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Executive Summary

Wi tplrer si stent | ow birth rates coupled with an
| abour force is expected to be older. At curre
and ol der in the | abour force has i nc2rlela2zsed f r c
2022). With fewer Dbirths observed over the yea

|l abour force has al so sl owed.

This demographic change to the | abour force is
busi nérsessepsonses to this new challenge. Policies
be devel oped or enhanced in reaction to this d
an impact on industrial relations moving forwa
wor kercy ehses, businessest may dawvreceéed afapmanpow
of the | abour force e.g., retirees or women w
families. Where suitable alternative sources o
aumation of <certain industries may be the solu
(L M) wi || not only have to grapple with a <c¢h
accompanying evolving industrial rel ations.

he research project presented here is thus ti.|
erves to provide the LM witmlkcperenbhempiosi bfon
olicies regarding | abour relations in Singap
cenario of t he Singapor e |-naebtohuord fsotrucdey. dles idgon
mpl oyed t o addr ess t he various heguedMti olnhsi st F
ncompassed constructing | abour force projectdi
ow oamatt i on wi | | be a force of change for the
ont ent anal ysis that revi ewed pertinent gl ob
espamsean ageing workforce; and e’aamreiswgr kbe
nd women with caregiving responsibilities eit]
eturn, and the views of HRSupirtacctaexe owmteirvsd i wii
empl oyees in theiuwusiorgudaloisthatiiomet iavned. Tdpagtaan t i t a
research team also interviewed union | eaders
ageing workforce and the challenges faced by m

- Q0 - O TS IDO O T v -

Fut tmdour Force Projections

To better appreciate the future taremdscialtheu
net work autoregression wygeaut alhiesaaed ftoo ec@arssdt rod
mar ket indicators at the aggregate and indust
observations that should be noted.

First, we find that the | abour market i s gener
forecasted i ncrease i n t he j ob vacancy t o u
unempl oyment rate.



Second, at t h eh owedvuesrt,r yt hleevlmednuf acturing I nc

experience some headwinds in employment growt
the construction industry i s expected to see
Finally, job vacancies across all/l Il ndustries
reduction in job vacancies may reflect the ea:
duri nQOYHEBpandemi c. |l mportantly, vYaecameapest ed

|l ead to greater search frictions for job se
unempl oyment spell s.

Movement Towards Automati on

For countries that are grappling with sl owing
to arise iIs to automate. AutomatndonpbhbBoomdnan
one that has been around for some ti me. Prior
movement where businesses or industries that

of production would seek tespi Motref rememdan [yo wt
t hat are wunable to find manpower h atvieo na | ts®

overcome their dependence on a | imited and hi
The analysis was <carried based on i ntterenati o
peri od2@®0D5 It did not sBaekeiicetoobohsi dadabdt be
such as artificial i ntelligence and the recen
observations suggest the adoption of industr.i
on the | abour f arec g olbhy omrpeattiumg tmae s, especi al
wor keramiwddlhe | evel of educationsécoedaryppen
tertiary Tehdeurceaftaroen,) .t he gap of unemddrosy meatl irk
to be widened by automati on, but it wi || re.
workers with intermediate and advanced educat
However, as Agrawal et al. (2019) have argued
| abour) is an empirical guestion and will var
same vein, the accurate estimati oenchmfol bhge c ale

advancement on unempl oy ndeenptt ha | esxoa nriengautiiroens otfh e

specific technologies within the specific <co
generative AIl, which has drawn aundodtt ldt dmarr)
workers in the US (80%)) wil/l be somewhat aff
(El oundou et al ., 2023).

Hence it i s strongly recommended t hat orgar
government institutions, coll aborate on suppo
t hat are vulnerable to high automati on, t o

redamd should have opportunities to be retrai
organi sation or be provided with opportunitie
via available industry career conversion prog

3



For those workers in sectors where industri al

it would be highly beneficial i f empl oyees wer
avenues so that their skills can compl ement

technologically Thelriedmtr eworn kplisscei.mperative th
pl ace appropriate policy changes that will aid
soci al cost of automation and empawemaempml cyee
their capabilities and contributions to the | a

Systematic ReviewAofosabGoauntoil es i €
I n this section the focus is on the countries |
wor kforcepacdrthef sl owing workforce growth | il
attempted to tackIlTo tahlilsowp hfeoromandm.cused and
examination, from across the mult)pl el ecvamtr i
examination and comparison of Singaporeds exi s
with two sel exspedi NiodwdleIiryi 2sds and Japan. The N
Japan were chosen because of their relevance t

project. Thesehawenftfaced similar chall enges re
wor kf or ce ndayknianigeens perti nenThe os@luectseadidyountr.i
share similarities with Singapore in terms of ¢
or | abour policies can facilitate a more meani |

observed as a result and are presented here.

Skil |l E n ham mWdoernkefnotr ce | nt egr ati on

Across Singapor e, Japan, and the Netherl ands,
equi ppathngre wornkherski ll s that enhance their emp
continued participation in the | abour mar ket .

training underscore a shared commi t ment to s
initiatives nragcuagenivecerikiejrasv al uabl e experience
valuable conttwoladatorskiwilth up

The shared emphasis on career guidance progrart

Japan, and the Netherlands is best understood
di mension -Tef mAiDomngntati ono (Hof st ede, 2011) .
rel atyi hegh in this dimension, indicating a foc
persistence and perseverance. This cultural tr
skills devel opment , e n smatiunrge twvioer k aydh anppt ajpao b i t y

|l andscapes.

| ncl uanidvni-Qiyscr i mi nati on

Whil e absent in Japan, both Singapore -and t he
di scrimination policies to eliminate biases re
promote inclusivmayunedwemrkdamrs at reat fairly and
equal opportunities. Awareness campaigns and ol
|l i kely support a similar goal of combatting st e

A



environment . Under The Tripartite Guidelines

has <clear gui-diescmniemi roaat onroyn empl oy ment , I ncl
Empl oyers are expeenterdi ¢ osalvectdi amgecr i toer i on
regul atory requirementso (Tripartite Alliance
( TAFEP) , 2019) . They are also encoumagede t o
wor k,erisn alignment with nati onoapp cerftfuométsu g2e iinr
wor keTAFEP, 2019) . The Miniwitlrly alfs dMamgomwel | i
di scrimination |l egislation in 2024 to el imina

treatment at the workplace (MOM, 2023c) .

He a|WehBlei mgd|l exi bl e Wor k Arrangements

Heal th protection and promotion are integral
countries. This commi tbneeinntg toof eonlsduerri ncgi ttihzee nwse
approach that recognises the i mpor tnatnacienionfg pah
productive and engaged ageing workforce. l n a

al so adopted flexible work arrangements and
evol ving prnedteureen cvecsr kodr s

Retirement/ Pensi on Ref or ms

Al | three countries have tackled the issue of
and pension benefits. They've enacted pensi on
retirement age. This comprehensive strategy
encourages ol der empl oyees to remain in the

empl oyment rates.

EntrepreandBeEmMppoy ment
Japan and the Netherl ands penopvliodyeme n tn,a nacci kanl o vgl

thentrepreneuri al potenti al of ol der i ndivid
wor ker s t o participate i n producti ve econo
empl oyment, thereby contributing to overal/l e
t he Net heexrhliabnidts r el atively high scores in ino
significance of individual rights. Wi thin the
seémpl oyment align seamlessly with values of
p e rnsaol accomplishment s. The emphasis on indiyv
these nations to facilitate opportunities f ol
pursuits, |l everaging their expertise and fost
Il n contrast, Singapore, coHdrecatidviisged thwt i ts
around group interests, adopts a distinct a |
encouraged to integrate and contribute to the
seémpl oyment . The policy | andisemtpat iroenf,| egntiso
cooperative efforts that strengthen the over
bet ween cultural values and policymphoyedsbthi
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these nations to address the challenges posed

to their cultural dispositions.

Rel | @amFcoer ei gn Labour

Singapore, Japan, and the Netherlands empl oy di
wor kforces and balance the integration of fore
From the above analysi s, we <can infer t hat Si
benchmar ks and comprehensive assessment fr amewc
more restrictive approach with I imited pathwa
stringent criteria and prioritisation of highl\
umgue -soemoe@mi ¢ contexts and policy priorities

Ret urtothreg Labour Force: Leveanadgi ng

Wo mewi tChar egi ving Duti es

ActaaBercei vedomBiamrdii reg sE napnl8a yanyen mtg
Empl oy ment

Theme 1: Limited and Unequal Access to Employment

Al t hough t he Fair Consideration Froure wo hle ( F
requirements to ensure companies abide by fair

that they still encount e rOeebftleimestmmentionedaatdalo r y HR |
barriers faced by mature workers was the difficulty in finding a job due to their age.

Participants shared that it may be dacatain o t he s
age cannot be retrained or un-coachable, cannot be re-i nt egr at edo. For t h

caregiving duties, especially when they have long periods of unemployment to look after
their children or elderly parents, re-entry to the workforce was a challenge. The negative
perceptions many potential employers have on long periods of unemployment made it
even more challenging. Potential employers perceive the period of unemployment as
career stagnation and consider the unemployment gap to be a disconnection with the
industry. Participants also shared that potential employers t e n dseetthe demands of
caregiving as a hindrance to their dedication to their job and performance.

Theme 2: Skills Gap Barriers

Despite upskilling efforts, many of the mature Iol0)
workers still face difficulties in finding employment

as the knowledge that they have acquired through the
training was too basic. Especially for new processes and
new technologies, mature workers felt that they were often left
to figure things out on theirownast he tr ai ni ng

i s eqguat e.

6



Theme 3: Balancing Personal Commitment and Professional Demands

For participants with caregiving duties, t he
simultaneously att enrda ;mmo nsoi btihleiitri ecsa raengd vs tnagy
Participants shared -ttihneey ehnapdl otyomesnhti fats ttoh epya rnt
more time to caregiving as they have no addi
el derly parents) doralweerren aun avbel ec atroe gfiivnh ng arr
care) . Parlt®ocp rpeasnstesd t hat they experienced 1in
as they juggle to fulfil their role as a moth

Theme 1: Staying Relevant

Participants expressed that the success rate of finding employment also depends on
whether one has the relevant skillsets that are required by the market. Participants also
highlighted that having a strong professional network opens doors to job opportunities as
they have higher chance of getting employed through referrals and connections. Some
of the mature workers highlighted that as many mature workers tend to hold higher
positions in the past, it is important to recalibrate their expectations. For example,
adjusting to new employment which may be of a lower position or gig work as well as
being open to learning would help mature workers to keep up with the industry trends and
stay in employment.

Theme 2: Flexibility as a Workplace Norm

Many of the participants shared that they app
have provided forspaheml ianldeeenpbos|aidtf.yf Max 5 b iwlaist
i mportant for both mature workers and women wi
shared that the flexibility provided all owed
commitments such as medi cal appoi ht ment $oand
mature workers and women with carédpevirngobdutwia
one of the most mentioned factors that they |

Theme 3: A Workplace Culture of Respect and Empathy

For mature workers, it was al sioncilnupsoirvtea nmo rfko rc
where they are respected for t heMiarny exofderti lteen
participants perceived t he flexibility at

supesrmvRsa.rti ci pants shared how their supervisor
circumstances and trusted them-mhanaggitn dAhteh & m.w
work culture that is caring towdide btas aempl
menti oned to be important facilitators of stay



ThemMePr omotainingc |l usi ve Soci ety

As highlighted in the earlier section, matur
di scrimination.dmardei cophdt Pehdmwee in ensurin
receive equal chpapveer moniet te@insiphg ept ocess. S o me
participants highlighted that they hope for t h:
circumstances and wunderstand the struggles th
suggested that such undersghndangouoanHBRei hbtti a
as ABring your | oved ones to worko, caregiving

TheneBri dghecgap Bet ween Ski lad dE mpd pyimeintti on
Whil e participants shared that they have benef

the most cited issues was the difficulty in f
compl eti on. Participants suggest edgntphoastt ttrhaeim i
to potenti al empl oyers but al so coll aborate w
opportunities. Such internship opportunities g
knowl edgevotr d dr palacti cal settings.

Thengel mpl ementi peNeéds H& dBoppor es

Many of the mature wor kers hi-tgihnhe gjhabesd ash etifhre yp
flexibility and that it is less stressful. Gi \
t hat organi sat tomse eoxrpl for @elpaanrcte ghagrsed Omer pa
observation of ¢&éjob sharingd practices which p
wor ker s .

n terms of healthcare benefits, mature worker
ealth talks, subsidised health screening pack.
hey could purchase health supplementave For t|
uggested that such benefits extend beyond thei
randpaByngrsgvi ding such health benefits, it ac
hem stay healthy.

