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Executive Summary 

With persistent low birth rates coupled with an ageing population, Singaporeôs resident 

labour force is expected to be older. At current levels, the proportion of persons aged 55 

and older in the labour force has increased from 19% to 27% over the last decade (2012ï

2022). With fewer births observed over the years, the number of young entrants into the 

labour force has also slowed. 

 

This demographic change to the labour force is expected to influence government and 

businessesô responses to this new challenge. Policies and programmes are expected to 

be developed or enhanced in reaction to this development and they will ultimately have 

an impact on industrial relations moving forward. For example, as the number of young 

workers decreases, businesses may have to tap on other sources of manpower outside 

of the labour force e.g., retirees or women who left the labour force to care for their 

families. Where suitable alternative sources of manpower are not available or viable, the 

automation of certain industries may be the solution. In this light the Labour Movement 

(LM) will not only have to grapple with a changing labour landscape, but also the 

accompanying evolving industrial relations. 

 
The research project presented here is thus timely given these recent developments and 

serves to provide the LM with pertinent information to review its current position and 

policies regarding labour relations in Singapore with an eye on the plausible future 

scenario of the Singapore labour force. To do this, a multi-method study design was 

employed to address the various questions that were salient for the LM. This 

encompassed constructing labour force projections based on available data; examining 

how automation will be a force of change for the Singapore labour force; conducting a 

content analysis that reviewed pertinent global policies implemented by countries in 

response to an ageing workforce; and examining the challenges faced by mature workers 

and women with caregiving responsibilities either currently in the workforce or seeking to 

return, and the views of HR practitioners/hiring managers/C-Suite executives with older 

employees in their organisations, using both qualitative and quantitative data. The 

research team also interviewed union leaders who shared their perspectives on the 

ageing workforce and the challenges faced by mature workers in their unions.    

 

Future Labour Force Projections 
To better appreciate the future trends in the Singapore labour force, an artificial neural 

network autoregression was utilised to construct a five-year ahead forecast of key labour 

market indicators at the aggregate and industry levels. This produced several salient 

observations that should be noted. 

 

First, we find that the labour market is generally expected to recover, as reflected by the 

forecasted increase in the job vacancy to unemployment ratio and fall in the 

unemployment rate.  
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Second, at the industry level however, the manufacturing industry is expected to 

experience some headwinds in employment growth, which is expected to be weak, while 

the construction industry is expected to see a decline in employment growth.  

 

Finally, job vacancies across all industries are expected to decline over time. The 

reduction in job vacancies may reflect the easing of policies targeted to support job losses 

during the COVID-19 pandemic. Importantly, the expected decline in job vacancies may 

lead to greater search frictions for job seekers and potentially contribute to longer 

unemployment spells. 

 

Movement Towards Automation 
For countries that are grappling with slowing workforce growth, one strategy that is bound 

to arise is to automate. Automation should not be viewed as a recent phenomenon but 

one that has been around for some time. Prior to this it has been part of the productivity 

movement where businesses or industries that aimed to be efficient and lower the cost 

of production would seek to pivot from manpower to machines. More recently, businesses 

that are unable to find manpower have also sought to pivot towards automation to 

overcome their dependence on a limited and highly sought after manpower pool. 

 

The analysis was carried based on international data on the industrial robots for the 

period 2005ï2021. It did not take into consideration service robots and other technologies 

such as artificial intelligence and the recent development of generative AI. In general, the 

observations suggest the adoption of industrial robots is likely to have a positive impact 

on the labour force by creating more job opportunities, especially for male workers and 

workers with a middle level of education (i.e., upper secondary or post-secondary non-

tertiary education). Therefore, the gap of unemployment rates between genders is likely 

to be widened by automation, but it will reduce the gap of unemployment between 

workers with intermediate and advanced education.     

 

However, as Agrawal et al. (2019) have argued, ñthe net effect (of artificial intelligence on 

labour) is an empirical question and will vary across applications and industriesò. In the 

same vein, the accurate estimation of the net effect of automation or technological 

advancement on unemployment also requires the in-depth examination of the industry-

specific technologies within the specific country and data as well. For example, for 

generative AI, which has drawn a lot of discussion in 2023, scholars found that many 

workers in the US (80%) will be somewhat affected (at least 10% of their work tasks) 

(Eloundou et al., 2023).     

 

Hence it is strongly recommended that organisations, together with the help of 

government institutions, collaborate on supporting workers, particularly those in sectors 

that are vulnerable to high automation, to ensure that those who are found to be 

redundant should have opportunities to be retrained to allow for redeployment within the 

organisation or be provided with opportunities to transition into other new industries e.g., 

via available industry career conversion programmes.   
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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.  

 

Systematic Review of Labour Policies Across Countries 
In this section the focus is on the countries that are facing a similar situation of an ageing 

workforce and the spectre of slowing workforce growth like Singapore, and how they have 

attempted to tackle this phenomenon. To allow for a focused and more pertinent 

examination, from across the multiple countries identified in this review, a closer 

examination and comparison of Singaporeôs existing legislations and strategies is made 

with two selected countries, specifically Netherlands and Japan. The Netherlands and 

Japan were chosen because of their relevance to the research question(s) posed by this 

project. These countries have faced similar challenges related to ageing populations and 

workforce dynamics, making them pertinent to our study. The selected countries also 

share similarities with Singapore in terms of demographic trends, economic development, 

or labour policies can facilitate a more meaningful comparison. Several key themes were 

observed as a result and are presented here. 

 

Skill Enhancement and Workforce Integration  

Across Singapore, Japan, and the Netherlands, there is a resounding emphasis on 

equipping mature workers with skills that enhance their employability and facilitate their 

continued participation in the labour market. Career guidance programmes and job 

training underscore a shared commitment to supporting skill development. These 

initiatives recognise that mature workers bring valuable experience and can remain 

valuable contributors with up-to-date skills. 

  

The shared emphasis on career guidance programmes and job training in Singapore, 

Japan, and the Netherlands is best understood through the lens of Hofstedeôs cultural 

dimension of ñLong-Term Orientationò (Hofstede, 2011). All three countries score 

relatively high in this dimension, indicating a focus on preparing for the future and valuing 

persistence and perseverance. This cultural trait drives the commitment to continuous 

skills development, ensuring the adaptability of mature workers in changing job 

landscapes.  

 

Inclusivity and Anti-Discrimination  

While absent in Japan, both Singapore and the Netherlands have implemented anti-

discrimination policies to eliminate biases related to age in the workplace. These policies 

promote inclusivity and ensure that mature workers are treated fairly and provided with 

equal opportunities. Awareness campaigns and outreach programmes in the Netherlands 

likely support a similar goal of combatting stereotypes and fostering a more inclusive work 
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environment. Under The Tripartite Guidelines on Fair Employment Practices, Singapore 

has clear guidelines on non-discriminatory employment, including age discrimination. 

Employers are expected to avoid age-centric selection criterion unless ñbound by legal or 

regulatory requirementsò (Tripartite Alliance for Fair & Progressive Employment Practices 

(TAFEP), 2019). They are also encouraged to reveal if a job is suitable for mature 

workers, in alignment with national efforts to improve employment opportunities in mature 

workers (TAFEP, 2019). The Ministry of Manpower (MOM) will also be rolling out anti-

discrimination legislation in 2024 to eliminate workplace discrimination and address unfair 

treatment at the workplace (MOM, 2023c).  

 

Health, Well-Being, and Flexible Work Arrangements  

Health protection and promotion are integral components of ageing policies in all three 

countries. This commitment to ensuring the well-being of older citizens reflects a holistic 

approach that recognises the importance of physical and mental health in maintaining a 

productive and engaged ageing workforce. In a parallel trajectory, all three nations have 

also adopted flexible work arrangements and reduced working hours, recognising the 

evolving preferences of mature workers.   

   

Retirement/Pension Reforms   

All three countries have tackled the issue of early workforce exits driven by retirement 

and pension benefits. They've enacted pension reforms, often coupled with raising the 

retirement age. This comprehensive strategy discourages premature retirement and 

encourages older employees to remain in the workforce, thereby enhancing overall 

employment rates.  

