and success of the Group, developing 
and investing in a highly-skilled and talented 
workforce is one of our top priorities.

One of PUC’s major talent development agenda is 
encouraging employees to take initiative in their 
work, as this helps them to grow and learn within 
the company and subsequently become more 
invested in the business’ success. We also give 
employees a voice on process improvements, and 
most importantly to strive for a higher position 
within the company.

Developing our talent this way saves us time and 
resources on organising more training courses than 
what is needed. It also organically raises employee 
morale and fortifies company loyalty as employees 
naturally grow into their the organisational culture 
and work responsibilities at PUC.

In addition, we equip employees with relevant job 
knowledge and skill sets via trainings, seminars, 
workshops and talks. The persistent presence of the 
COVID-19 pandemic and the ensuing lockdowns in 
FY2021 saw many of these trainings being 
conducted using online platforms and video calls, as 
we continued to maintain the overall training and 
development budget from the previous year without 
any reduction.

The average training hours per employee was 15 
hours, which consisted of internal refresher training 
and on-the-job training.

RECRUITMENT AND RETENTION

When it comes to our recruitment process, we 
always give priority to existing employees before we 
approach the job market. Our hiring and candidate 
screening process is based on skills, competency, 
cultural fit as well as the passion and commitment 
towards taking on the job role. In FY2021, our total 
employee count was 84 employees, with 40 new 
employees hired and 17 employees who underwent 
attrition. Of those who underwent attrition, 16 had 
resigned. 

Our attrition rates were contributed by various 
factors, including the COVID-19 pandemic which had 
an adverse impact on the country and saw a major 
shift in lifestyle priorities and choices for many 
citizens, including some of our employees. We also 
undertook organisational restructuring to 
accommodate the new way we were working and 
operating due to the pandemic and subsequent 
MCOs.
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Sustainability Statement (cont’d)

EMPLOYEE WELL-BEING AND REMUNERATION

We provide industry-competitive remuneration 
packages and employee benefits for our employees 
to attract and retain the best and brightest talents in 
the industry. PUC complies with the minimum wage 
structure legislated by the government as it is our 
employees’ fundamental human right. Besides 
appropriately-scaled wages, we also provide various 
employee benefits for our permanent employees 
such as:

· Annual leave;
· Sick leave;
· Parental leave;
· Hospitalisation and surgery insurance;
· Outpatient treatment;
· Commitment incentives;
· Team bonding funds;
· Baby gifts;
· Examination leave;
· Marriage leave;
· Long service awards;
· Employer EPF contributions in line standard 

market rates (12%-13%), and more.

Notably, as the COVID-19 situation remained in 
critical state in FY2021, with outbreaks of multiple 
COVID-19 variants worldwide including Malaysia in 
spite of the increasing vaccination rate, PUC 
continued its WFH policy for most of its employees 
in order to protect their well-being and safety.

2 employee engagement sessions were conducted in 
October 2021 and December 2021 to ensure strong 
communication with employees is maintained 
despite the pandemic’s complexities. HR also made 
one-on-one calls to each employee in March 2021 
and November 2021 to follow up on their feedbacks 
regarding WFH arrangements and other pertinent 
work updates.

Approved applications for parental leave

Type of Parental 
Leave FY2019 FY2020 FY2021

Paternity 2 1 2

Maternity 0 2 1

Return-to-work rates post parental leave

Post Paternity and Maternity Leave
FY2019 FY2020 FY2021

Male Female Male Female Male Female

Return to Work Rates (%) 100% 100% 100% 100% 100% 100%

Retention Rates (%) 100% 100% 100% 100% 100% 100%

Moreover, in FY2021, 100% of PUC’s employees received annual or regular job appraisals.

SUCCESSION PLANNING

PUC’s success and longevity in a rapidly growing industry largely depends on the skill, dedication and 
experience of not just its employees, but also its leadership. Therefore, succession planning plays an important 
role in the Group’s hierarchy in order to encourage our most valued employees to ascend to the next 
employment level.

This ascension is facilitated with high-quality training programmes and on-the-job initiatives given to these 
selected succession planning candidates. These programmes are regularly modified to adapt to the 
Company’s needs and priorities.

Additionally, in support of the local talent pool, we also strive to recruit local talent for management positions 
where possible, unless exceptional cases occur that are purely based on the respective talent’s relevant skill 
sets and experience.