Participants sdtaa esle & hiemp rhcowpeeme n t in the | eave
recognise the demands of <caregiving and abl e t
need to take time off to take care of their <ch
have suggested et bat fpparidmnyt alarcearl eave be compul
to adopt and for family care | eave to not have

Il n ter ms odr ttircaiipnainntgs, spuggested that organisat

help td@mn new processdhesgnal seclpmelfegyw.ed mor
training and g¢guwioddrecg ufersom ntshheciard of didactic t
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Participants shared the i1importance of HR to
pl anning and retirement plans. Participants a
be trained in coaching to help matureewamtker s
and have conversation with employees on their
their retirement age.

Policy Reconmtredadtaibmmg Movement

The i mpending sl owi ng | abour force gr owt h \
organisations conduct their work processes. T
that the employment and economic outlook 1is e
Coupl ewvith the prospect of increased automati o
companies will increase their employment inta
candidates with some | evel of competeasyinn d
wor k procedures. I nterestingly, our analysis

of robots and an uptake of automatitdnmevio, t he
and mature workers equaltigaylt eigeai plpedefwort & in
di gital and technological skills to remain r
enhanced society.

The Labour Movement may wish to consider ge

themselves to championing for a more integra
youths and women with caregiving duties are
assi miilnattoo oan t echnol ogically advanced wor kpl act
the Labour Movement i's demglcoyme rhteaof | nat owa
through upgrading and wupskilling programmes,
opporttiesi for wor ker s t o appwor |l dhesiirt usaki loins
organi sational demands may differ from a tra
shifting the nature of job applications from

=

o |
oo /




Chapt @drackground

Many countries are experammgeiiprogp ulhaetn iphane, o me non
observing an unprecgldepédlpd!| atrieon; | medpmplee 65 vy«

above are outnumbering children younger than 5
2050, more than 1.5 billion people around the
(United Nations, 2019b).. Fsadpmuwlagtoiroen iasg enion gg¢ xacred
the | abdwurvef ddreeen antici pated bwtndreav e hmorse ortdad

(Ministry [MOHF F2d283ceSeow, 2016) .,tRredyeaomgs we
Budget td028 knowl edgmattuhree vaagirukee toksf as t o offer t

to stay in the Neorkt doredeseesabrocnhgelras shown t hat
factwirld e viemft luvaehrbcgeu r mar ket functi ons, how bu
types of empl oyment and the |implementation of
(OECD, 2020). AlIl of fwhi ¢hehasweiiemyl iac¢atiaomge

Si n g a pwoorrekofsoargceei anngd, wildidsnt i nue t hroufQhost ¢téet uwy
The median age of Singaporebés resident popul ati

across the decenni al census years 2010 and 202
(SDOS), Th@®E21d)r.i vers forbeihmige deven tbrpymw@si teulttirla t
coupl edmmpi ¢ \wi ng | i fe expectancy at the ol der e
wi smal l er birth cohorts being itithaes mad rsm ocvoenrt rtihbe
to a decline in the number of VYoumftdgepeamplperen toa
of persons aged S5 ngmapbalbdar iforclee has 1 ncreas
(2012) to 27% (2022) (Minidtoppkathgddd pwiweh t MOI
expectation that this demographic trend is unl
time the Singapore workforce for mnmeorsdidsletct or s
the possibility of repl a.clenmesnhtb ekt ywotrhkef olraccea li np

sectors may begin to shrink.

Al t hough there has been increasing interest in
few have examined t heattihreplii stdeuvsetbrnys aintd Ilas s pe
interventions aimed at alleviating Tihtisss udnpact ,
first analyses past trensgpeainfdi prlogagekrctrs Swpple
manufacturing, constirnudcutsitorhipe sandcdt sdyvicoemduct e
(2017), it i's revealed that an estricreatwl |25 f e
comput eramdattihoins, wi ll have a significant 1| mpact
on mature workers aged 50 and above. Currently
with very hi gmati inrce d eangcekde o5 and ol der ar e f
Landscapingo and ALand Transport ®Bhipuppereing
an wurgent need to consider how -Bnongapowve aad
supportive environment t hat wi || all ow the ag
effectively and more importantly, maxi mi se th
economy.
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To first provide a context to how countries he
we offer an overview of organi sati onmdcisftircat
context wusing a content analysis apprbooaucrh. A
pool as discovered by Loichinger and Cheng (2
the workforce. Although women could potenti al
in the workforce, their partici pad-ti ernmwmohud rdg eni
in attitudes towards women in the paid | abou
traditional role of women as a caregiver in t
the concerns and challenges facewihy kbatrlkgmat
duti es. It al so explores the themes and type
economic activity of women by removing some o0
to return to the workforce buti mrJeapdam,ugtgd x npt
are | argely designed against female empd oymen
breadwi eméhiveusekeeper type of l abour di vision
conducted in China found thaomemteesuhe rcarag
burdeno where a combination of caregiving dut
more difficult for them to remain in their ¢
(Chen ,207 al

al |y, based on the analyses andal ecnoenmpteas | Sor

O0Ss e pocsys isbulgeg eprobltio ceom sh el ®r scupport matur e
wo nmeeenc uemimpd oy ment and create an environme
ommodate the shifting dynami cs od a ntdh e | a
i mt Be contributions of an ageing workforce

I ® ®»o T

»Q O S5 — =

X O O O S
©
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Ch

Wi t

Th i
1.

apt Rkresz2arch Questions and O

h the demoghampihng tshhd fprsof i |l e, of hé hgoVvercmme h
inconsul tation wit,adtompitgar tai tpr opaacrttimesresd pprooac:t
increase the retirement and reemployment ages t
1 Jul ybpo2@®06ul d be further raised to 6
202ZEyv.en twhedevel opgneeanddsi emahaw can busi
prepare for this eventwuality? Wiaaturien dwos tkreiress
their mi dst i n Wihd vyaemarasgeammeadwor kf or ce
Singapore economy?

S resedarhcaht tsettupdtys ddr ess the foll owing
How would the future industry-specific labour force profile look like for the
Singapore economy as its resident population ages?

What are the implications of an ageing workforce for different industries?

What are the perceived and actual barriers and facilitators to staying in work for
women with caregiving duties and mature workers?

What are the policies and practices to plan, recruit, retain, and develop employees
to address an ageing workforce?

What are the challenges that accompany an ageing workforce and are there ways
to cushion the negative impact?

a. Can the foreign workforce cushion the impact of an ageing workforce while at
the same time complementing the Singapore Core and minimising the social
costs to Singaporeans?

b. What are the challenges that have happened and what are the effective
strategies for these challenges in other countries?

What policy suggestions can NTUC offer considering an ageing and slowing
workforce growth?

a. What are the tangible recommendations that the Labour Movement can
implement, to alleviate the impact of slowing workforce growth and better
support a multi-generational workforce?

addressing thesd hree sse aurdcyh sceuweeksst itoon sa
comes:

Identify key manpower strategies to mitigate impact of slowing workforce growth
in Singapore and evaluate the efficacy of these measures.

Develop a targeted sectoral and national support in navigating slowing workforce
growth.

5 and 7
nesses

be a

researtr

chieve

Hel p shape NTUC6s positions and strategies

retirement age, foreign manpower policy etc).
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Toal |l ow for eanyl mcraeoisgae¢emoinng the differ,ent co
Tablper elsamt ® verrevg eerlwdoienagc h st udy el emenrte pporets en
isal i ganietdhree se@uels tpiroenssent ed above

Tabl e 1: Report Gui de

Study E(&hment

Sur v

Projections

Automation & Systematic Review of
Labour Policies Across Countries
(content analysis)

HR interviews
Quantitative

Policy recommendations

FGDs

Research Question(s)

1. How would the future
industry-specific labour
force profile look like for
the Singapore economy -
as its resident
population ages?

2. What are the
implications of an
ageing workforce for -
different industries?

3. What are the perceived
and actual barriers and
facilitators to staying in
work for women with - -
caregiving duties and
mature workers?

4. What are the policies
and practices to plan,
recruit, retain, and
develop employees to - -
address an ageing
workforce?

5. What are the challenges
that accompany an
ageing workforce and - -
are there ways to

13



cushion the negative
impact?

5a. Can the foreign
workforce cushion the
impact of an ageing
workforce while at the
same time
complementing the
Singapore Core and
minimising the social
costs to Singaporeans?

5b. What are the challenges
that have happened and
what are the effective
strategies for these
challenges in other
countries?

6. What policy suggestions
can NTUC offer
considering an ageing
and slowing workforce
growth?

6a. What are the tangible
recommendations that
the Labour Movement
can implement, to
alleviate the impact of
slowing workforce
growth and better
support a multi-
generational workforce?

14



Chaptdaemutidbabotar cPeoj ecti ons

| mddriedghe chall enges posed by an agpeerntgi nweonrtk f
to understand the cuwoftehnet |aanbdo uff o tnuatrdkie r. @mud P
forecasti ngr emedmpmlbsyerdoj ect changecsompmst he owo
Specifically, we construct | abour force proj
| abour madlae a. gaonodmsghe Depart ment of Stati st
| abour force projections are based oéartwbictypt

neural network autoregression (NNAR) with or
an NNAR model where the | abour mar ket i ndicat
arising from its past variationseeTheawsde vafr i
|l agged | abour mar ket indicator or external

information to have predictive power on the f
whi ch we s e eTkh &oon spurmoejre cPtr.i ce I ndex (CPIl ) infl e
Domestdo¢®D®), and gracdwdteld iprerv adoueker (all def
growdrhe t masatader nal covariates, as they are

out put | evels, and worker productivity in Sin

Il n nhéawstectwepnr esent ag efncerreactaesdt by t HerNNAR I nod

| abour mar ket i ndi cators 5 oyea2r0s $alwmeratde)r.s 3 .ah
di scusses the data sources and explores the |
anal ysi s. Section 3.2 presents forecasted val

of data vVviAsnwalketes at tebddrdiicsaclussi 6 mr etasthieng mod
avail aAlplpe nCdi x

3.1 Dat a
Th ed a tfao r t he anal ysewerien otbHhirashdmstebc.t geoomd s g h e
Singapore DepartmM&8b@S)YOMe Stseet ivsatriicasb!l es wher e ¢

avail abl e, as the wuse of quarterly data (as
sample size to accommodate more complex forec
having |l onger | ags aadi athesuse of | agged cov
We al so obtained recently updated data. For
Redundant, AnnualLabamnd KF®Rescsé dAgéd 15 Yearso W
2017. As such, although they are related to
projections for t hem. For the | abour mar ket
foll owing:

1 Job Vacancy to Unemployed Person Ratio
1 Employment Change by Industry, Quarterly (in Thousands)
1 Retrenched Employees by Industry Group

1 Job Vacancy by Industry Group

1 Unemployment Rate (End of Period)

15



Besides labour market variables, we used external covariates to improve our forecast.
The external variables should be broad indicators of the economy. These include:

1 Consumer Price Index (CPI)
1 Gross Domestic Product (GDP) At Current Prices, by Industry
1 Value Added Per Worker in Chained (2015) Dollars, by Industry

Qur first external covariate is the CPI a gen
second external covariate is the GDP at currer
out put produced within Singapore. We ude® nomin:
real GDP, as it is directly provided by the SDC
covariates is to improve the predictive abil
themselves not our focus, we will thse dwlkeat eir s a
covariate is the value added per worker. Since
we may think about this covariate as <capturin
Singapore. Instead of wusing theanexdcdremadl|tlteomau :
|l og di f fTehriesn cablmligo.wesx t er natle aptviare a€CkRls i nfl ati on
value added per worker, and GDP growt h. Besi de
these variables in ter msevoifd egnrcoewt(hb a stehde roen itsh ea |
that theyt atieomamy in |l evels and should be con:

To ttrkddom ecastiand nmnaovdaell,abl e data for the

|l abour

The end date of the |dattdeesteatiariviai badbéeé dnognheat a
obtawvmeaeAdpplsi cati on Pr ogr amnsi nagn lenxtpel rofraacteo r(yA Paln)a
pl ®éveradblour mar ket twhmec hs eirnicelsu doee ljoowh, vacancy t
(Figure 1), empl oyment changegaehyl csyeecdorby Fiigdiu
(Figure 3) ,byjamdwascanwcy Figure 4), and Wehe unem

overglraeyy ri bbonshet d e ellode iscgastleenmncoodrsr espon@i0®® to th
Gl obal Financi alt hZ0 200iVs1Dd GgFa&€)d eamidc on all the f
here.

First, relative to unempl oyment, j obGlvoabcaad nci e s
Financi dIGF@nids itGwve-D8 pandemiec Fi.gultheesk) trends w
mirrored by a reduction in employment, an incr
the unempl oyment rate during similar periods.