   

Entrepreneurship and Self-Employment  

Japan and the Netherlands provide financial support for self-employment, acknowledging 

the entrepreneurial potential of older individuals. This approach encourages senior 

workers to participate in productive economic endeavours beyond traditional 

employment, thereby contributing to overall economic growth. Notably, both Japan and 

the Netherlands exhibit relatively high scores in individualism, which underscores the 

significance of individual rights. Within these individualistic societies, policies promoting 

self-employment align seamlessly with values of personal autonomy and the pursuit of 

personal accomplishments. The emphasis on individual rights and aspirations propels 

these nations to facilitate opportunities for older individuals to explore entrepreneurial 

pursuits, leveraging their expertise and fostering economic diversity.  

 

In contrast, Singapore, characterised by its strong collectivistic culture that centres 

around group interests, adopts a distinct approach. Here, the ageing workforce is 

encouraged to integrate and contribute to the larger societal unit rather than opting for 

self-employment. The policy landscape reflects a collective orientation, prioritising 

cooperative efforts that strengthen the overall social fabric. This intricate interplay 

between cultural values and policy choices highlights the diverse strategies employed by 
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these nations to address the challenges posed by ageing populations while staying true 

to their cultural dispositions.  

 

Reliance on Foreign Labour 

Singapore, Japan, and the Netherlands employ diverse strategies to manage their ageing 

workforces and balance the integration of foreign labour while minimising social costs. 

From the above analysis, we can infer that Singapore's approach centres on wage 

benchmarks and comprehensive assessment frameworks, while Japan leans towards a 

more restrictive approach with limited pathways, and the Netherlands emphasises 

stringent criteria and prioritisation of highly skilled migrants. These approaches reflect the 

unique socio-economic contexts and policy priorities of each country. 

 

Returning to the Labour Force: Leveraging Mature Workers and 

Women with Caregiving Duties 

 

Actual and Perceived Barriers to Finding Employment and Staying in 

Employment  

 

Theme 1: Limited and Unequal Access to Employment  

Although the Fair Consideration Framework (FCF) (MOM, 2023b) sets out the 

requirements to ensure companies abide by fair hiring practices, participants mentioned 

that they still encountered discriminatory HR practices. 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 workers ñof a certain 

age cannot be retrained or un-coachable, cannot be re-integratedò. 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. 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 tend to see the 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 

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 their own as the training is inadequate. 
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Theme 3: Balancing Personal Commitment and Professional Demands  

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). Participants also 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.  

 

Perceived Facilitators for Finding Employment and Staying in Employment 

  

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 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. 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.   

 

Theme 3: A Workplace Culture of Respect and Empathy  

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.  Many of the 

participants perceived 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. A 

work culture that is caring towards its employees and promotes work-life balance was 

mentioned to be important facilitators of staying in employment.   
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Desired Support for Mature Workers and Women with Caregiving Duties 

 

Theme 1: Promoting an Inclusive Society 

As highlighted in the earlier section, mature workers faced hiring bias and age 

discrimination. Participants hoped more could be done in ensuring mature workers 

receive equal opportunities and have a more transparent hiring process. Some of the 

participants highlighted that they hope for their colleagues to be more empathetic to their 

circumstances and understand the struggles they have as a caregiver. Participants 

suggested that such understanding can be fostered through various HR initiatives such 

as ñBring your loved ones to workò, caregiving workshops, and home visits.  

 

Theme 2: Bridging the Gap Between Skills Acquisition and Employment 

While participants shared that they have benefited from the SkillsFuture initiative, one of 

the most cited issues was the difficulty in finding employment even after their course 

completion. Participants suggested that training providers should not only signpost them 

to potential employers but also collaborate with industry partners to offer internship 

opportunities. Such internship opportunities provide a platform for them to apply their 

knowledge to real-world practical settings. 

  

Theme 3: Implementing Needs-Specific HR Policies and Support 

Many of the mature workers highlighted their preference for part-time jobs as they prefer 

flexibility and that it is less stressful. Given the different needs, participants suggested 

that organisations explore part-time or freelance gigs. One participant shared her 

observation of ójob sharingô practices which provide employment opportunities for mature 

workers.  

 

In terms of healthcare benefits, mature workers hope for organisations to organise more 

health talks, subsidised health screening packages, and to provide funds for them where 

they could purchase health supplements. For those with caregiving duties, they have 

suggested that such benefits extend beyond their spouse and dependents (e.g., parents, 

grandparents). By providing such health benefits, it adopts a preventive approach to help 

them stay healthy.  

 

Participants shared they hoped to see improvement in the leave systems that could 

recognise the demands of caregiving and able to better accommodate employees who 

need to take time off to take care of their children or parents. For example, participants 

have suggested that parental care or family care leave be compulsory for all organisations 

to adopt and for family care leave to not have an age restriction.  

 

In terms of training, participants suggested that organisations assign them a buddy to 

help them learn new processes and technology. They also preferred more hands-on 

training and guidance from their colleagues instead of didactic teaching. 
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Participants shared the importance of HR to engage mature workers in their career 

planning and retirement plans. Participants agreed that HR professionals would need to 

be trained in coaching to help mature workers identify the skills they need to stay relevant 

and have conversation with employees on their retirement plans, ideally 5 years before 

their retirement age.  

 

Policy Recommendations for the Labour Movement 
The impending slowing labour force growth will have ramifications for the way 

organisations conduct their work processes. The labour force projections have shown us 

that the employment and economic outlook is expected to recover in the coming years. 

Coupled with the prospect of increased automation in the workplace, it is likely that most 

companies will increase their employment intake but possibly be more selective in hiring 

candidates with some level of competency in digital skills to complement the changes in 

work procedures. Interestingly, our analysis on automation suggests that the adaptation 

of robots and an uptake of automation in the workplace will affect both the youth, women, 

and mature workers equally. It is therefore imperative they are equipped with necessary 

digital and technological skills to remain relevant and productive in a technologically 

enhanced society. 

 

The Labour Movement may wish to consider gearing their initiatives and position 

themselves to championing for a more integrated workforce whereby mature workers, 

youths and women with caregiving duties are adequately supported in ensuring their 

assimilation into a technologically advanced workplace. As the current position taken by 

the Labour Movement is directed heavily towards re-employment of mature workers 

through upgrading and upskilling programmes, it can further extend their efforts towards 

opportunities for workers to apply their skills in the real-world situation where 

organisational demands may differ from a training environment, as well as consider 

shifting the nature of job applications from online platforms to social networking.  
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Chapter 1: Background 

Many countries are experiencing the phenomenon of an ageing population, and we are 

observing an unprecedented trend in the global population; people 65 years old and 

above are outnumbering children younger than 5 years old (United Nations, 2019a). By 

2050, more than 1.5 billion people around the world will be aged 65 years and above 

(United Nations, 2019b). Singapore is no exception. Population ageing and its impact on 

the labour force have been anticipated but have more recently come under the spotlight 

(Ministry of Finance [MOF], 2023; Seow, 2016). Provisions were made, this year during 

Budget 2023, to acknowledge the value of mature workers as well as to offer them support 

to stay in the workforce longer. Nevertheless, research has shown that demographic 

factors will eventually influence labour market functions, how businesses operate, the 

types of employment and the implementation of new policies to ensure sustainability 

(OECD, 2020). All of which have implications for the society at large.  

 

Singaporeôs workforce is ageing, and this will continue throughout the twenty-first century. 

The median age of Singaporeôs resident population has increased from 37.4 years to 41.5 

across the decennial census years 2010 and 2020 (Singapore Department of Statistics 

(SDOS), 2021). The drivers for this development being the countryôs ultra-low fertility 

coupled with improving life expectancy at the older end of the age spectrum. In addition, 

with smaller birth cohorts being the norm over the last few decades, it has also contributed 

to a decline in the number of young people entering the labour force. In fact, the proportion 

of persons aged 55 and older in the Singaporean labour force has increased from 19% 

(2012) to 27% (2022) (Ministry of Manpower (MOM), 2023a). Looking ahead and with the 

expectation that this demographic trend is unlikely to change, this would mean that in 

time the Singapore workforce for most sectors of the economy will be older and without 

the possibility of replacement by the local population. In short, the workforce in most 

sectors may begin to shrink.  

 

Although there has been increasing interest in the subject matter of an ageing workforce, 

few have examined the implications it has at the industry-level, and on specific 

interventions aimed at alleviating its impact, especially in Singaporeôs context. This study 

first analyses past trends and projects future industry-specific labour supply, namely the 

manufacturing, construction, and services industries. In a study conducted by Fuei 

(2017), it is revealed that an estimate 25 percent of Singaporeôs labour force will face 

computerisation, and this will have a significant impact on the services sector, particularly 

on mature workers aged 50 and above. Currently in Singapore, the following industries 

with very high incidence of mature workers aged 55 and older are ñCleaning & 

Landscapingò and ñLand Transport & Supporting Servicesò (MOM, 2020). Thus, there is 

an urgent need to consider how Singapore can create a more age-inclusive and 

supportive environment that will allow the ageing workforce to continue contributing 

effectively and more importantly, maximise the available labour pool to propel the 

economy.    
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To first provide a context to how countries have been dealing with their ageing population, 

we offer an overview of organisational strategies, emphasising each country-specific 

context using a content analysis approach. A unique way of supplementing the labour 

pool as discovered by Loichinger and Cheng (2018) is to increase female participation in 

the workforce. Although women could potentially cushion the reduced manpower supply 

in the workforce, their participation would most likely be contingent on a long-term change 

in attitudes towards women in the paid labour market as well as a subversion of the 

traditional role of women as a caregiver in the family. Section 5 of this paper highlights 

the concerns and challenges faced by both mature workers and women with caregiving 

duties. It also explores the themes and types of initiatives necessary to increase the 

economic activity of women by removing some of the barriers faced by women who want 

to return to the workforce but are struggling to do so. For instance, in Japan, tax policies 

are largely designed against female employment, and tend to favour the traditional male-

breadwinner-female-housekeeper type of labour division (Yoon, 2015). A 2017 study 

conducted in China found that intensive caregiving duties on women result in a ñdouble 

burdenò where a combination of caregiving duties and their work responsibilities make it 

more difficult for them to remain in their jobs and they were less likely to be employed 

(Chen et. al., 2017).   

 

Finally, based on the analyses and comparisons from the different study elements, we 

propose possible policy suggestions that can be considered to support mature workers 

and women in securing employment and create an environment that is not only able to 

accommodate the shifting dynamics of the labour force, but also leverages and 

maximises the contributions of an ageing workforce.  
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Chapter 2: Research Questions and Outcomes 

With the demographic shifts shaping the profile of the local labour force, the government 

in consultation with tripartite partners, adopted a proactive approach and moved to 

increase the retirement and reemployment ages to 63 and 68 respectively with effect from 

1 July 2022; by 2030, it would be further raised to 65 and 70 years respectively (MOM, 

2022). Even with these developments questions remainðhow can businesses better 

prepare for this eventuality? What industries are likely to see more mature workers in 

their midst in the years ahead? Will an ageing workforce be a boon or bane for the 

Singapore economy? 

   

This research study thus attempts to address the following research questions:  

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 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?   

6. 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?    

In addressing these research questions, the study seeks to achieve the following key 

outcomes:   

1. Identify key manpower strategies to mitigate impact of slowing workforce growth 

in Singapore and evaluate the efficacy of these measures. 

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

growth. 

3. Help shape NTUCôs positions and strategies in workforce related policies (i.e., 

retirement age, foreign manpower policy etc).   
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To allow for easy navigation and cross-referencing the different components of this study, 

Table 1 presents an overview regarding how each study element presented in this report 

is aligned with the research questions presented above.  

 

Table 1: Report Guide 
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Research Question(s)  

1.    How would the future 

industry-specific labour 

force profile look like for 

the Singapore economy 

as its resident 

population ages?   

ṉ              

2.    What are the 

implications of an 

ageing workforce for 

different industries? 

  ṉ           

3.    What are the perceived 

and actual barriers and 

facilitators to staying in 

work for women with 

caregiving duties and 

mature workers? 

      ṉ    ṉ    

4.    What are the policies 

and practices to plan, 

recruit, retain, and 

develop employees to 

address an ageing 

workforce? 

         ṉ ṉ    

5.    What are the challenges 

that accompany an 

ageing workforce and 

are there ways to 

         ṉ ṉ    
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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?  

   ṉ           

5b. What are the challenges 

that have happened and 

what are the effective 

strategies for these 

challenges in other 

countries? 

   ṉ           

6.    What policy suggestions 

can NTUC offer 

considering an ageing 

and slowing workforce 

growth? 

      ṉ   ṉ  

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? 

           ṉ 
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Chapter 3: Future Labour Force Projections 

In addressing the challenges posed by an ageing workforce in Singapore, it is pertinent 

to understand the current and future trends of the labour market. For this purpose, 

forecasting methods are employed to project changes in the workforce composition. 

Specifically, we construct labour force projections using quarterly data related to the 

labour market from data.gov.sg and the Department of Statistics, Singapore. These 

labour force projections are based on two types of univariate time series modelsðartificial 

neural network autoregression (NNAR) with or without external covariates. We consider 

an NNAR model where the labour market indicator depends on past information either 

arising from its past variations or past variations of the external covariates. The use of 

lagged labour market indicator or external covariates as predictors enable lagged 

information to have predictive power on the future values of the labour market indicator, 

which we seek to project. The Consumer Price Index (CPI) inflation, growth in the Gross 

Domestic Product (GDP), and growth in value-added per worker (all defined as quarterly 

growth) are treated as external covariates, as they are general indicators of price levels, 

output levels, and worker productivity in Singapore. 

 

In the next section, we present a forecast generated by the NNAR model for various 

labour market indicators for 20 quarters ahead (i.e., 5 years ahead). Section 3.1 

discusses the data sources and explores the labour market indicators considered in this 

analysis. Section 3.2 presents forecasted values of the labour market indicators by way 

of data visualisation. A more detailed technical discussion of the forecasting model is 

available in Appendix C. 

  

3.1 Data 

The data for the analyses in this section were obtained from data.gov.sg and the 

Singapore Department of Statistics (SDOS). We use variables where quarterly data are 

available, as the use of quarterly data (as opposed to annual data) provides a larger 

sample size to accommodate more complex forecasting model specifications (such as 

having longer lags and the use of lagged covariates).   

 

We also obtained recently updated data. For instance, variables such as ñWorkers Made 

Redundant, Annualò and ñResident Labour Force Aged 15 Yearsò were last updated in 

2017. As such, although they are related to the labour market, we cannot construct 

projections for them. For the labour market time series indicators, we employ the 

following:   

¶ Job Vacancy to Unemployed Person Ratio   

¶ Employment Change by Industry, Quarterly (in Thousands)   

¶ Retrenched Employees by Industry Group   

¶ Job Vacancy by Industry Group   

¶ Unemployment Rate (End of Period)   
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Besides labour market variables, we used external covariates to improve our forecast. 

The external variables should be broad indicators of the economy. These include:   

¶ Consumer Price Index (CPI)   

¶ Gross Domestic Product (GDP) At Current Prices, by Industry   

¶ Value Added Per Worker in Chained (2015) Dollars, by Industry   

 

Our first external covariate is the CPI a general indicator of price in Singapore. Our 

second external covariate is the GDP at current prices, which indicates the amount of 

output produced within Singapore. We use nominal GDP at current prices, as opposed to 

real GDP, as it is directly provided by the SDOS data portal. As the purpose of the external 

covariates is to improve the predictive abilities of the forecasting model and are 

themselves not our focus, we will use what is directly provided. Finally, our third external 

covariate is the value added per worker. Since our study focuses on the labour market, 

we may think about this covariate as capturing the general productivity of workers in 

Singapore. Instead of using the external covariates in levels, we transformed them using 

log differencing. This allows our external covariates to capture CPI inflation, growth in 

value added per worker, and GDP growth. Besides the fact that it is easier to interpret 

these variables in terms of growth, there is also clear evidence (based on the KPSS test) 

that they are non-stationary in levels and should be converted into first differences.1 

 

To train the forecasting model, all available data for the labour market indicates are used.  