Next, among the sectors (manufacturing, const
industry suffered the greatest decline in empl
mor e than 150s eteh oFuisgauirdee 2s)er vi ces i ndustry al s
greatest increase in the nunthvel+D90o fp amateme rtg h méin |
shows that the sector is especially Vwlereer abl e
Figure ldxerestingly, after the GFC, vacanci es
'The KPSS test, named after Kwiatkowski, Phillips, Schmidt, Shin (1992
hypothesis that a wunivariate time series i-stateondasyationary, against
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increasing steadily, suggesting Singaporebds g
The increase in the demand forproenmakenher | abeu
pandeas cevi denced bywatchhenicd ;etsh ki (nsgedeo ERirgyur e 4)

Finally, pPoOVildO pandleeni €, t he wasmmpl byméel owat
l otigrm ayesragd&i gudphaen deghmidcaused unempl oyment t
sharply, althougda quiecl rmaeeceowvemgynsi mfempl oy ment

Joh Vacancy to Unemployment Ratio

25

2.0

10 Average: 0.98

2005 Q1 2010 1 2015Q1 2020 Q1
source: data.gov.sg

Figure 1
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Employment Change by Sector (In Thousand)
Average: 4.93
o - oy -
-50
2005 Q1 2010 Q1 2015 Q1 2020 Q1
source: data.gov.sg
Figure 2
Retrenched Employees by Industry
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Figure 3
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3.2 Resul ts

I n the fi @gEBrgerbsgl 6wet pl10&) the historical and f
l abour mar k &t Qunadretbeari d r8y e amrhe)Jddr ecast i1 s const
and plotted . Ashdradasihalk ianlpaobanur frmar Kehteemagndi cat
di fferent hdkateofd tchet emvai | abkhoswnd aitnagtsheee s eabove t
verti cal Tdhoet tleidg htilnys .wsrhracddwerdd iamge at her fprecest sd
t h®@8% confi denWe maywdisnterpret these confidence
besand wmaseaenari os foFot headlhreegaséssi on model

t wo m@loontes t hat presents the forecast of the | al
without external covariatesoraocdstanot hehet baime
using a model with external covariates. Unsur

confidence bands tead ttle bmodalr riosveegsti mated b
from the economy such as GDP growt hgr owmtfH.ati on

The respt éseatrvea 3 uwnb defcarieocnasst s of the aggregat

presented in Section 3.2.1,- awndl maineu féaocrteucra sntg ,
construction, services) i ndicatdhe amei patesres
considered in thitshengdryeriasl irregpBewvgafior eeand a
i ndustrideos.notheyebheabhdagberefore, are not spec

wor kfor ce.

3.2.1 Forecast of Aggregate I ndicators

Job Vacancy to Unempl oyment Ratio

Figure 6 plots the historical and forecast of
ratio started to decline in the second quart e
pandemic and the circuit breaker. Ho wehvee r |, bey
job vacancy to unempl oybmgneateti bohenlt hei qmeahI
over the past 20 years. Therefore, a tightening
the next Theei melarcsati on i s tbhat awetshdyl écerp

recovery within this forecasted period.

O
™
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Job Vacancy to Unemployment Ratio

25

2.0

0.5

Average: 0.98

2005 Q1 2010 Q1 2015 Q1 2020 Q1
Job Vacancy to Unemployment Ratio (With Covariates)

Average: 0.98

2005 Q1 2010 Q1 2015 Q1 2020 Q1

Figure 6

2025 Q1

2023 Q1

2025 Q1
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Unempl oy ment

Figures 7, 8 and 9 plot the total, resident, a
The tot al unempl oyment rate saw a sharp rise ¢
was significantly | ower than what was. relter ded

citizens unempl eV mghhitghyeat et hvaans t he r esi dent un
duri nGOVHIEpPandemic, although the unempl oyment
expected to decrease bekowm Bhker ageessypegctsheenkaa

Unemployment Rate, Total

2023 Q2

Average: 2.35

2005 Q1 2010 Q1 2015 Q1 202001 2025 Q1
Unemployment Rate, Total (With Covariates)
2023 Q2

Average: 2.35

2005 Q1 2010 Q1 2015 Q1 2020 Q1 2025 Q1
Figure 7
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Unemployment Rate, Resident
2023 Q2

Average: 3.21

2005 Q1 2010 Q1 2015 Q1 2020 Q1 2025 Q1

Unemployment Rate, Resident (With Covariates)
2023 Q2

Average: 3.21

2005 Q1 2010 Q1 2015 Q1 2020 Q1 2025 Q1
Figure 8

Unemployment Rate, Citizen
2023 Q2

Average: 3.34

2005 Q1 2010 Q1 2015Q1 2020 Q1 2025 Q1

Unemployment Rate, Citizen (With Covariates)
2023 Q2

Average: 3.34

2005 Q1 2010 Q1 2015Q1 2020 Q1 2025 Q1
Figure 9
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3. 2. 2 IHnredvueslt rFyor ecast

Empl oyment Change

Figures 10, 11 and 12 pl ot t he change i n e
manufacturing, construction and services indus
that manufacturing ermprhaismeadti @wvewt ht hlead ast tv
where the average empl oymegent oulnanbi@ehduwns atnhde s e
(i 68per year) . By contrast, Figure 12 shows tl
many positions, quhartenplhyyymeprt agpecr ealsde. 4i5n t he
t housTamea . aver agee mpd arytoderalbigre t he construction
bet ween the manufacturing and serpvoiscietgireenesct or ¢
addedr quarter on average.

Dur itnhggO\VMDF1 pandemic, the services industry expe
in employment, where more than 150 thousand | ol
for the servsicieght Inyl upshberryavii e e mp | owimelntr ethuamrg
to ph2015 tBgnadaontheamspgl,oymenécast for t he man.t
i ndustlreyowpitss mi sti c. Both models (with and wit
manuf actur i ngc hecampglied yf me rbte |l o wt eérhne avaenrda gree mai n
sluggveh the nékée &mgpkmayd$orecast for the const
the most bearish By 2@dhshreetseoeant empl oyment i
shrinkewmaidn s utghgei snhe xotv efri ve year s.

Employment Change, Manufacturing
2022 Q4

Average/ 0.63

-20

2005 Q1 2010 Q1 2015 Q1 2020 Q1 2025 Q1

Employment Change, Manufacturing (With Covariates)
2022 Q4

Average/ 0.63

-20

2005 Q1 2010 Q1 2015 Q1 2020 01 2025 Q1

Figure 10
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Employment Change, Construction

2022 Q4
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Employment Change, Construction (With Covariates)
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Figure 11
Employment Change, Services
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Average: 14.45
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-50
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Employment Change, Services (With Covariates)
50 2022 Q4
Average: 14.45
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-50
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Figure 12
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Retrenched Empl oyees

Figures 13, 14, and 15 plot the number of empl
construction, and ser vi cWrsi IHengduursgp r @ @ is htadr e s p e c
manufacturing empl ogenelinttmiess iesx pteecnipeedr etdo by a s
expected retresebthembast nucbheon retrenchment s,
and without covhei ateeg epchhenot Tthi en dmsaydinfofte r e
surprising when viewed from the | ens of busine
to be highly <cyclical, Ilaanckrtlsenafgdrye, fmor & heol
both models predict that nigtiragnghméetf ©rwi Idlecil m¢
l otgrm awedag® ppalnow it

Retrenched Employees, Manufacturing
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Figure 13
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Figure 14
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Figure 15
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Job Vacancy

Figures 16, 17 and 18 pl ot t he number of j o
construction, and services industrieshotrlespect
model s pdoewdnwar da nt rjeorbd vBAasaedt ihees . model with cova
job vacancies in the const rduecctliionne .i nlfdhu sst riys aroen s

the forecasted empl oy memawmr hiam gkeh g tne & ehdef | soeycnt eonr t
i N consity uecx p envcatackdkewne o t heyama@&xsn dibveer of jJ ob vac:;
in the serviasasi tpsmalkustny 2x20. A possible expl

pandemic resulted in a mismatch of jobs and va
retrenchmenssecioaoartduring this period hkhdab |l eft s
vacancneds he ser vaircee eixmdewstterdy to decline over

althobhegly are eaxpedldnetdbldoat @ ramer age.

Job Vacancy, Manufacturing
2023 Q1
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Figure 16
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Job Vacancy, Construction
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0
2005 Q1 2010 Q1 2015 Q1 2020 Q1 2025 Q1
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Figure 17

Job Vacancy, Services
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In this section, we employ artificial neural network autoregressiontoc onst r yetarf i ve

a h e #ockecast o key labour market indicators at the aggregate and industry levels. We
obseseeemrattewor t hiyi rtveeténa dhat.the labour market is generally

expected to recover, as reflected by the forecasted increase in the job vacancy to

unemployment ratio and a fall in the unemploymentrate. Se c ontd ,tihae uls¢ v ¢ |

t he manufiacdtusroiolygd experience some headwinds.
thisadussryredicted towré&thei npowesalki andy that é
empl oyment coul datb et heex pgeura netéetrel dyn el xetv &ld vfei nyce ar s
the | abour market indicators from the construc
This could be attributed to thef vioHeeatséet arn.d
forecasgticomgsthucti obhhendusmey series approaches
along with autor(feguelssasn mmddkebs that account
vol atFilniatit)ypugh retrenchments are expected to
(as suggested by the modecli ewi talt smo warpieatt eesd) ,t 0]

over Thenereduction in job vacancies may refl ec
support j ob | osses duringhdahex pantdeedni dec llimpe
vacancies may |l ead to great eanpctae nctho mftrdiiycbtuitoen s
to |longer unemployment spell s.

:

21t would be intememplinygmeamt fdureaxtaisan uat t hwasotduasvaiyl dakevel fobuthissicana
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Chapt e&rr 4t etgOveesr c ahme€h al | enges
ofanAgei Wgr kf or ce

From the population white paper i n 2013, It
Boomer s wihdi renstielrver years (and prditee rttoipaltlhy el
industries that hacveef twWer hegheagedOEéamimodg o& e
| andscapainadg,transport & supporting services,
(MOMNM,020) .

Incidence of
Age 55 & Over
in Industry (%)

Wholesale Trade 61,200 26.2

Land Transport & Supporting Services 50,400 504
Food & Beverage Services 47,600 42.8

Public Administration & Education 42500 145
Retail Trade 36,900 36.3

Construction 33,400 34.4

Cleaning & Landscaping 32,400 70.5

Health & Social Services 31,800 227

Source: Comprehensive Labour Force Survey, Manpower Research & Statistics Department, MOM

Note: Incidence refers to the number of employed residents aged 55 & above as a percentage of all employed
residents in the same industry.

Figdx®op industries among employed residents aged 55 and ove

This sectesenhedipsocsussisbl e approaches to resol ve
brought bpwabostowi ng wor bkocrnoasamoagehng popul &

Specifically, we seek t o addr es¥Whatthearfeol tl o
i mplications of an ageing w®e ktfioogr edefslhbaw s1s d § g
the incorporation of automation and robots <co
and how this integratSeon iwinl |4 .af fleocotk sSiantg aapl otre
and policies fopeegerntednbyies in their attem

an ageing population.

4.1 MoviemanAts omati on

Once organisations begin to acceptbhetchharsree alfi
populageiomghe next | ogical step would be to | ¢
t he chall enge® xtahmgitioead & sslbmaiFpower dhoi nagses
may ltwakast omati ansahdtiimonng thatscki siiogt eobool og
tmvercome the manbpoowegrht s hpoorguftaa oy oann dg g eiinn gt h e
proceseski mgetthabiursi mesad rsd har e htoa rdgeert s
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I n Chi na, t he gover nment not onl vy strongl vy (
technol ogy, It also actively promotes the 1inn
chall enges of the | ab®Wrl19j or deh 200.ébn g r remhe nal ..
Guangdong ®$etovaeasdkHES50 Dbfiund oencourage firms to
automation technology and TPhemptesgwhmeottios swn
automation, incorporate pmaochhinneenrty iann dC hu snea 6rso bnoat
sector as the countryds loaubroua o sftosr cien cdreecalsien,e s
Chinads manufacturing secttocemai momno fmiutea alde p( ¢

al201%) milarly in Korea, the adoption of indust
since 2010, accor dikegdetroa ttihoen |onft eRonbaatiiocnsad Wo r |
(Park,2t21al.. I'n 2016, Korea recorded 631 robot
manufacturing industry, foll owed by Singapore,

al sthowteldat the usecbhoropptdoes indeed mitigat
on productivity that results from an ageing p
depending on occupational sectors.

The number of industri al robots in the United
fofiold between 1993 andvezd 7av 68rya ) 164 itrheuset
installed per 10,000 employees globally. This |
where 488 robots per 10,000 employees are depl

of i ndustrial robots deplgoywyevd fgloonb alrloywy nids 1e $t imi
to about 5 million by 2025 (Boston ®@posubttitng
i mplications on | abour mar ket s. I n the US <col
demonstrated that Afone more robot per thousanc
popul ati on rat i-0o. 3dly pabaceint &gd4 8 poi nt so. | f t h
Siagore, as many as 175 thousand job | osses co
robots per thousand workers (computed based on
70. 5% and tot al empl oyment number of 3,643.5

Singapor e)

Even tBooghpore has introduced various strateg
such as Skill sFutundwepsaki ehicogriagi wgr bér s, it
aut omat iboen Inmeaayimeod e@amsescessary solution to overc
| abour shortage. The proporitdomasfakmasbrdoallke
338,000 in 2010 to 614,000 in 2020 (Wong et al
popul ation will continue to be a persistent i s:

56geadrn ds continue to a@eandi mdtdh ennnmbafr t dseecnai doer
citizens.