The end date of the dataset is based on the latest data point available from data.gov.sg 

obtained via its Application Programming Interface (API)  As an exploratory analysis, we 

plot several labour market time series below, which include job vacancy to unemployment 

(Figure 1), employment change by sector (Figure 2), retrenched employees by industry 

(Figure 3), job vacancy by industry (Figure 4), and the unemployment rate (Figure 5). We 

overlay grey ribbons to indicate the technical recession periods corresponding to the 2009 

Global Financial Crisis (GFC) and the 2020 COVID-19 pandemic on all the figures shown 

here. 

 

First, relative to unemployment, job vacancies declined significantly during the Global 

Financial Crisis (GFC) and the COVID-19 pandemic (see Figure 1). These trends were 

mirrored by a reduction in employment, an increase in retrenchment, and an increase in 

the unemployment rate during similar periods. 

   

Next, among the sectors (manufacturing, construction, and services), the services 

industry suffered the greatest decline in employment, where employment levels fell by 

more than 150 thousand (see Figure 2). The services industry also experienced the 

greatest increase in the number of retrenchments during the COVID-19 pandemic, which 

shows that the sector is especially vulnerable to negative business cycle shocks (see 

Figure 3). Interestingly, after the GFC, vacancies in the services industry have been 

 
1 The KPSS test, named after Kwiatkowski, Phillips, Schmidt, Shin (1992), is a test of stationarity in a time series, with a null 
hypothesis that a univariate time series is trend stationary, against the alternative that it is non-stationary. 
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increasing steadily, suggesting Singaporeôs gradual shift towards the services industry. 

The increase in the demand for service labour is also especially prominent after the 

pandemic, as evidenced by the doubling of vacancies in the industry (see Figure 4).   

 

Finally, prior to the COVID-19 pandemic, the unemployment rate was mostly below the 

long-term average (see Figure 5). The pandemic had caused unemployment to increase 

sharply, although there are signs of a quick recovery in employment after the pandemic.   
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3.2 Results 

In the figures below (Figures 6 to 18), we plot the historical and forecasted values of the 

labour market indicators. A 20 quarter-ahead (i.e., 5 year-ahead) forecast is constructed 

and plotted as a dash line. As the last data point for the labour market indicators vary at 

different dates, the end date of the available data series is shown in the figures above the 

vertical dotted line. The lightly shaded area surrounding the forecasted series represents 

the 95% confidence bands. We may interpret these confidence bands as showing the 

best- and worst-case scenarios for the forecast. For each regression model, we present 

two plots ð one that presents the forecast of the labour market indicator using a model 

without external covariates, and another that presents the forecast of the same variable 

using a model with external covariates. Unsurprisingly, with external covariates, the 

confidence bands tend to be narrower, as the model is estimated by drawing information 

from the economy such as GDP growth, inflation, and value added per worker growth. 

   

The results are presented in two subsections ð forecasts of the aggregate indicators are 

presented in Section 3.2.1, and the forecast of the industry-level (i.e., manufacturing, 

construction, services) indicators are presented in Section 3.2.2. The indicators 

considered in this analysis represent the general labour force in Singapore and across 

industries. They do not reflect age-cohorts, and therefore, are not specific to the ageing 

workforce. 

  

3.2.1 Forecast of Aggregate Indicators 

 

Job Vacancy to Unemployment Ratio   

Figure 6 plots the historical and forecast of the job vacancy to unemployment ratio. The 

ratio started to decline in the second quarter of 2020, reflecting the impact of the 

pandemic and the circuit breaker. However, beyond 2022, the model forecasts that the 

job vacancy to unemployment ratio will significantly be greater than the mean ratio of 0.88 

over the past 20 years. Therefore, a tightening of the labour market is likely to occur within 

the next five years. The implication is that we should expect to see a steady economy 

recovery within this forecasted period.  
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Unemployment   

Figures 7, 8 and 9 plot the total, resident, and citizens unemployment rates, respectively. 

The total unemployment rate saw a sharp rise during the pandemic, although its peak 

was significantly lower than what was recorded during the Global Financial Crisis. The 

citizens unemployment rate was slightly higher than the resident unemployment rate 

during the COVID-19 pandemic, although the unemployment rates of both groups are 

expected to decrease below their respective long-term averages in the next five years. 
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3.2.2 Industry-Level Forecast   
 

Employment Change   

Figures 10, 11 and 12 plot the change in employment, in thousands, for the 

manufacturing, construction and services industries, respectively. First, Figure 10 shows 

that manufacturing employment growth has remained small over the last twenty years, 

where the average employment change in the sector per quarter is 0.63 thousand 

(i.e., 630 per year). By contrast, Figure 12 shows that the services industry has added 

many positions, where the average quarterly employment increase in the sector is 14.45 

thousand. The average quarterly employment change in the construction sector lies 

between the manufacturing and services sectors, where 3.01 thousand positions are 

added per quarter on average. 

 

During the COVID-19 pandemic, the services industry experienced the sharpest decline 

in employment, where more than 150 thousand jobs were lost. The employment forecast 

for the services industry is slightly positive, where service employment change will return 

to the pre-2015 trends. By contrast, the employment forecast for the manufacturing 

industry is less optimistic. Both models (with and without covariates) suggest that 

manufacturing employment change will dip below the long-term average and remain 

sluggish over the next 5 years. The employment forecast for the construction industry is 

the most bearish of the three sectors. By 2024, construction employment is expected to 

shrink and remain sluggish over the next five years. 

 

   

  



25 
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Retrenched Employees   

Figures 13, 14, and 15 plot the number of employees retrenched in the manufacturing, 

construction, and services industries, respectively. While Figure 10 predicts that 

manufacturing employment is expected to decline, this is tempered by a slight decline in 

expected retrenchments in the sector. For construction retrenchments, the models with 

and without covariates predict the retrenchment trends differently. This may not be 

surprising when viewed from the lens of business cycle as the construction sector tend 

to be highly cyclical, and therefore, more volatile. Interestingly, for the services sector, 

both models predict that retrenchments will increase initially, before declining towards the 

long-term average and dipping below it.  
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Job Vacancy  

Figures 16, 17 and 18 plot the number of job vacancies for the manufacturing, 

construction, and services industries, respectively. For the manufacturing industry, both 

models predict a downward trend in job vacancies. Based on the model with covariates, 

job vacancies in the construction industry are expected to decline. This is consistent with 

the forecasted employment change in the sector shown in Figure 11, where employment 

in construction is expected to weaken over the next five years. The number of job vacancy 

in the services industry was at its peak in 2020. A possible explanation is that the 

pandemic resulted in a mismatch of jobs and vacancies in the services industry, in that 

retrenchments in the sector during this period had left significant positions to be filled. Job 

vacancies in the service industry are expected to decline over the next five years, 

although they are expected to remain above the long-term average. 
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In this section, we employ artificial neural network autoregression to construct five-year 

ahead forecast of key labour market indicators at the aggregate and industry levels. We 

observe several noteworthy trends. First, we find that 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 unemployment rate. Second, at the industry level, 

the manufacturing industry could experience some headwinds. Employment growth in 

this industry is predicted to remain weak and with the possibility that a net loss in 

employment could be experienced at the quarterly level over the next five years. We find 

the labour market indicators from the construction sector to be more difficult to forecast. 

This could be attributed to the volatile and highly cyclical nature of the sector. For 

forecasting the construction industry, other time series approaches should be explored 

along with autoregression models (such as models that account for fluctuations in 

volatility). Finally, although retrenchments are expected to fall across the three industries 

(as suggested by the model with covariates), job vacancies are also expected to decline 

over time. The reduction in job vacancies may reflect the easing of policies targeted to 

support job losses during the pandemic. Importantly, the expected decline in job 

vacancies may lead to greater search frictions for job seekers and potentially contribute 

to longer unemployment spells.2 

  

  

 
2 It would be interesting to forecast unemployment duration at the industry level, but such data was not available for this analysis. 
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Chapter 4: Strategies to Overcome the Challenges 

of an Ageing Workforce 

From the population white paper in 2013, it is estimated that by 2030, 900,000 Baby 

Boomers will enter their silver years (and potentially leave the workforce). The top three 

industries that have the highest incidence of workers aged 55 and over are Cleaning & 

landscaping, Land transport & supporting services, and Food & Beverage Services 

(MOM, 2020).  

 

 

Figure 19: Top industries among employed residents aged 55 and over, June 2022 
 

This section discusses the possible approaches to resolve the challenges that may be 

brought about by a slowing workforce growth because of an ageing population. 

Specifically, we seek to address the following research question: What are the 

implications of an ageing workforce for different industries? Section 4.1 assesses how 

the incorporation of automation and robots could help to moderate a shrinking workforce 

and how this integration will affect Singapore. Section 4.2 looks at alternative measures 

and policies implemented by foreign countries in their attempt to attenuate the effects of 

an ageing population.  

 

4.1 Movement Towards Automation  
Once organisations begin to accept the reality of a shrinking labour force because of 

population ageing, the next logical step would be to look at possible strategies to mitigate 

the challenges that arise. For example, to deal with the manpower shortage businesses 

may look towards automation as a solution and in this instance utilising robotic technology 

to overcome the manpower shortfall brought about by population ageing and, in the 

process, seeking to meet their business goals and shareholder targets. 
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In China, the government not only strongly encourages the adoption of robotic 

technology, it also actively promotes the innovation of such technology to tackle the 

challenges of the labour force (Cheng et al., 2019). In 2015, the government of 

Guangdong Province set aside a US$150 billion fund to encourage firms to invest in 

automation technology and promote robotics innovation. The pressure to switch to 

automation, incorporate machinery and use robots is prominent in Chinaôs manufacturing 

sector as the countryôs labour force declines while labour costs increase, propelling 

Chinaôs manufacturing sector to continue adopting robots to remain profitable (Cheng et 

al., 2019). Similarly in Korea, the adoption of industrial robots has been by far the highest 

since 2010, according to the International Federation of Roboticsô World Robot Statistics 

(Park et al., 2021). In 2016, Korea recorded 631 robots per 10,000 employees in the 

manufacturing industry, followed by Singapore, Germany, and Japan. Park et al. (2019) 

also showed that the use of robotic technology does indeed mitigate the negative effect 

on productivity that results from an ageing population, although there are differences 

depending on occupational sectors. 

 

The number of industrial robots in the United States and Western Europe has increased 

four-fold between 1993 and 2007. By 2016, there were on average 74 industrial robots 

installed per 10,000 employees globally. This number is remarkably higher in Singapore, 

where 488 robots per 10,000 employees are deployed (IMDA, 2018). The total number 

of industrial robots deployed globally is estimated to grow from around 1.5 million in 2014 

to about 5 million by 2025 (Boston Consulting Group, 2015) and this trend has important 

implications on labour markets. In the US context, Acemoglu and Restrepo (2020) 

demonstrated that ñone more robot per thousand workers reduces the employment to 

population ratio by about 0.18-0.34 percentage pointsò. If this number applies to 

Singapore, as many as 175 thousand job losses could result from a mere increase of 10 

robots per thousand workers (computed based on 2021 labour force participation rate of 

70.5% and total employment number of 3,643.5 thousand reported by Statistics 

Singapore).   

   

Even though Singapore has introduced various strategies and innovative programmes 

such as SkillsFuture and encouraging of the upskilling in workers, it is possible that the 

automation may be leaned on more as a necessary solution to overcome the issue of 

labour shortage. The proportion of seniors aged between 65ï74 has almost doubled from 

338,000 in 2010 to 614,000 in 2020 (Wong et al., 2022). It is inevitable that the ageing 

population will continue to be a persistent issue in Singapore as the current proportion of 

50-year-olds continue to age in the next decade and add on to the number of senior 

citizens.   

  

Although we are unable to determine a causal link between automation and the ageing 

phenomenon, the unavoidable reduction of Singaporeôs labour force will ultimately push 

companies to blend if not, replace human labour with machines. From a policy 

perspective, it is pertinent to investigate how the increasing use of robots may affect 

employment across various sectors in Singapore, and whether automation could be the 
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solution to address the issue of declining working age population. Using data from the 

International Federation of Robotics (IFR) and various labour force reports in Singapore, 

we document stylised facts on how automation has affected the labour force in Singapore 

in the past decade. We first determine the demographic of people at employment risk 

from computerisation, by industry. 

 

Utilising the probabilities of computerisation for each occupation provided in Lee (2017), 

and the employment data retrieved from the Labour Force in Singapore 2022 (MOM, 

2023a), we plot the proportion of employed residents who are at high-risk, medium-risk, 

and low-risk for the past decade from 2012 to 20223. Figure 20 shows that the proportion 

of employees in the high-risk group has declined over the years. This is consistent with 

the findings of Lee (2017) for the period of 1991-2015. The reason argued in Lee (2017) 

is ñthe revolution of the countryôs economic model since the 1990sò, and industries that 

are highly susceptible to computerisation such as ñmanufacturing industries, were already 

being automatedò. It is noted, however, the estimated proportion of workers by risk level 

seems to be different in Lee (2017) and ours in the few overlapping years of 2012-2015. 

The reason is likely to be that our estimation is based on 1-digit occupation codes, while 

those in Lee (2017) may be estimated from the 2-digit occupation codes. 

 

Figure 21 highlights that the five industries that have at least one-quarter of its employees 

at high-risk are: (1) transportation and storage, (2) administrative and support services, 

(3) accommodation and food services, (4) other community, social and personal services, 

and (5) public administration and education. The industry that is most susceptible to 

automation is transportation and storage, where about 60% of the employees are at high 

risk. 

 

Figure 22 shows that among the high-risk group of workers, 22% are in the transportation 

and storage industry, followed by 14% and 12% in the public administration and education 

industry, and wholesale and retail trade industry, respectively. The three sectors 

contribute to almost half of the high-risk employed residents. 

 

 

 

 
3 High-risk occupations are occupations with above 70% probability of computerisation; medium-risk occupations are occupations 

with 30%-70% probability of computerisation; and low-risk occupations are occupations with below 30% probability of computerisation. 

This is consistent with Frey and Osborne (2017) and other studies that examined the labour force impact of automation. 
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Figure 20: Proportion Of Employed Residents Aged 15 Years And Over By Employment Risk Level For 2012ï2022   

 

 

 

 

 

Figure 21: Proportion Of Employed Residents Aged 15 Years And Over In 2022 At High Risk Of Computerisation:  
By Industry  

 

 

 

2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022

High risk 31% 31% 31% 30% 29% 29% 28% 27% 26% 25% 24%

Medium risk 33% 33% 34% 35% 36% 35% 36% 36% 35% 33% 33%

Low risk 36% 36% 35% 35% 35% 36% 36% 37% 39% 42% 43%
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Figure 22: Employed Residents Aged 15 Years And Over In 2022 At High Risk Of Computerisation:  
Breakdown By Industry 

 

Using data from the International Federation of Robotics (IFR) and World Development 

Indicators which covers 63 countries and a period of 2005ï2021, and the econometric 

methodology of difference generalised method of moments (GMM), we find that: 

 

1. If the new installations of industrial robots per 10,000 labour force increase by 1%, 

unemployment rate will reduce by 0.037%ï0.039%. 

2. The new installations of industrial robots per 10,000 labour force have a larger 

impact on male, with a 1% increase of installations reducing the unemployment 

rate of males by 0.045%, versus 0.033% reduction of femaleôs unemployment rate. 

3. The new installations of industrial robots per 10,000 labour force do not affect the 

unemployment rate of youth labour force differently from that of the overall labour 

force. 

4. The new installations of industrial robots per 10,000 labour force have a 

significantly negative effect (-0.052) on the unemployment rate of the labour force 

with intermediate education, but not on that of the basic or advanced education. 