Al t hough we are unable to determine a causal I

phenomenon, threeduatfiodStu alglagoboa werawsflolr cuel t i mat el y
compani es t o bl end i f not, repl ace human | ak
perspective, It I's pertinent to 1 nvaeysft i @gatt e h
empl oyment across various sectors i n Singapore
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solution to address the i1issue of declining w
l nternati onal FedeéeF®)i amdovaRobaoatsi ¢teabour forc
we docusmeghfiascetds on how aut otmddaiborurh & 0 racfef @ st esc
in the pawe fOecsdedetermine the demographic
from computerisation, by industry.

Utiltlkse ngrobabilities of computerisation for

and the empl oyment data retrieved from the L
202a3, we plot the proportion bfghkesylddayans kr, es i
and -fioswk for the past dekiagdkelschoawma2O0l et pr2@2d.
of empli myheee shi gh lhadveampl i ndhyeeaes. cbmisg sitent wi
the findings of Lee ( 22001175). fTohre trheea spoenr iaordg uoefd
is Athe revolution of the countryds economic

are highly susceptible to cogpubhdustaniesn wec!
being automatedo. 1t is noted, however, the e
seems to be different in Lee (2017) anddl5our s

The reason is |ikely taocs ebde-dtnlgalt owrc ueati mat ico
those in Lee (2017) magi et escowmmpssedohrom t he

Fi gurhe gz2hlltihgahtes f i ve i ndustroreegudrmhtaer hafvei tag én
at Wwiigtk arrea:ns(plo)rtation and storage, (2) admi

(3) accommodation and food services, (4) ot hel
and (5) public administration and education.
automatiramsip®rtation and storage, where about
risk.

Fi gursehoaws t hdathea+thamdk group of workers, 22% ar
and storage industry, followed by 14% and 12%
industry, and whol esal e and retail trade i n
contri but ealtfo oafl-nmiols&k haimpH oyed resi dent s.

SHi gh sk occupations are occupations with abevek7®%cpmpahbabinlsi tay eofocc
with-70086probability of croimspkutoecrciuspaatiioonn;s aanrde loocwc upati ons with bel ow
This is consistent with Frey and Osborne (2017) and other studies th
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FigaR2e Empl oyed Residents Aged 15 Years And Over I n 2022 At }
Breakdown By I ndustry
Using dathéent eomati onal Federanwomnl|l o f D&Rodlod p me
| ndi cvmhioals covers 63 countrike®l1landna fpleei edomwn
met hodol ogy of difference generalised method

1.1 f the new installations of industrial rob
unempl oyment rate %i0lLl0O39é&duce by 0.037

2. The new installations of i ndustrial robot
i mpact on mal e, wiitrhstaalll % tii onrse aseed uacfi ng t
rate of males by 0.045%, versus 0.033% red:

3.The new installations of industri al robot s
unempl oyment rate of youth | abour force di
force.

4 . The new installations of i ndustrial robo
significantlyOnegaYioe ehéeacnhefmpl oyment r a
with intermediate education, but not on th

The results are robust gualitatively when u
technol ogi cal advancement (i .e., the operati
 abour force, t he new installations of i ndu
oprational stock of industr Falornmo btod sh rpieadall 0d
pl eas &p pered i x

It is noteworthy that our analysis was based
for a peric2@@1of 12000es not take into consider
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technol ogies such as artificial i ntelligence o

general, it is found that the adoption of indu:
on the | abour force by <creati nogr nmmoarlee jwoobr koeprpso r:
workers with middle | evel of edseatoindma-nyi . e. |,
tertiary education). Therefore, the gap of wune
t o wiedemegd aut omatt onv,i | | reduce |tolyenegtap bef waarmr
workers with intermediate and advanced educati

However, as Agr awale ajr gautende (2®t1 9¢f fect (of arti
| abour) is an empirical qguestion and will wvary
same vein, the accurate estimation of the net
advancement on unreenpuioryemdeengithl@ lassoa mi nati on of t |
specific technologies within the specific coun

generative Al , which has drawn a | otmardy di scu:
wor kers in the sUSme(whOa%) awiflelctbeed ( at | east 10 %
(El oundou et al ., 2023).

Hence it i s strongl vy recommended t hat organi
government institutions, coll aborasectotohrastnabl i r
arvul nerable to hegéurdthomap| owbeatre® found to b
redunsglaombladd e opporhteunriettireassi teod t o all ow for rec
organi skheéipnowirded wi tthr sorpPitoit dimeeiw iiensdeutsg .r,i e s
via available industry career conversion progr

For those workers in sectors where industrial robots create more job opportunities, then
it would be highly beneficial if employees were provided with upskilling and upgrading
avenues so that their skills can complement the nature of their roles in a more
technologically reliant workplace. Therefore, it is imperative that policy makers put in
place appropriate policy changes that will aid in facilitating these transitions, reduce the
social cost of automation and empower employees with the right skill sets to maximise
their capabilities and contributions to the labour force.

42Systemat i cl RecPorewdceess Countries
Il n this secitdarmhedlhret fioeu st hat aractuibcdbncamgage isn gi
wor kf ortchee asnpdect re of s | olwiSiaen gwaparakdf echrochea glereoywt h
attemptteadckt @ t hi s Aph edn csnopursesvei.do tSselcyt 4 gh one

possi bl e tsadihexgpre ditasbbdb ur dlecrrtumppepaf ati 63 agein
through theofhotowmatuctheosubert idcdaumpephemamtcapi t al

Il n masityandadméde | abour s hame laigev iastaendo ma&tSitcanh | e r |,
202 Hpwever, this is nbobhseshtewanmbky ysolutttehoemevi ew
strategies and/ or policies that they htalvies i mpl ¢

demographi c plhtetlheo memwaenedsesnt i fy relawdandcommpamdr i
them with Singapore to identify thetBBatmitheit:
countries have adopted tdhrackgbreéehbissewwekbdpe
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provide val uablsepecntsiegehst dcagdedeartandce | abour m
polici es t hhaats mPpil regneepndargeetl oipt t he futur e

Cont ent ava aultyi sl fi ssxe dc liedaeind d thinodn dedateironm metf or i ¢
characteristics, examine repetitive patterns
and subsequently extrapolate meaningf dhedat a
countfroirdecsont ent analysis were selected due to
t haloption of appropri attenssti.Batuedihes ftud | oaerad g
selected countries,6iml Appehhemenmono sTaltegi es

have been extracted from our findings include
1. Career guidance programmes/Job training
2. Employment/Tax subsidies
3. Awareness campaigns/Outreach programmes
4. Implementation of anti-discrimination

policies
Health protection and promotion
Reduce working hours

Gradual elimination of seniority wage
systems

Retirement/Pension reforms
Financial support for self-employment
10. Fl exi bl e work arra

To all owsddddndambbpeugpxanmiimetnotmnacr oss the mul ti
identified i n t hackserseyaminationantdc o mpavi ewn of Sing
existing legislations and strategies is made with two selected countries specifically

Net herl ands. almdidsldbhopanf ordeptnorentahmaosliiscnads
stratemgd etsheir poteartd ago tagpmtliialabpdibdy rtmr amef
Singagpior edthieomrhoi ce of the Net her | arnedlse vaanndc el a
to the rese@srhpogsedtbygpnihése pcojjectti es have

chall enges rel ated td vagrek fnagr cpeo pduyf mad miomss, awmh i
pertinent f{Thheowmtsseileedeyl sdnare similarities wit
terms of demographic trends, ecotntoatic fdaecoviell iotpe
a more meaningf ul compari son.

In 2020, the Japanese population aged 65 and above stood at 29%, much higher than
Singapor eds 17% (Singapore Depart ment of St ¢
Japanese government to take immediate action to mitigate the potential consequences

of the ageing population on their economic growth and labour pool. Like many other

countries facing an inevitable trend of an ageing population, Japan has enacted

numerous policies to address workforce challenges particularly to cater to the

employment needs of its growing demographic of mature workers.
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In the case of the Netherlands, it has one of the most comprehensive and successful
measures in supporting its ageing population. Like Singapore, the Netherlands has
crafted its policies to increase the retirement age, restrict early access to pensions and
provide support to employers in recruiting mature workers. One area of interest is self-
employment among the Dutch mature workers. In 2019, about 40 percent of mature
workers between the ages of 50 and 64 were self-employed (Karpowicz, 2019). This is a
potential area that Singapore could emulate from the Dutch government, specifically by
leveraging mature workers who wish to remain in the workforce but wishing to operate in
a more flexible work environment.

SINGAPORE @ JAPAN NETHERLANDS

Career guidance programmes/Job n n n
training

Employment/Tax subsidies n n n
Awareness campaigns/Outreach n
programmes

Implementation of anti-discrimination n n
policies

Health protection and promotion n n n
Reduce working hours n n n
Gradual elimination of seniority wage n n

systems

Retirement/Pension reforms n n n
Financial support for self-employment n n
Flexible work arrangements n n n
Mentoring/Intergenerational n

collaboration

Foreign | abour int n ) n

Tabl e 2: Ge mdProd |i fcBSeevieect ed Countri es
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Across Singapor e, Japan, and the Netherl ands
equi ppatngre worntkherski l |l s that enhance their em
continued participation in the | abour mar ket
training underscore a shared commi t ment t o
i nitiati seest hragcuagenivwarikneggr sval uabl e experience
valuable cont-tdlaateorskiwiltsh up

I n the context of Singapore, there is a clear
from gov-iennmeated programmes such as The Si
Qualifications,entclhat a gneost loinfleyl ong |l earning,
comprehensive skills development both in ter:r
companies |l ook for in potential employees ( MO
I n the Netherlands, the fATalent 55+0 programm
55 and above. It is a career guidance scheme
run by specially trai nead ujroeb wcoor uknesmpes! d wirmg tjoo a
behaviour, motivat e tchoenni i dedcebui hditnhge s 8 e Infa
(European CommiSismiolnar | 0 19)apanods Publ ic Emp
devel oped the fAHell o Worko employmedantdacahit

job placement services for older job seekers

The shared emphasis on career guidance progr .
Japan, and t hies Nmenditer sandd t hrough &t hcaulltaumrsal
di mensifmonrTggf m OricenftHOi ®9hedeAl | 20tlinece countr

relatively high in this dimension, indicating
persistence and perseverance. This cultural t
skills devel opment , e n snuarti unrge  twvoer k aydh anpyt ajpao b i

|l andscapes.

BotShh ngapore and the Netherl-dndsr hmiveati imprd epme
eliminate biases related to age in the workpl
ensur ematthuarte vaarek etrrseated fairly and provided
Awareness campaigns and outreach programmes
similar goal of combatting stereotypes and fo

Unddhe Tripartite Guidelines on Fair Empl oy m

gui del i neds scmimomat ory empl oyment, i ncluding
are expectedcent avoi slelageti on criterion unl es
reguementso (Tripartite Alliance for Fair & P
201.9hey are al so encaoyroageids tsomiarteavibdeael woiofker s
alignment with national effort si mhat urmep rworrek eerr
( TAFEP, TZMeEL9 Mi ni stry of wialnlpowéiso ( MMIr ol | i n
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di scrimination tloegeilsilnatniaotne iww r2klp@lda caed ddriesscsr iumif re
treatment at MOWMW, w0r2k3pl ace (

Simi, at he Net herl ands i mpl emented the Equal i
Discrimination) Act, which-dpsohilmi hatdbnech am
(Government of the  Adatrheflramds$ eg2@1@GYXi ve suppo
di scrimination, Net herl ands al smataatei vyedryk epgrso
specificaddd Fhoysear stol daandcapave in empl oy me
t hr oruggchi o a ncdo nomelridimepll ®yer s are also encouraged
vacancies througtnvmaatewr rsktesregsiodonsi nt er vi ews ( Eu
Commi s,si200n19) .

The absence o-li ssarmirhiamatarmtni palbdeci ast riinbulapmar
Hof sBedcarl t ur al fdasnewlsii mint yofoy HHof Bemddiapidatiy $) .

soci ety | eans t o wmrridcosr ianhsassecratyiivneinteys, s , competi
achievement . This focus might shape the percej
emphasis on individual performance and contri
speci ftdiicscarnitmi nati on poli e @pericen yetdi ag aEs smipg
as individual merit is highly valu&dnwapbra th
and the Netharlcomd®m asheir relativeltyy,himplhaeae s
greater emphasis on cooperation, empathy, and e
the needdifoar iammitnati on policies that promote |

acknowledging the value of expeeiwanrclplaade di ve

Heal th protection and promot eiomg apcl iicniteesgrian &
countries. This commi tbmreeinttg toof eonlsduerri ncgi ttihzee nwse Ir
approach tdeat tthecognpiortance of physical and me
productive amdngegenwarglfdorage . Il n a parallel traj
al so adopted flexible work arrangem&mtgs taired r ¢
evol ving prmedteureen cvecsr kodr s

The Healthier SG initiative in Singapore targe
of health issues and support i ntgeram Ieesatlktivheg | i f ¢
habits. This shifts the onus of t aikn nigmpcraorvei nogf
t heir guality of i fe ( Mi nifsddiyt i DM IHBw Bt h Si
acknowl ededgamateds faswilalgecogt isroced et 9 pose
chall ercpe e gacsedrscr whstthee | abaebhr . nddAsdhd@M wi | |

be | aufdchpagtit eonGuFIldeexliibnlees Wor k Arfirt an geennaebnl tes
more employees to ceennttienruet hweorva rnigf oorrc er ewhi | e

caregiving cbhbaymi2t0@8nt s o (

Net herl ands has taken a more |l egislative appr
scheme, thereby per mittfiuldl meonloe rsa Htsonds wivexdckp afr
( Eur of200ulneéd),. The reduced work hours are i mpl eme
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workers in the | abour pool rather than | osing

(European Commission, 2019).

Li kehe Netherl ands, Japands Legislative refor
introduced i n t2hGeb8 kt mgi mpmavei ons of empl oyee
to maintain the health of workers as well as
2018a) .

The emphasis on health proteatmnhigopodmnaiE@rsomdt IS

Japan, and the Netherlands reflects a compre
di mensiionmdudfgence d&bsy. Hvefssttreadient Al | three coun
high i n indul gence, demonstratinlgeiangs h areeedd s
satisfaction, and quality of I|ife. This cultu

prigarniitoin of -bel nhgtin wkhéete plodcecsed.eBode v e
flexible/reduced work sochemad alailgreswiotf h ptrloen

fulfil ment and enhancing the overall quality
Al | three countries have tackled the issue of
and pemsnemits. They've enacted pension refor
retirement age. This comprehensive strategy
encourages ol der empl oyees to remain in the

empl oyment rates.

Japands pension allowance is |linked dir-ectly
term organisational commi t ment (Sueki, 2016
encouraged to extend their career |ives to ea

Net herl ands and Singapore have been gradual |
Net her |l ands rai sing t heirs from 66 years o |
Commi ssi on, n.d), and Singapore raising the
(MOM 2021).

The high scores across Singapor e, Japan, and
di mensiLomTgorfm Or io¢ Hbo & 6t edper,o ViOdlel )an i |l |l uminat.i
the convergence dfertmhiog ipmltiady.onLeemgompasses
perseverance, and thriftiness for future rews
ref or ms, this culturlayl. IAéanitrhg e&l icpruntperisecs
policies thatermfdbdeths ak, coyhrgtiiowrattiion of dedic
and sustained commitment.

Japan and the Netherl ands penopvliodyeme n tn,a nacci kanl o vel
the entrepreneuri al potenti al of ol der i ndi v
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wor ker s to participate I n productive econoim

empl oyment, thereby contribuNonhagbdtiwh ovepan |l ard
the Netherlands exhibit relatively high scores:s
significance of individual rights. Wi thin thes
seémpl oyment align seamlesslitynwimyh anal duee @fur
per sonal accomplishments. The emphasis on indi
these nations to facilitate opportunities for

pursuits, | everaging their expertise and foste

The Dutch government provides subsidies and ta
busi ness and reogipé ogmenftor Tsoel éncour age entr e
gover nment has made funding optupnsusainde slsoeasn si

need amfs [(BBusiness.gov.nl, 2017a).

Il n contrast, Sisegapgyretschamraantgerciol | ecti vist ¢
group interests, adopts aeidiigs twiornrcktf oarpcper a asc he.n ctb
integrate and contribute to the | s&mpdroysenitet al
The policy |l andscape reflecst sgacoopeeative eofifi
strengthen the overall soci al fabric. This int
policy choices highlighltesyddcdebyitvheasse mdatriad s it
chall enges epogegopyl aggi ons while staying true

Mangountrsegaet weghtaeds section have turned towar

to suppl ement and compl ement the shrinking | al
considering the | iimeia ds mealnlp onveetri autn ahvatsi d ablt & er
to rely on fotrei pgaataatppeveer de maemdas nand onomi c al
competitive. To cushion the impact of an agein
has enacted sewmesal ipcecl udieesneasures to ensur e
prioritised aobwoeursufcdr emisgnr ai sing the qualifying
Pass (E®Pasasndhol ders to | evel s-thomplarodbll eoctad tF
wagé MOM, 20RPRi)s ensures that foreign workers a
savings but to fill genuine skills gaps. Addi

Framework (COMPASS) has been introduced to as:
holistic et afl | @awi migbwtomp-gnaéstyofeebegh prgf
( MOM, 20Bg) i mpl ementing these strategies, Si n

bet ween | everaging the foreign workforce to ad
safeguarding t he i nterests of i ts | ocal wor k
Singaporeamgasihesedemonstrate a commitment t
vi brancy, even in -adied facei edfy, artegrudemghe da awd |l

compl ement arayb 6foorrceei.g n

Singapore, Japan, and the Netherl ands eemgl oy di
wor kforces and bal ance |tatbavihii A tee gnmiantiinons i mfg fsoorce
From the above analysSisangawer e'axteamgrecadcihe t
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benchmar ks and comprehensi whiha®esaers simeanns ftrawmae

more restrictive approach with | imiteas pat hy
stringent cr satteiroina oafn dhipgrhiloyr istkii | | ed mi grant s.
uni que-esonomi ¢c contexts and policy priorities

To encourage mature workers to continue working, workplace policies would need to
adapt to be more inclusive (Chen & Gardiner, 2019; Connell et al., 2015). According to
Kooij et al. (2014), HR practices can be categorised into four broad categories:
developmental, maintenance, utilisation, and accommodative. Developmental practices
include training and promotion to help mature workers to improve their performance.
Maintenance practices such as compressed workweek and ergonomic adjustments at
workplace are ways to help mature workers maintain their performance despite loss of
resources due to age (e.g., physical abilities). Utilisation practices involve leveraging
mature workers6 per sonal resources (e.g., experience
roles such as mentoring to help them regain their performance. Finally, accommodative
practices such as reduced workload or reduced responsibilities are implemented to help
mature workers work at a lower level as they could no longer regain their previous
performance (Remery et al., 2003). It may be assumed that changes in workplace policies
to address the ageing workforce may generally have a positive impact on mature workers
(Egdell et al., 2020). As such, one of the aims of this study is to understand the workplace
policies that have been implemented by local companies to address the ageing workforce
and to provide recommendations on how companies can support mature workers to
prolong their working lives.

Theabpofticies pr e®»enptaehlasvoem rtehviesal ed several v
t hat have highlighted the prevalence of maj o
force. Thetsreaniscsemaels geographical boundari es &
rami fications on the | abour force. As Singapo
it i's imperative that we dissect the matter
subsequentllyoweSiemgnmamer e mi ght preserve the ecq¢
national and individual l evel s.




Chapt &Rret ur toithnehabour :For ce
Leveragi ng Matan do mdom k érr s
Caregiving Duti es

Hong and Schneider (2020) posit t hat Japanos
propel more women and el derly beyond the retir
must be coupled with Aautomati on, artitfhieci al [
issue of an ageing workforce (Hong & Schneide
i mportant to explorerexuesd haty awvai dapbéehumahl

on to slow down the decline in manporwegre (Jiu)st
mature workers and (ii) women with caregiving
to the | abour force after having to | eave thei

I n this section thewiddaot s eotfahred hioehdadli Isecnugsesss oann d ¢
means to supmanrtodubéi oegrodubpasbiknsteo ttwhoe | abour |
thereby potentially sust ai mhenmegearthhmethotomgya I manp
employed to address the research questions can be found in Appendix C. The following

section will discuss the findings derived from the qualitative data collected from the Focus

Group Discussions (FGD). The aims of the FGDs with mature workers and women with

caregiving duties are to understand (i) the perceived facilitating factors that support them

in staying in employment, (ii) perceived barriers to staying in employment, (iii) various

desired support to address the unique challenges faced by the two groups, and (iv) the

factors preventing them from sustaining at work.

Il n addors e owi, drf amhde rée | e,x daret qual i tative data ane
i ncor pgaraanttedtaattai veercalry s idst oomutsur @-8yi twe tdhxecuti ve
hiring mamédgEBRs|waadceresxperiencehirreigrag domgmamadi
wor kers aged B45 i anrcd rigpdotd lartsientgsi gahft ss  h o pweidl It hat
prova ddeeper understanding of how employers art
wor kforce as well as their views on the value
chall enges they face, and the strategies ut il
devel opmdntontri bution of workers.

The suwawseyadmi bhiystteppi@ddy sur vfeymvemdaodruly 2023
August, 2ddRdgdaged by Tamad ROoWE@dastuiroorey t ook an av
15 minutes to complete and was carried out in I
an online panel managed by the survey company.
the start of the survey tmo tehhsutar ddtat gndhey Ik
continued with the main survteoy. e Quwrtea satmpd fia
represepaaticipants from the rFosrpemoi @ei bfackm

regarding the inclusion criteria and R he quot a
A final sample size of 601 respondents -was obt
suite |l evel executives, 32.3% were hiring manac
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of the respondents were from the wholesale a

(22.0%), and financial services (15.0%). I n t:¢
a fair equal amount of those from organdsati o
over 200 employees (50. 4%). Most of the resp
mature workers (90. 3%). For mor e iFnffoorr math € on

descriptive statistics of the respondentsod pr

51Fi ndi ngs

We reeovdsewme of the barriers faced by mature wo

duties in finding employment and staying in e
chall enges that they faced, the facilitators
employmemaal |l y, i hakphghetaddi ti onal support tt
them in their e3wspunonyameinste.s Ttaltbd et hemes and cat

t he FGDs.

" v

x M
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Research Question: What are the perceived and actual barriers and facilitators to
staying in work for women with caregiving duties and mature workers?

Actual and Perceived Barriers Perceived Facilitators
Limited and unequal access to Staying relevant
employment

1 Acquiring industry-relevant skills
il NG lefess ele t.o CYSRIIET 9 Having a strong professional network
stereotypes against mature workers

9 Adapting to career transitions to

9 Difficulties in re-entering the workforce remain in the workforce

after a long period of unemployment

1 Experiencing caregiver discrimination
Flexibility as a workplace norm

Providi ial | flexibili
ST ) SETE 1 Providing spatial and temporal flexibility

Providing flexible work options
1 Gap between training content and 1 g P

required job skills

1 Having to keep up with new technology | A workplace culture of respect and
and lack of support empathy

1 Recognising the value of mature

. : workers
Balancing personal commitment and

professional demands T Empathi sing with e

9 Restricted employment prospects to
manage caregiving duties

9 Concern over job security

9 Experiencing stress when managing
dual responsibilities of caregiving
duties and work

Research Question 6: What policy suggestions can NTUC offer considering an
ageing and slowing workforce growth?

Desired Support for Mature Workers and Women with Caregiving Duties

Promoting an inclusive society

T Addressing ageism in hiring and protect
(Implemented but requires enforcement)

9 Creating awareness of the responsibilities of caregiving (New suggestion)
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Bridging the gap between skill acquisition and employment

1 Incorporating internships and apprenticeships in upskilling programmes
(New suggestion)

Implementing needs-specific HR policies and support

Offering more varying employment contracts (Implemented)

Providing more healthcare benefits (Implemented but requires enhancement)
Implementing pro-family leave system (Implemented but requires enhancement)
Assigning a buddy to facilitate learning (Implemented)

Organi si ng wearegkiaghdep Suggestion)

= =4 =4 =4 -4 -2

Having structured HR conversations on retirement options ( | mp |l e ment e d
and some organisations)

Tabl e 3:amGaetmegd oroens®¥ n @Gairtehg iDut h g Ma & nMloer ker s

To find out the barriers mature workers and women with caregiving duties faced when
finding employment and staying in employment, we asked the participants these
guestions:

1  What are the factors that made it challenging for you in finding a job?

1  What are some of the instances that had make you think twice about staying in
your current job?

1  What were some of the challenges that you faced as a mature worker/woman with
caregiving duties in continuing to work?

Theme 1: Limited and Unequal Access to Employment

Hiring Bias due to Ageism and Stereotypes Against Mature Workers. One of the
most mentioned actual barriers faced by mature workers was the difficulty in finding a job
due to their age. Participants shared that it may be due to the stereotypes that mature

wo r k e rasertdin@ad@e cannot be retrained or un-coachable, cannotbere-i nt egr at ed o .