The results are robust qualitatively when using different variables to measure the 

technological advancement (i.e., the operational stock of industrial robots per 10,000 

labour force, the new installations of industrial robots per 10,000 population, the 

operational stock of industrial robots per 10,000 population). For more technical details 

please see Appendix E. 

 

It is noteworthy that our analysis was based on international data on the industrial robots 

for a period of 2005ï2021. It does not take into consideration the service robots and other 
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technologies such as artificial intelligence or the recent development of generative AI. In 

general, it is found that the adoption of industrial robots is likely to have a positive impact 

on the labour force by creating more job opportunities, especially for male workers and 

workers with middle level of education (i.e., upper secondary or post-secondary non-

tertiary education). Therefore, the gap of unemployment rates between genders is likely 

to be widened by automation, but it will reduce the gap of unemployment between 

workers with intermediate and advanced education.    

 

However, as Agrawal et al. (2019) have argued, ñthe net effect (of artificial intelligence on 

labour) is an empirical question and will vary across applications and industriesò. In the 

same vein, the accurate estimation of the net effect of automation or technological 

advancement on unemployment also requires the in-depth examination of the industry-

specific technologies within the specific country and data as well. For example, for the 

generative AI, which has drawn a lot of discussion in 2023, scholars found that many 

workers in the US (80%) will be somewhat affected (at least 10% of their work tasks) 

(Eloundou et al., 2023).     

 

Hence it is strongly recommended that organisations, together with the help of 

government institutions, collaborate on enabling workers, particularly those in sectors that 

are vulnerable to high automation, to ensure that those employees who are found to be 

redundant should have opportunities to be retrained to allow for redeployment within the 

organisation or be provided with opportunities to transition into other new industries e.g., 

via available industry career conversion programmes.     

 

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.  

 

4.2 Systematic Review of Labour Policies Across Countries 
In this section the focus is on the countries that are facing a similar situation of an ageing 

workforce and the spectre of slowing workforce growth like Singapore, and how they have 

attempted to tackle this phenomenon. As discussed previously in Section 4.1, one 

possible solution to tackle the expected labour shortage because of population ageing is 

through the introduction of automation either to substitute or complement human capital. 

In many instances, the labour shortage can be ameliorated via automation (Stahler, 

2021). However, this is not the only solution. In this section, we carry out a review of the 

strategies and/or policies that they have implemented to tackle this issue arising from this 

demographic phenomenon. In the process, we identify relevant countries and compare 

them with Singapore to identify the similarities and differences in approaches that the 

countries have adopted to tackle this wicked problem. Through this exercise we hope to 
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provide valuable insights and perspectives regarding the current and future labour market 

policies that Singapore has implemented or may adopt in the future.  

 

Content analysis was utilised for a clear identification and determination of rhetoric 

characteristics, examine repetitive patterns from various published journals and articles, 

and subsequently extrapolate meaningful data from the process (Ding et al., 2014). The 

countries for the content analysis were selected due to their large ageing population and 

the adoption of appropriate strategies to overcome this issue. For the full analysis of the 

selected countries, please refer to Table 6 in Appendix A. The common strategies that 

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  

5. Health protection and promotion  

6. Reduce working hours  

7. Gradual elimination of seniority wage 
systems  

8. Retirement/Pension reforms  

9. Financial support for self-employment  

10. Flexible work arrangement 

 

To allow for a focused and more pertinent examination, from across the multiple countries 

identified in this systematic review, a closer examination and comparison of Singaporeôs 

existing legislations and strategies is made with two selected countries specifically 

Netherlands and Japan. This will allow for a more in-depth analysis of the policies and 

strategies and their potential applicability and potential policy transferability to inform the 

Singapore situation. The choice of the Netherlands and Japan stem from their relevance 

to the research question(s) posed by this project. These countries have faced similar 

challenges related to ageing populations and workforce dynamics, which makes them 

pertinent to our study. The countries selected also share similarities with Singapore in 

terms of demographic trends, economic development, or labour policies that can facilitate 

a more meaningful comparison. 

 

In 2020, the Japanese population aged 65 and above stood at 29%, much higher than 

Singaporeôs 17% (Singapore Department of Statistics, 2022). This has driven the 

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  

Features/Strategies  

Career guidance programmes/Job 

training   
ṉ ṉ ṉ 

Employment/Tax subsidies   ṉ ṉ ṉ 

Awareness campaigns/Outreach 

programmes   

  
ṉ 

Implementation of anti-discrimination 

policies   

ṉ 
 

ṉ 

Health protection and promotion   ṉ ṉ ṉ 

Reduce working hours   ṉ ṉ ṉ 

Gradual elimination of seniority wage 

systems   

ṉ ṉ 
 

Retirement/Pension reforms   ṉ ṉ ṉ 

Financial support for self-employment   
 

ṉ ṉ 

Flexible work arrangements   ṉ ṉ ṉ 

Mentoring/Intergenerational 

collaboration  

  
ṉ 

Foreign labour intake ṉ ṉ ṉ 

Table 2: General Review of Policies for Selected Countries  
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Skill Enhancement and Workforce Integration  

Across Singapore, Japan, and the Netherlands, there is a resounding emphasis on 

equipping mature workers with skills that enhance their employability and facilitate their 

continued participation in the labour market. Career guidance programmes and job 

training underscore a shared commitment to supporting skill development. These 

initiatives recognise that mature workers bring valuable experience and can remain 

valuable contributors with up-to-date skills.  

 

In the context of Singapore, there is a clear movement towards skills upgrading as evident 

from government-initiated programmes such as The Singapore Workforce Skills 

Qualifications, that not only encourages lifelong learning, but also promotes 

comprehensive skills development both in terms of technical and generic abilities that 

companies look for in potential employees (MOM, 2020b).   

 

In the Netherlands, the ñTalent 55+ò programme was developed to cater to workers aged 

55 and above. It is a career guidance scheme that encompasses job search networks, 

run by specially trained job counsellors to assist mature workers in improving job search 

behaviour, motivate them and building self-confidence in these mature workers 

(European Commission, 2019). Similarly, Japanôs Public Employment Service has 

developed the ñHello Workò employment facility aimed at providing career guidance and 

job placement services for older job seekers above 55 years old (OECD, 2018a). 

  

The shared emphasis on career guidance programmes and job training in Singapore, 

Japan, and the Netherlands is best understood through the lens of Hofstedeôs cultural 

dimension of ñLong-Term Orientationò (Hofstede, 2011). All three countries score 

relatively high in this dimension, indicating a focus on preparing for the future and valuing 

persistence and perseverance. This cultural trait drives the commitment to continuous 

skills development, ensuring the adaptability of mature workers in changing job 

landscapes.  

 

Inclusivity and Anti-Discrimination  

Both Singapore and the Netherlands have implemented anti-discrimination policies to 

eliminate biases related to age in the workplace. These policies promote inclusivity and 

ensure that mature workers are treated fairly and provided with equal opportunities. 

Awareness campaigns and outreach programmes in the Netherlands likely support a 

similar goal of combatting stereotypes and fostering a more inclusive work environment. 

   

Under The Tripartite Guidelines on Fair Employment Practices, Singapore has clear 

guidelines on non-discriminatory employment, including age discrimination. Employers 

are expected to avoid age-centric selection criterion unless ñbound by legal or regulatory 

requirementsò (Tripartite Alliance for Fair & Progressive Employment Practices (TAFEP), 

2019). They are also encouraged to reveal if a job is suitable for mature workers, in 

alignment with national efforts to improve employment opportunities in mature workers 

(TAFEP, 2019). The Ministry of Manpower (MOM) will also be rolling out anti-
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discrimination legislation in 2024 to eliminate workplace discrimination and address unfair 

treatment at the workplace (MOM, 2023c).  

 

Similarly, the Netherlands implemented the Equal Treatment in Employment (Age 

Discrimination) Act, which prohibits direct and indirect age-discrimination in employment 

(Government of the Netherlands, 2016).  Apart from legislative support in combating age 

discrimination, Netherlands also actively promotes recruitment of mature workers, 

specifically those aged 50 years old and above to participate in employment opportunities 

through radio and online commercials. Employers are also encouraged to announce job 

vacancies through radio stations to invite mature workers to job interviews (European 

Commission, 2019).  