ATherebs an underlying premise that we
because therebés a tech thing, but did
we cannot? Itheoeds thicihhlecking in, I t
assumption that you reach a certain age, you are unfamiliar with mobile
[ devi c e s(P23,enateranworker with caregiving duties, 54 years old)

O S

Although the Fair Consideration Framework (FCF) ( MO M, 0 d)3sets out the
requirements to ensure companies abide by fair hiring practices, participants
mentioned that they still encountered discriminatory HR practices. Fol | owi ng

experiences that participants have encountere
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AWhen | | o edpecitllgthoseawhg leabe,their telephone number,
we can call t Heomwv. oT hde yaThemaninedd yo? &ay you
are at this a\Vgaccepthpplcantsapata 3.6 Bven -for part
time job, not a full
years ol d)

a
h
-t

i me (jPo3b,. omat ure wor ker with caregi:

ARAge does play a part, age really does pl ay
for example,]| went for my that educator host righ

already 52 at that time when | apply for the job right. So, they told me that
y o u decause of your age, | can give you just a short-term first to try it out
toseebbut |1 6m not so sure i f 1 6dm younger tha
say a diffePeght mét mge oOwor ker, 53 years ol

Difficulties in Re-entering the Workforce After a Long Period of Unemployment. For
those with caregiving duties, especially when they have long periods of unemployment to
look after their children or elderly parents, re-entry to the workforce was a
challenge. Participants who have taken a career break shared that they struggled when
they wanted to re-enter the workforce as their skills are no longer relevant.

AnAfter seven years of stopping work right,

into full-time employment, | will have to take baby steps again. Because to
an extent | have lost touch you know with the progress of that is in
organisations maybe the process you know. So, if | still want to go back

to. . .| wi || probably have to start somewhe
typeéP80, mature worker with caregiving duti

The negative perceptions many potential employers have on long periods of
unemployment made it even more challenging. These unemployment periods, even if it
was a personal decision in view of caregiving duties, were viewed unfavourably by
potential employers. Potential employers perceive it as a period of career stagnation and
consider the unemployment gap to be a disconnection with the industry; past experiences
were not valued, and the skills and knowledge were regarded to be outdated.

unemployed. That HR automatically assumes that nobody wants you. So
therefore, you are actwually valued | ess i
much, what you bring, can bring to the organisation. They measure based

on what ot her s ar e measuring you b
unempl oyed, you are unemployabl e. Th
about. So to me, that is a stigma there. It means the longer your
unemployment period is, the more unemployable you become, in that

mi nds(eR2&, mature worker, 53 years ol d)

Even when some of these mature workers who have taken a career break were
previously in managerial positions, the jobs that were offered to them were entry-level.

~

of five years. So, she discussed with her husband. Basically, the child is in
need, so she decided that shebds the one
she was doing very well and a managerial position and everything. But after
five years, she ended up in a divorce and then she had no choice but go
back to the workforce. And she has to start from really entry-level and

4 8
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Al want to share the experience of my good



become administrator. And even so, it ds
the administrator roles, the skill set may be quite different from where she

di

|l eft off, which is a manageri al post. But

to just you know, go back to your previous job. So, | do think that women

have to consider very caref (IPI1yY, K benfadrue egi v

wor ker with caregiving duties, 52 years

Experiencing Caregiver Discrimination. Participants also shared that because of their
caregiving duties, at the interview stage potential employers do question their work
commitment level and productivity. Participants were concerned with how potential
employers will see the demands of caregiving as a hindrance to their dedication to their
job and performance. This does suggest that there might be a barrier for re-entry whether
real or perceived.

ol

AEven in the past, recruiter wild.l ask how

care of her. But | am the one that is looking for a job. Not her, right? Yeah
so, | think they are pivoted into that direction where if you have a younger
child, more attention will be on child. Might not so much on the work, or
something like that. But we are also trying our best to strike a balance,

which | find a bit tough becausewh en t hey ask you, you canno

right? And then it makes it like an obligation for me to let you know that 6 O h ,
| have a younger child. This child needs attention. Can your client accept

it A6P02 4, anwovmt h caregiving duties, 34 years

AFor certain empl oyers i f t hey ar e scept
prejudgment ét hey may &Q@h ewanmen tthh enyk i anrge tweac

sex, they may not as productive as men and they have more commitment

level may be higher for men because they no need to have childcaring and

uh caregiving Yeal, pnoaybe ithey havd idoaits . odr
productivity al so. That 6s what I feel a
| adi €eBR2%, mature worker with caregiving

Theme 2: Skills Gap Barriers

Gap Between Training Content and Required Job Skills. Mature workers shared that
they do recognise their lack of skills and took the initiative to upskill. However, they still
face difficulties in finding employment as the knowledge that they have acquired through
the training was too basic. This made it hard for them to secure employment as some of
these companies would still require them to have a few years of practical experience in
the relevant field.

b i
du

A | actually took a specialist dip (diplon

already in that line, right in my previous company, and | just want to have

that | ittle piece of paper él have the skil
at the end of the specialistdiplomai n | T security, the conten

very sure, you go and find any job, you will not be able to be an IT specialist.

No way. Because I 6m already in it right, I
way because the content is just far too basictobe abl e t o you knowé
like go into the companyandsay6 Hey, you know | can do the
an | T secur,jtygyoswaygyi aWagéeiwvay bel ow. Per ha
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reason [fornotbeinga bl e to find (&P, oymenmtr . avor ker
caregiving duties, 62 years ol d)

he
ke you just come out , what experience
du
ar

s ol d)

Having to Keep Up with New Technology and Lack of Support. Mature workers
shared that they must learn and re-learn new processes and new technologies that are
being implemented at their existing workplace or when they transit to new jobs. This was
a challenge for them as some of them felt that the training is inadequate, and they were
often left to figure things out on their own.

Al just changed my division one year ago,

l 6m still | earning after one year.  6m sti

is like self-learnt. When you ask someone, is like what she said, read up
your sel f you kactoally like tast &nre eeélly demanstrate for

you to see. Nowislkeb ok you read up yoursel f, |l give

okok you go read yourself you know, whether you know or not then just see
how@d@ PA 6, mature worker, 50 years ol d)

Theme 3: Balancing Personal Commitment and Professional Demands

Restricted Employment Prospects to Manage Caregiving Duties. For participants
with caregiving duties, they shared the struggle that they faced while simultaneously
attending to their caregiving responsibilities and staying in employment. Participants
shared they had to shift to part-time employment as they needed to devote more time to
caregiving as they have no additional help (e.g., being the only child to elderly parents)
or were unable to find alternative caregiving arrangements (e.g., infant care).

care... | want to seek for a job so | need to have proper arrangement for my

daughter. | actually call the infant care to ask, @o you have a place a
vacancyGtheysayoyou wi | | b eMymextqudstonswead Ahl i 8 b &

l ong i s themwhikéi $0006pl us m&@RHAeanwom t he
with caregiving duties, 34 years ol d)

One participant shared that while she is trained in the IT field, she has to find employment
that are not relevant to her field as there were limited jobs that allow for part-time.

A | have searched high and | ow for somethi
familiar with that ar ea wholdvedoreprejecv ery har d.
management wi || know, thereds no way you

manager. Doing remotely from home, hav
no way. So eventually | resorted to do
there where wherever | can lay my hands on. | even tried doing things like

i ng
i ng

A | mean there are shortage of infant <care

f
S

Wi

company wants someone who has experien

y
ndant émy(EB2®) omat ore worker with caregi

t
|

c

wa

ng

c
I
!

mystery shopper because ités only a few hou

But forget about the pay, ités very hard.

flexi wor king hour s éltehrag(eP@®0s tmad umai rwoca kalr

with caregiving duties, 62 years ol d)
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Similarly, a few participants shared that the nature of their work made it impossible for
them to continue providing care while working and they had to leave their job.

ASo (for) part timeséeven in the context ¢
quite low rates as well and you need to log in the hours fixed and such that

|l candét juggle my caregiver role as when |
clinicainy ou cano6ét abandon our patients wupfront
as a daughter to somebody. So,i t 6s | i ke who shoul d | act d
think my loved one will be the priority. Because of that | have to give up my

clinician expectation and my duties as a clinician. | think most of the

frontliners, if | may speak from their behalf right, | think everyone is actually

struggling on it. Because your patients do have a certain expectation on

you, and they are all caregivers as well. And you are also a caregiver to

your loved one. So, itis actually very challenging for the frontliners to stretch

themsel ves to (thh2e7 ,mamdtmurme owor ker, 47 year

A few participants shared that they had to qu
have deteriorated and needed more caregiving.

Al actually quit without a job | ast year.
because 1 6m actually considering putting
and the helper. She actually fell down from the bed and when | saw it on

the CCTV, | actually just resign at that spur of moment. Because | just

couldnoét takeP18, amygmore. wor ker with careg
years ol d)

Having either to quit their jobs or to take or

commi t naenftesnr t i ci pants i sdgoadayanketcei vi ng
Al actually decided to just quit my job an
which give me tbhgtul bhrcaohpsesf eamwm whamd becaus
my mum she has tweekd yf oredliiclae, vbisi t , t hen
then my niece is just(BiL&8rtmagute wor ker s
caregiving duties, 52 years ol d)

Concerns Over Job Security. Participants also shared their concerns over their job
security due to their caregiving duties.

Al 6m actually in my fifties already and th
help to assist heréit doesndét wor k. We tri
She has massive depression and then she hac:
constantly very worriedthat i f | et 6s say | dondt have a ¢
I donot have any sour ce o f i ncome t o a
her (#18, mature worker with caregiving dut
AMy <coll eagues are actually physically wo
actually the one who is Ilike a deserter t
supporting them you see. So, itéds actually
me and my boss butthen like Isaidldon 6t know how this arrange
| ast . So, ités | ike | al ways feel very in

51



more t hen, what (cPaln8,1 mdhd unextwod ker with ¢
duties, 52 years ol d)

Experiencing Stress when Managing Dual Responsibilities. Participants expressed
that they experienced inner conflict with themselves as they juggle to fulfil their role as a
mother while trying to maintain a successful career. Some of this stress also stems from
the high expectations placed on women in fulfilling their caregiving roles.

Al think maybe in terms of I|ike balancing c:
also like internal tension within like maybe myself like to want to do the best
of both worlds. Like to want to both excel at caregiving and also at work. So
may be i f inlteents ofringirg yp kids, maybe at first, we may be
reluctant to like base them in other childcare options or so-called delegate
their caregiving duties because after all we want to be there for our children.

So, Il think somet i m&os that wehaw foovemdmse o t hat t e
and some reality that we have to face and need some hard work on our own
par¢tP®»1,anwovmt h caregiving duties, 25 years
ALife is still full of struggle and chall en
also trying hard to be a good mum and take care of my family, hoping to
fulfil all my ¢8mthjit mabhnusewwbt ker with careq

50 years ol d)

Participants also expressed that some of their workplaces lack compassion for their
circumstances, leading to questioning and scrutiny when they need to take leave. This
added stress that they experienced is also influenced by the necessity to have their
colleagues help cover their work during their absence.

AMYy mum for medical appointment, my dad for
happy, the HR is also not happy because | &m
a day and half a daywh&pn Yyogoteqaersteawns, | w
going to covércpose gouibesedl ooking after ar
cannot just |l eave it alone. We al | have bu

buddy is not around then who is going to cover your duties and you have a
group of colleagues and workers to look after for that period that you are
not around right, they are not doing their job and then you still have to write
repofrtP1®, mature worker with caregiving duti
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To find out the facilitators for finding employment and staying in employment, the
following questions were asked:

1 What are the factors that have helped you in finding a job?
1 What are the factors that made you want to work longer in the company?

1 What are the working arrangements/working conditions that you think were good
in supporting you as a mature worker/woman with caregiving duties?

1  What were some HR policies that were implemented that you think were helpful
for you as a mature worker/woman with caregiving duties?

Theme 1: Staying Relevant

Acquiring Industry-Relevant Skills. Participants expressed that the success rate of
finding employment also depends on whether one has the relevant skillsets that are
required by the market. A few participants have also tapped into the various government
initiatives to upskill themselves and found those initiatives which provided
internships/emplacement were helpful for them to transit to a new industry.

AThe skills that you have at t hat mo me nt

example, | learn cybersecurity right, now is a piece of a hotcake in the
market and a lot of people know that you know this, they will want to talk to
you on this topic first, whether you are really in-depth in this area, but at
least they talk to you to see whether you are able to have that kind of level
to join the company. At least you get yourself a higher chance of getting an
i nteryiP&Ww, omature worker, 53 years ol d)

Not only is having the relevant skillset important, but one participant also shared that it is
crucial to showcase the skillset through the projects completed.

AWhat | l earn from my mentors or tutors S
portfoli o, you donoét j ust | et your resume
showcase your projects you know, and you have to show them you can
value add so | agree WP1H, hinamt ume tworsk ears p
caregiving duties, 45 years ol d)

Having a Strong Professional Network. Participants highlighted the difficulties for them
in finding employment through the traditional route of submitting their resumes to
organisations. They highlighted that having a strong professional network opens doors to
job opportunities as they have higher chance of getting employed through referrals and
connections.

Al think someone mentioned that it depends on like who you know or as in
people putting in a word for you. Even if say | were to apply blind. They

dondédt know me or anything. They might
important enough in that company said,6 Ok, can you jusdt gi v
because that& what® happening with me now. So t
They will actually fast-t r ack al | the interviews and

know of course if I1Gn going to get it. But the thing is, even that first thing
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wouldnd happen if another person didna talk. So, you have to be lucky

enough to know t(hPe7,r ingahttu rpee rwsoornk.eor , 53 year s

fiThe right people at the right time because it is important for us to get
connected with our previous, you know, our ex-colleague or our bosses.
You know it is always important to maintain relationship. It comes in handy
when youodre out there | ooking for other
the connection right, you will also feel comfortable to reach out to them So,

I feel networking and (MRl 5S,t amat inrge rwd rak @ ro n\gi

caregiving duties, 45 years ol d)

Adapting to Career Transitions to Remain in the Workforce. Few of the mature
workers highlighted that as many mature workers tend to hold higher positions in the past,
it is important to recalibrate their expectations. For example, adjusting to new employment
which may be of a lower position or gig work as well as being open to learning would help
mature workers to keep up with the industry trends and stay in employment.

Al guess t her eduwtmentnentdllyy hecaose | ggessl tb be
honest is quite not easy for everyone to say that maybe last time, 20 years
ago, someone is hiring, holding a high position, director level but because
as | age | am not able to command that kind of salary or whatsoever, but

l 6m a very wexperiencemnf owotrukneart elh vy t, yéhereods

mismatch between the recruiter as well as the one who get recruited
because | guess is just how a developed country is now doing it so um |
think this is really the reality for all the mature worker and everybody will

have to go thrdwdiB,t mat usteaguer&er, 55 years

Theme 2: Flexibility as a Workplace Norm

Providing Spatial and Temporal Flexibility. Many of the participants shared that they
appreciate the flexibility that their organisations have provided for them in terms of spatial
flexibility and temporal flexibility. This was important for both mature workers and women
with caregiving duties as many participants shared that the flexibility provided allowed
them to attend to their personal matters and commitments such as medical appointments
and caregiving responsibilities.

AMy current jobéthe space ileibilitydfotrhyer f | ex
primary schooldaughterr Because the primary school sét
not here, not there. Yeah sOR24, anvecerd t h
with caregiving duties 34 years ol d)

AYes, we have parents who need our hel
caregiving especially since they have a lot of medical appointments. And
our annual leave might not be enough. So, good that they give us the
flexibility, we can, means on certain days, we could work extra hours on a
certain evening to compensate the time-off that we have taken to bring our

parents to s(eR3,domdtourse owor ker with <caregi v

years ol d)

Similarly, a hybrid work model where employees are allowed to work from home was also
perceived to be beneficial to those with caregiving duties.
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For the past few years, | switched from working on-site to becoming mainly
from home as a part-time tuition coordinate-coordinator. My boss actually
runs a tuition agency, and he needs help from me to do tuition matching for

his group of tutorsunderhim.My t i ming i s quite flexibleéb
years my mother-inl aw i s having the ear(lPP29st ages ¢
mature worker with caregiving duties, 50 vy

Providing Flexible Work Options. For both mature workers and women with caregiving

duties, having flexibility in their job was also one of the most mentioned factors that they

look for in a job. Mature workers shared that they no longer prioritise career progression

and the flexibility offered in theliirfe¢olbalsamppé
as they move to a slower pace of work that is less stressful and manageable, earning a

stable income while allowing them to pursue other personal interests.

Al felt that | have already worked | i ke 30
building a career when | think everyone goes through this stage, career,

career-minded, we want to climb, and we want to achieve director level or

run our own company. | think I have been there, done that and | also want

to spend my remaining, because | wondét kno
leave | would also want to spend my remaining like you know maybe the

next 10 to 20 years to actually spend time, quality time, with my family

members and | oved ones buUPlyetmatayengoelke!
55 years ol d)

Al kind of moved to the administrative par
status priority has also shifted to actually pay more attention to my loved
ones, my personal time because after all,

day and also recognising, self-recognising that my stamina may not be
there compared to someone who as young as like maybe 10 or 20 over
years (oH1d3.,0 mature worker, 55 years ol d)

For mature workers, career progression was not stated as a reason for continuing

empl oyment . Il nstead, reasons for continuing
stimulatedo and fAkeeping an active |lifestyl eo
soci al el ement of being with coll eagueso, Ak nc
and Singaporeo, fAimaking themselves useful o to
identity to feel good about themsel veso.

For those with caregiving duties, flexible work options such as providing part-time
opportunities or temporary contracts helped them continue to stay in employment while
allowing them to focus on other priorities.

Al am wo rtike, sogl onty avork 3 days, so | have the other 2 days
where | can do other things that I like or do things for my family, especially
my mum that i s g(tPady i mogatwirteh woe .kter, 58 year
Al got a boss |ike kind enough to offer th
t hat when | quit my job full ti me, I donot
expenses are actwually very hi-gtdndakdecause sh
drug. So my boss actually allowed me to stay at home to look after her and
ités only |l i ke when shebés asleep or | dono
wor k(.R1 8, mature worker with caregiving dut
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Some mature workers shared that as they aged, they experienced lower stamina which
affected their job preferences (e.g., slower pace of work, shorter hours, part-time work).

Al actually move from my previous empl oyment
| realised that age does matter as | play as | grow older, | realised that my
own stamina may not be able to kick up off of those fast-paced work which

i s markePldg.mature worker, 55 years ol d)
Al think itodés challenging in terms of the |
ol der, it gets more and more strenuous. Tha

was younger, of course | could stay up quite late but | find that increasingly

I t 6 s g et ihgifanwgorkvSe,rand oftcaurse, with the caregiving duties

at home, thatdos even HER&E, c mal lue mg iwog kler f i
years ol d)

Based on the results of the quantita8%)veofsur ve
601 employers surveyed have i mplemented flexib
both employer and employee in their organisati

Theme 3: A Workplace Culture of Respect and Empathy

Recognising the Value of Mature Workers. For mature workers, it was also important
for them to be in an age-inclusive work culture where they are respected for their
experiences in the organisation.

Al work for my company ever since, actually
for 6 years. After that, | actually left the company and worked in other

companies and end of the day, | went back to that company again and

worked for another 4 years, so total is 10 years. So basically, why | go back

is because of the culture of the company where the boss treats the

empl oyees just PI5i, kenad ufremiwloy k@r with caregi
years ol d)

AOh, instead of my surname, they call me Aun
they need my help, they will call me and when they have any event or that,
t hey wi l |l al ways (R8emmatrume Wwonmlér Oowi th ca

duties, 60 years ol d)

Empat hi sing with EManyd theparscipants geeceived the flexibility
at work to be largely enabled by their supervisors. Participants shared how their
supervisors were empathetic to their individual circumstances and trusted them to get
their work done without micro-managing them.

nét have to be |ike micromanaged and
60h is this nine o06cl ockél whewmaybdlo be on my
am actually changing my mumdés diaper that Kk
as long, as long as you get the job done, and then as long as he actually
seestheresult,and everything goes smoof(RBRL1§,then ité
mat ure worker with caregiving duties, 52 ye

AfYou dono
h
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AfBecause my boss is actually qutruste under st :
that | would meet my job quota while trying to fulfil my family commitment

as wel |l . Heb6s also very understanding that
At times | mean, | maybe a bit unable to fulfil his expectations, he is also
willing to be lenient and under st andi ng. That 6s what I a |

continue to wBR®, fmat i en. wor ker with <careg
years ol d)

Women with caregiving duties were concerned with having their colleagues cover their
work when they must apply for urgent leave to attend to family emergencies. Hence,
having supportive colleagues was important to them.

AfLetds say certain thing happen, | ike if hi
they did offer to say like if you need help with your certain work, something

thatdos urgent, they are willing Pt2D,take on
wowren with caregiving duties, 39 years ol d)

A work culture that is caring towards its employees and promotes work-life balance
was mentioned to be one of the important facilitators of staying in employment.

The
rec

ATo know that you have a caring environmen
just one labour unit, FTE (Full-Time Equivalent). | think a win-win solution

for a company is really a companyéwho show
being valued, and of course then the employee has to be contributing. So,

my experience has(Pé&ébn wmatvwrgowdr &er with
duties, 52 years ol d)

Al wa s-atf&iome mwanmyfor quite some time and when | went back into

the workforce, | was very worried about, you know, people were saying, 0 Iy

you never leave before 7:306 And you know, | was worried about just the

adjustment to that, but when | went into my first company, 6 o 6 c | oc k
everybody wants to go home. That was really, really nice, you know, and |

really did agpPrecimattarrtehavord&er with <careg
years ol d)

foll owing question was asked to find out
eive when they find employment:

What do you thiwybucamwm bemntdema helbp

Wh a t changes do you hope to see in your
mat ure workers/ women with caregiving dutie

mMePr omotaminmgcl usi ve Soci ety

ressing Ageism in Hiring and PA®stlkicghinigg Ma
t he earl i er section, mat ur e wor ker s f ace
ticipants hope more could be done in ens
ortunities and hakingm@acemsg.e transparent
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Al donbdnltyhiawarnesness. I f you try to change
|l i ke maybe you tal k t oCatnhbet HIR Pteehoipsi te . r iYphut
nobody is monitoring it. The sentiment i s t
what ewsenrs are there, you know, It will conti
needs to be some form of checks in the syste
right, tor Hegyoplie was really in alignment fo
I get ?2tohiAsndj oobo trigger some, ugbuoknotww, som
who got the job? WhR2t heyt goe whrek¢nobwidot h c ¢
duties, 53 years ol d)

One of the participants who has witnessed unf a
for processes to protect their rights; for e
administer and audit exit interviews and to kee

Maybe the Exit Form is not
e to TAFEP. Someone that <ca

company that oh | have t
eed to say thR5,namet wrl es owar
ears ol d)

t company.
n it conf i
h i edback th
ker h caregi:’

< o F T o
>0
D

Cre
h i
Ci
su
as

e ReSpmaeasbobithei earofc
t ed t hat they ope for t heir col |l eacg
ances and wunderstand the struggles th
d that such understandingncecdanalbe viegs tsea
g your | oved ones to worko, caregiving

Awareness of t h
h

Q —Q
S|tiQ o oo
>S50 —+Q

i dso or whatever so it could b
|l eagues can also understand be
g care ,ofbunty tfraerhetrhdyhi dormhtd Kn
hey are to manage. Li ke | me nt
they see how he behaves, how
, be more undHdegtasdimedg hiwhegn
pened, you know, heds already progressin
6%had st hen they could béPMOrawamder st andi
caregiving duties, 39 years ol d)
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o
3
Q
<

k to i-onpll leence n¢ o mpg aray sloev el is also g
Oesd untoartei nfgoryour fell ow um team member
ne has some caregiving duties needs
t(tiPRQOan womh caregiving duties, 39 yea

TheneBri dghecgp Bet ween Ski lad dE mpd pyimintti on

|l ncorpomatirmg hiApspramd i ¢ edphs kpislPriiongg a mMwé s | e
participants shared that they have benefited f
mo st cited issues was the difficulty in find
compl eti on. Participants suggest edgntphoastt ttrhaeim i
to potenti al sompd wlyleatso rbautte awi t h i ndustry par:t
opportunities Such internship opportunities p
knowl edgevotrd dr palact i cal settings.
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Al 6m very appr éctilate véoewodus®kill | rave used
SkiFut sr e but how relevant are they consi
dynamic changes, the change in everything.
bridging done? | mean itdéds ok that the gov
up to 90% and then tRetpegplde dsanisg thaty
But | think seeing the relevance and hel pi
can we have |ike a holding period where th
i n between while we transition to somethin
lkie | got the skills already | ike so matur
whatever just so that we can bridge it ba:
back to maybe full I emor @ ra rve@Rm2&d,lhémea utrheat

wor ker with caregiovlidn)g duties, 54 years

nBel mpl ementi dSpeNeé¢ds H& dBoppores

ering Mor e Varying Emv@alngyy mefint t ICo® ntmad atr €.
hlighted theitimepefebenas ftbheypaprtfer f 1| ex
essful Given the different needs, parti ci
i me or freelance gigs. One participant s |
ctices which provide employment oppottsunit
e supportive of this suggestion as they |
egiving responsibilities and wor k.