 

The absence of similar anti-discrimination policies in Japan may be attributed to 

Hofstedeôs cultural dimension of ñMasculinity vs. Femininityò (Hofstede, 2011). Japan's 

society leans towards masculinity, prioritising assertiveness, competition, and 

achievement. This focus might shape the perception of age in the workforce, with an 

emphasis on individual performance and contributions. Consequently, the need for 

specific anti-discrimination policies targeting age might be perceived as less pronounced, 

as individual merit is highly valued within the broader masculine framework. Singapore 

and the Netherlands, in contrast, with their relatively higher scores in femininity, place 

greater emphasis on cooperation, empathy, and equality. This cultural inclination prompts 

the need for anti-discrimination policies that promote inclusivity and equal treatment, 

acknowledging the value of experience and diverse perspectives in the workplace.  

 

Health, Well-Being, and Flexible Work Arrangements  

Health protection and promotion are integral components of ageing policies in all three 

countries. This commitment to ensuring the well-being of older citizens reflects a holistic 

approach that recognises the importance of physical and mental health in maintaining a 

productive and engaged ageing workforce. In a parallel trajectory, all three nations have 

also adopted flexible work arrangements and reduced working hours, recognising the 

evolving preferences of mature workers.  

  

The Healthier SG initiative in Singapore targets preventive care through early detection 

of health issues and supporting an active lifestyle by forging long-term health-seeking 

habits. This shifts the onus of taking care of oneôs health onto the individual in improving 

their quality of life (Ministry of Health Singapore, 2023). Additionally, MOM has 

acknowledged that Singaporeôs fast ageing society will continue to pose significant 

challenges as caregiver needs increase while the labour force shrinks. As such, MOM will 

be launching Tripartite Guidelines on Flexible Work Arrangements in 2024 ñto enable 

more employees to continue working or re-enter the workforce while managing their 

caregiving commitmentsò (Tay, 2023). 

  

Netherlands has taken a more legislative approach by offering a partial retirement 

scheme, thereby permitting workers to switch from full-time to subsidised part-time work 

(Eurofound, 2016). The reduced work hours are implemented to encourage retention of 
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workers in the labour pool rather than losing them to a complete exit from the workforce 

(European Commission, 2019). 

   

Like the Netherlands, Japanôs Legislative reform package (Work Style Reform) was 

introduced in 2018 to improve the working conditions of employees, including measures 

to maintain the health of workers as well as reduction of overtime working hours (OECD, 

2018a).  

 

The emphasis on health protection and promotion within the ageing policies of Singapore, 

Japan, and the Netherlands reflects a comprehensive approach rooted in the cultural 

dimension of ñIndulgence vs. Restraintò by Hofstede. All three countries score relatively 

high in indulgence, demonstrating a shared value for personal well-being, needs 

satisfaction, and quality of life. This cultural inclination toward indulgence underpins the 

prioritisation of holistic well-being in these policies. Both health-focused endeavours and 

flexible/reduced work schemes align with their societal values of promoting individual 

fulfilment and enhancing the overall quality of life for older citizens.  

 

Retirement/Pension Reforms   

All three countries have tackled the issue of early workforce exits driven by retirement 

and pension benefits. They've enacted pension reforms, often coupled with raising the 

retirement age. This comprehensive strategy discourages premature retirement and 

encourages older employees to remain in the workforce, thereby enhancing overall 

employment rates.  

 

Japanôs pension allowance is linked directly to tenure rather than age, to cultivate long-

term organisational commitment (Sueki, 2016). In this manner, employees are 

encouraged to extend their career lives to earn a larger sum of retirement allowance.  

  

Netherlands and Singapore have been gradually increasing their retirement age, with 

Netherlands raising theirs from 66 years old in 2022 to 67 in 2024 (European 

Commission, n.d), and Singapore raising the statutory retirement age to 65 by 2030 

(MOM, 2021).  

  

The high scores across Singapore, Japan, and the Netherlands in Hofstede's cultural 

dimension of ñLong-Term Orientationò (Hofstede, 2011) provide an illuminating context for 

the convergence of this policy. Long-term orientation encompasses valuing persistence, 

perseverance, and thriftiness for future rewards. In the case of retirement and pension 

reforms, this cultural leaning aligns perfectly. All three countries share an affinity for 

policies that reflect a long-term outlook, prioritising the cultivation of dedication, loyalty, 

and sustained commitment.  

 

Entrepreneurship and Self-Employment  

Japan and the Netherlands provide financial support for self-employment, acknowledging 

the entrepreneurial potential of older individuals. This approach encourages senior 
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workers to participate in productive economic endeavours beyond traditional 

employment, thereby contributing to overall economic growth. Notably, both Japan and 

the Netherlands exhibit relatively high scores in individualism, which underscores the 

significance of individual rights. Within these individualistic societies, policies promoting 

self-employment align seamlessly with values of personal autonomy and the pursuit of 

personal accomplishments. The emphasis on individual rights and aspirations propels 

these nations to facilitate opportunities for older individuals to explore entrepreneurial 

pursuits, leveraging their expertise and fostering economic diversity.  

 

The Dutch government provides subsidies and tax schemes for those looking to start a 

business and register for self-employment. To encourage entrepreneurship, the 

government has made funding options and loans available for start-up businesses in 

need of loans (Business.gov.nl, 2017a).  

 

In contrast, Singapore, characterised by its strong collectivist culture that centres around 

group interests, adopts a distinct approach. Here, the ageing workforce is encouraged to 

integrate and contribute to the larger societal unit rather than opting for self-employment. 

The policy landscape reflects a collective orientation, prioritising cooperative efforts that 

strengthen the overall social fabric. This intricate interplay between cultural values and 

policy choices highlights the diverse strategies employed by these nations to address the 

challenges posed by ageing populations while staying true to their cultural dispositions.  

 

Reliance on Foreign Labour 

Many countries we spotlighted in this section have turned towards migration as a solution 

to supplement and complement the shrinking labour pool. Singapore is no exception, 

considering the limited manpower it has being a small nation. It is therefore unavoidable 

to rely on foreign manpower to meet the manpower demands and remain economically 

competitive. To cushion the impact of an ageing workforce, the Singapore government 

has enacted several policies. These include measures to ensure that local talent is 

prioritised over foreign labour, such as raising the qualifying salaries for Employment 

Pass (EP) and S-Pass holders to levels comparable to the top one-third of local PMET 

wages (MOM, 2022). This ensures that foreign workers are not employed merely for cost 

savings but to fill genuine skills gaps. Additionally, the Complementarity Assessment 

Framework (COMPASS) has been introduced to assess EP applications based on a 

holistic set of attributes, allowing companies to select high-quality foreign professionals 

(MOM, 2022). By implementing these strategies, Singapore aims to strike a balance 

between leveraging the foreign workforce to address its demographic challenges while 

safeguarding the interests of its local workforce and minimising social costs to 

Singaporeans. These measures demonstrate a commitment to maintaining economic 

vibrancy, even in the face of a super-aged society, through a well-regulated and 

complementary foreign labour force. 

 

Singapore, Japan, and the Netherlands employ diverse strategies to manage their ageing 

workforces and balance the integration of foreign labour while minimising social costs. 

From the above analysis, we can infer that Singapore's approach centres on wage 
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benchmarks and comprehensive assessment frameworks, while Japan leans towards a 

more restrictive approach with limited pathways, and the Netherlands emphasises 

stringent criteria and prioritisation of highly skilled migrants. These approaches reflect the 

unique socio-economic contexts and policy priorities of each country. 

 

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 workersô personal resources (e.g., experience, knowledge, skills) in their new job 

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.  