A have from a friend who llbiecassien|l Addél aikd
of job shortages, t hetyi naec twoarlkliyn ge.n cWhuarta ghea p
i's that of five days right, they will have
So maybe one do Monday, Tuesday, another o
Thursday. dernyd nmybe they alternatemer somet
arrangement and in fact, for them thereobs

they are actually going tot bies preamallliy etdo bly:
more women who have constraint(@SP1t9%, be abl
mature worker with caregiving duties, 52 vy
Al think ités actually good i dea. It wi ||

|l i ke el derly and children to take care of.
ités actually much easier for me to juggle
| et 6s ®s8aw hehgper to | ook after them for t
altermhR1&, omature worker with caregiving d
ng a caregiver places demands on their tinm
red twialtl ntealdedyot o conti nue working to meet t
suggestions provided by participants was
freelance jobs and see how they could fit
Alt needs to think out of the box which su
dynamic workers to come in. Something |i&ke
for mat or even l i ke in the handyman f orn
resourcesPrdp&guygyg tothink they have one pl &
you to search for what , cleaningéwhat han
services, you can just mix and matoch. S0 me
Then people can adjust their |lefthaind stil
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reening. | f the package is not the
e other one is the medical benefit:
ally put it ilry asway htthantonyeguy @aan |l
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t have to spend it on doctors (or)
at you are you know, buying a bicyc
uitl i se the sum of money. (IR5,henmaptsuryeo uwa rok ekre
with caregiving duties, 47 years ol d)

aedsuwpeplolet e al so commonmgysdpgaaoati ssaéedond
g to the surewmepyoyesslithsdy cast edl2 % rofvi di 1
eir compani es.

e Pt danrgi Leyave st emarti ci pants shared they
0 ment in the | eave systems that <could re
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Family Care Leave, once your child hits 18
cannot wuse for them. That means if your chil
Care Leave to |l ook after them. So that is t
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wi || have to take | eave to | ook after him,
need to be | ooked after. You still, rather
that i s the downside which hopefully the r
one, t hat ones i Bamiolty rCagrhd . Ldawvwe but t her
restriction to it. So (tPlbat madluee iwtlor keryv
caregiving duties, 56 years ol d)
Assigning a Buddy toP&actitipaneslLehamstdghbhbat
where tdheyl Barn on their own and,anadn dhioguhtl iagnhsty
the |l ack of guiddheg pnefeanmamdrnganeai mgnasnd g
from their coll eagues. Participants suggested
help them to | earn new processes and technol o
AThe organisation | was part of has this
actually was very sensitive dealing with g
system really hel ps. Especially when new e

the mud on the groumad [eemdyiinty was VYdary oaee
hanhdel d for a case few so they can get t he
chall enges, buddy sy Ptlé&m mad lulrye welrkse.ro
caregiving duties, 45 years ol d)

his is in alignment witR9% lbd edniprlvoeyye prseessisletds
that their oregamigemterabhsoaffementoring progra

Organising Wor k€appgAsviinge demands iotcreasegi
participants hope for organi sations to arran
knowl edge and skill s. Some of the examples p
skil l-sar eseffldr caregivers, and taloindg tcames d fe .
dementi a)

fis there any caregiving course that the company can provide ad-hoc as

wel | . So because 1Itbébs always people associ
the men can do it as well. Yeah. So then maybe instead of just assuming

or what then do it at a company level like at least, at least educate them.

So not just caregiving, it could be some first aid things that people should

k n o wP20, women with caregiving duties, 39 years old)




HaviSigucturCedv EBRSs at Reotnisr eod@petnitoPhasr.t i ci pants shar

i mportance of HR to engage mature workers in th
Participants agreed that HR professionals woul
mature workers identify the skills tiheny wieerd t

empl oyees on thejridealrgegményeatanbkbefore their

ASo in terms of career pl anning, the word
devel opment 0 somehow wiped out of our vocab!
age right. After a certain age, 1t0s I|ike e
for a sit dddwery dred 6sat al k about your caree
career devel opment . Where do you see yours
Because no more runway. Then ironically on
about retirement age being extended to X nu
beaxuse you have |l ess ( R23, |lmatsurpeceowd rek ér W |
caregiving duties, 54 years ol d)

ALIi kepacgprmrge for you, maybe 3 options |ike
have different needs. Some people may have
some people may have |l ost their parents at ;
3 options for t hoébm yteoarcsh odooswen, tlhieker,oad, do
have 10% cut, but you hAtvel ddaowt maany anoe el dak
forwa@ld, tmext time | am ,goyonuw see.he@rd tthd sotr
one is to continue as you ar ee.chOrt-ot pearat her

ti me. But this is not a fixed thing but at
pr-el an. And for, aplkanfwhat hies HRoviongreor war

someone to take over, part of your role, an
At Ltegou anticipatlk amagokngdt of géti ka, 20 % «
yearso time, but | am goiAgdtohenxchastgiel f oc :
keep my job. And the company stil!/l can, st
yeah, plan for,hifroes |laorkewmatwe v enre.w | t hink t
thi 050 mature worker with caregiving dutie

?

20,0,

6 2



Chapt demme®timht er vaewvs Suwivtely
C-Sui t e, Hi r i ng HRbhenaadgeerrss and

Parallel to the FGDs, we also conducted inter
t o gain a mor e comprehensi ve understanding
organisations in managing the | ocal ageing wo
i mpl ementoe promeatnec lausiavgeeAwsukbtveycwas al so con
60lsCite | evel, hiring manager sMane BRemahagae
we examine (i) the challenges that they faced
an ageing workforce on their organisation, (
empl oyment practices concernangingceamdt erpt ,f
wor kamdé (iv) the organisational approaches ad
to address the ageing workforce. The researc

research pueséenved byi stdhumsd pirmmjCap pSeurbdsiexquent |
sectilwm|l 6. analyse the results of the data obt

61Fi ndi ngs

This section highlights the challenges and co
managing their ol der wor kf or ce. Subsequently
procedures t hat they have innovated t o add
organi siantiitoinaatli ves to recruit, engage and ret
establishes some of the proposed actions des
retiremedsummabl ees the themes and categorie
i nter,viceemeint ed with insights from the quanti:
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ReseaReéasth onWhat ar
and are there ways

e
t

h e
cushi on

t
(0]

chall enges that
the negati\

Chal |l eesnmg@pspor t uwihtne §

Ageing Wor kforce
Hi gher business cost
T Increased manpower

T Per ceinwedadspedodu eptaiy
gap

Appr oatoheAsd d thees sSAgei n
Wor kf orce

Wor kfpracneni nrgt iamelme nt
pr oj emcti o

T Prioritising hiri

busi

n ¢

T Ensuri ness (

ng

skills andr &mo=fwd re d (
Facing resistance to
changes Lever dgcihnngo | migtyi ¢ @t e
1 Skill gaps in maturlmpacaga)lfvmogrkforce
with resistance to|f Use of technology t
Y Lack of digital skij Mmanpower crunch
transformati on T Use of technology t
inclusive work envi
Valuing the strength
T Higher organisati of
behaviours (0OCB)
T Accumul ated experi ¢
knowl edge
T Extenmiof @ s ad tomarl k s
ReseaRedédist4 onWhat are the policies and pr
and devel op employees to address an agei [
I nitiatives to Recruit
T Ensuring fair hiring
I nitiati vean®&edt @Aitrt r act
T Providing noeal tmedarceali ncenti ves
T I mplementing flexible work arrangements
T I mplementing flexible | eave entitl ement
T Suppoméentwell | ness
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I nitiativeant®evEhgage
T I mplementing engagedneac k ssy yeg ms
T Creating opportunities to engage i n men

T Offering training opportunities

Il nitiatives to Support Retirement
T Of feri-ngmepaempl oyment options
T Of feremgl ogment options

T Extension of heal t h-einmpslwryamecnet bceometfriatcst

Tabl e 4:ambaetmegbore&Empl oyer s

We Dbegin our interview by investigating chal/l

wel | as their pmatepeti wosstowatdemd intervi e\

pertaining to this topic are:

T What are some of the challenges that t he
wor kforce?

We al so examine the positive impact that an e

and organisations. The question asked to inte
T Do you ¢eihnign kwoargk f or c e, as compared to youn
an asset or a challenge to your organisat:.

Theme 1: |l ncreased Business Costs

|l ncreased ManmPnwerofCoshte. bi ggest concerns tha
considering the empl oyment of mat ure worker s,

empl oyment . The comat urod \weorqekeaendssn gt hat of hit
graduates or younger workers. This is partic
SMEs who are strapped by a | imited budget for
Athe expenses ratio that they holtd is qui
mat ure workers. So we dondédt go overboard :
account the budget, our budget in terms of
Aithe | imit of CPF contribution increase. S

amount we have to panatéabBec awdsresd eu ssuaall dryy i s
hi gher soéthose who previously we don't ha
i mi t, now we have to pay éYeah, so it wil
a major expenses to our company because we.
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Fur t herbneocraeu, ssen @fgei ng

wor k fwirlclet mbeevrpV eger mor e |

their employeeds healthcare insurance, which ¢

mature workers. l ncreased medi cal comdtsurmmy ac

wor kerBoorer health conditions of mature wor ke

terms of the associated medical <costs.
Al think an ageing workforce, Il think first
health careiigmhs@r 8eca@ause you know, they see
often right And then in my company we not
cover their dependents as well Yeahéof <cou
you know health care thatsoahéeael tbmpangenasds
higher health premiums. 0

|l ncreased cost of Dbenefits (e.at.op hcehaaltlhecnagree )t

organi s

for

al

ati onseame i fna @i¥ggasesc2o3mpaheeg dr a ¢ &
chall enges)

ot her

Increased costs of benefits (e.g. healthcare)
Risk of knowledge loss due to workers aged 55 and above
leaving the organisation

Difficulty due to difference in working styles between
workers aged 55 and above and younger workers

Reluctance of workers aged 55 and above to upskill/go for
training courses

Difficulty in converting knowledge of workers aged 55 and
above into work documentation

Difficulty in communication between workers aged 55 and
above and younger workers

Reluctance of workers aged 55 and above to adapt to new
work processes

Increased wage and salary costs

Difficulty in knowledge transfer from workers aged 55 and
above to younger workers

Blocking promotion of younger workers

Negative perceptions towards workers aged 55 and above

51%

50%

49%

48%

48%

48%

47%

46%

45%

44%

43%

of

FigaBEextent

For
hav
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of Challenges Encountered with Mature Workers
empl oyers with matourgeanwesrakerofn,i rsitghhe fti €eamt
e encountered the chal llearggees elxitsethneed t o a | a



Have workers  Have workers
Overall aged 55+ in aged 45-54 in

mNotatall =Toavery small extent «To a small extent wTo a large extent m To a very large extent team/org team/org

Increased costs of benefits (e.g. healthcare) 51% 56% 51%

Risk of knowledge loss due to workers aged 55+ leaving 50% 54% 50%
the organisation

Difficulty due to difference in working styles between 49% 52% 49%
workers aged 55+ and younger workers

Reluctance of workers aged 55+ to upskill/go for training 48% 52% 48%
courses

Difficulty in converting knowledge of workers aged 55+ 48% 51% 48%
Into work documentation

Difficulty in communication between workers aged 55+ 48% 151% | 48%

and younger workers 4 /

processes

Increased wage and salary costs 46% 50% 46%
younger workers

Blocking promotion of younger workers 44% 46% 44%

Negative perceptions towards workers aged 55+ 43% 47% 43%

Fig2rEextent of Chall enges Encoiumotleer eidn wirtgha nMastautrieo nWor ker s

Perce
empl o
wor k.e
t he |
have
| evel

— =
—_

ived | Pcodas®iayintGamp. extension of t he hi
y me npte,r ciesiomehdpr oducti vity comparmadt uoehig
rffo maxi mi se cost efficiency, employers h
nvestment in employees to produce an equ
expressed their worrimast ureegatwap kned stchtei vm
s and the companydés investment in them.

hey do require more expenseséand the ar
|l atively | esser even though they are mor.
sser as compared to the amount of input
t's netf ectciovset approachéSo that's why i
emébecause ultimat el ye fwfee @atrieveai bmi snign d 09 .

neral, the most egpmebBygamplceyecbhawdehndet
rs being unable to keep up with higher w
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Figa@abRerception of Chall engeRegFaarcdesd tboy Mantpulroey eWwosr kweirtsh

Howeverm,ertcleegti on of t he Fpnacyr egaaspe cionu | pdr obdeu cat i svti
HR | eadeharimioght negative attitudes towards t hi

wor kers and consider them to be | ess producti ve
of a |l ower productivity | evel i n mature wor ket
mul ti gloenmiitfments including caregiving duties t
This might be a cause for apprehension in emplo
wor kers as the management and balance of prof e
becomes even more critical in ensuring work pr
ABut we've also realised that at-this stag:
when you're 40 plus, you have multiple commi
to take <care, I have a child to take car e,
household chofresal $s0 kaoweaaawlr(k to do. On top
i f you were asking me to |l earn to be releva
Aneed to take time off to maybe, you know s
or go to the doctor, and things |ike that,

productivity. o

TheneFaci ng Re®iOstgamamde ati onal Changes

Ski Gap Mant uWer keCosipl edRensitsht amdJpsek Mlalt ur e wor ker s
are at ri sk of becoming irrelevant to the nee
demands. They need to constantly wupdate their
competitive to their younger peer di ffPlaculitcy pa
ensuring their mature workforce continue to up
everchanging workpl ace dynami c, such that t he
gemati on.
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