 

The labour policies presented in this comparison have revealed several valuable insights 

that have highlighted the prevalence of major challenges posed by an ageing labour 

force. These issues transcend geographical boundaries and can impose numerous 

ramifications on the labour force. As Singaporeôs ageing population continues to expand, 

it is imperative that we dissect the matter at hand to assess the local situation and 

subsequently determine how Singapore might preserve the economic security at both the 

national and individual levels.    
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Chapter 5: Returning to the Labour Force: 

Leveraging Mature Workers and Women with 

Caregiving Duties  

Hong and Schneider (2020) posit that Japanôs shrinking working age population will 

propel more women and elderly beyond the retirement age to join the labour pool. This 

must be coupled with ñautomation, artificial intelligence, and roboticsò to respond to the 

issue of an ageing workforce (Hong & Schneider, 2020). Similarly in Singapore, it is 

important to explore existing available human resources that could potentially be tapped 

on to slow down the decline in manpower. Just like Japan, Singapore could leverage (i) 

mature workers and (ii) women with caregiving duties who may have difficulties returning 

to the labour force after having to leave their jobs due to their commitments. 

  

In this section the focus of the discussion will centre around the challenges and possible 

means to support the re-introduction of these two groups back into the labour force, 

thereby potentially sustaining the local manpower pool. The research methodology 

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. 

  

In addition, for sections 5 and 6 where relevant, the qualitative data analysis will also 

incorporate quantitative data analysis carried out from survey with C-Suite executives, 

hiring managers, and HR leaders with experience regarding either hiring or managing 

workers aged 45 and older. By incorporating both sets of insights, it is hoped that this will 

provide a deeper understanding of how employers are dealing with a rapidly ageing 

workforce as well as their views on the value of mature workers (45 and older), the 

challenges they face, and the strategies utilised to effectively optimise the career 

development and contribution of workers. 

  

The survey was administered by a third-party survey vendor from 24 July 2023 to 21 

August 2023, engaged by Tsao Foundation and NTUC. The survey took an average of 

15 minutes to complete and was carried out in English. Respondents were recruited from 

an online panel managed by the survey company. All participants were screened prior to 

the start of the survey to ensure that they belonged to the target group before they 

continued with the main survey. Quota sampling was used to ensure satisfactory 

representation participants from the respective backgrounds. For more information 

regarding the inclusion criteria and the quotas employed, please refer to Appendix F. 

 

A final sample size of 601 respondents was obtained. 32.6% of the respondents were C-

suite level executives, 32.3% were hiring managers, and 35.1% were HR managers. Most 
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of the respondents were from the wholesale and retail trade (22.1%), manufacturing 

(22.0%), and financial services (15.0%). In terms of the size of their organisation, we have 

a fair equal amount of those from organisations with 50 to 200 employees (49.5%) and 

over 200 employees (50.4%). Most of the respondents also have experience in hiring 

mature workers (90.3%). For more information, please refer to Appendix F for the 

descriptive statistics of the respondentsô profiles. 

 

5.1 Findings   
We reviewed some of the barriers faced by mature workers and women with caregiving 

duties in finding employment and staying in employment. Next, we examine beyond the 

challenges that they faced, the facilitators that helped them in finding and staying in 

employment. Finally, taking all in totality, the additional support that they feel will help 

them in their employment. Table 3 summarises the themes and categories raised from 

the FGDs.  
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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 

employment    

¶ Hiring bias due to ageism and 

stereotypes against mature workers   

¶ Difficulties in re-entering the workforce 

after a long period of unemployment  

¶ Experiencing caregiver discrimination   

   

Skills gap barriers   

¶ Gap between training content and 

required job skills  

¶ Having to keep up with new technology 

and lack of support  

   

Balancing personal commitment and 

professional demands   

¶ Restricted employment prospects to 

manage caregiving duties  

¶ Concern over job security  

¶ Experiencing stress when managing 

dual responsibilities of caregiving  

duties and work  
 

   

Staying relevant   

¶ Acquiring industry-relevant skills  

¶ Having a strong professional network  

¶ Adapting to career transitions to  

remain in the workforce  

  

Flexibility as a workplace norm  

¶ Providing spatial and temporal flexibility  

¶ Providing flexible work options  

   

A workplace culture of respect and 

empathy   

¶ Recognising the value of mature 

workers  

¶ Empathising with employeesô needs  

   

    

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  

¶ Addressing ageism in hiring and protecting mature workersô rights  

(Implemented but requires enforcement) 

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

¶ 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)  

¶ Organising workshops on caregiving (New Suggestion) 

¶ Having structured HR conversations on retirement options (Implemented by unions 

and some organisations) 

 

Table 3: Themes and Categories for Women with Caregiving Duties and Mature Workers 

 

Actual and Perceived Barriers to Finding Employment and Staying in 

Employment  

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 

questions:  

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

¶ What are some of the instances that had make you think twice about staying in 

your current job?  

¶ 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 
workers ñof a certain age cannot be retrained or un-coachable, cannot be re-integratedò.  
 

ñThereôs an underlying premise that we canôt seem to catch up and simply 
because thereôs a tech thing, but did anyone check in whether we can or 
we cannot? I donôt think thereôs a checking in, I think itôs just a blanket 
assumption that you reach a certain age, you are unfamiliar with mobile 
[devices] even.ò  (P23, mature worker with caregiving duties, 54 years old) 

 
Although the Fair Consideration Framework (FCF) (MOM, 2023b) sets out the 
requirements to ensure companies abide by fair hiring practices, participants 
mentioned that they still encountered discriminatory HR practices. Following are 
experiences that participants have encountered:  
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ñWhen I look for a job, especially those who leave their telephone number, 
we can call them. They said, óHow old are you?ô Then when you say you 
are at this age. They said, óWe accept applicants up to 35.ô Even for part-
time job, not a full-time job.ò (P3, mature worker with caregiving duties, 53 
years old)   
 
ñAge does play a part, age really does play a part because they know that, 
for example, I went for my that educator host right, they already know Iôm 
already 52 at that time when I apply for the job right. So, they told me that 
youôre óbecause of your age, I can give you just a short-term first to try it out 
to seeô but Iôm not so sure if Iôm younger than that right, probably they will 
say a different thing.ò  (P11, mature worker, 53 years old)    
  

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.   
 

ñAfter seven years of stopping work right, now if you want me to go back 
into full-time employment, I will have to take baby steps again. Because to 
an extent I have lost touch you know with the progress of that is in 
organisations maybe the process you know. So, if I still want to go back 
to...I will probably have to start somewhereéless maybe skill intensive 
type.ò  (P30, mature worker with caregiving duties, 62 years old) 

 
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. 
 

ñI think a lot of people have mentioned about the stigma of being 
unemployed. That HR automatically assumes that nobody wants you. So 
therefore, you are actually valued less in that way. They donôt measure how 
much, what you bring, can bring to the organisation. They measure based 
on what others are measuring you based on. That means if youôre 
unemployed, you are unemployable. Thatôs actually what they are thinking 
about. So to me, that is a stigma there. It means the longer your 
unemployment period is, the more unemployable you become, in that 
mindset.ò  (P26, mature worker, 53 years old)    

 
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.   
 

ñI want to share the experience of my good friend who took a career break 
of five years. So, she discussed with her husband. Basically, the child is in 
need, so she decided that sheôs the one thatôs going to take a break and 
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 
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become administrator. And even so, itôs difficult because then you know, at 
the administrator roles, the skill set may be quite different from where she 
left off, which is a managerial post. But then with that big gap, itôs not easy 
to just you know, go back to your previous job. So, I do think that women 
have to consider very carefully before giving up their career.ò  (P19, mature 
worker with caregiving duties, 52 years old)  

 
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.  
 

ñEven in the past, recruiter will ask how old is my daughter, who is taking 
care of her. But I am the one that is looking for a job. Not her, right? Yeah 
so, I 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 I find a bit tough because when they ask you, you cannot donôt reply, 
right? And then it makes it like an obligation for me to let you know that óOh, 
I have a younger child. This child needs attention. Can your client accept 
it?ôò   (P24, woman with caregiving duties, 34 years old) 
  
ñFor certain employers if they are sceptical, they already have the 
prejudgmentéthey may have the thinking that óOh women they are weaker 
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 responsibilities.ô Yeah, maybe they have doubt our 
productivity also. Thatôs what I feel a bit of unfairness for them, for many 
ladies.ò  (P29, mature worker with caregiving duties, 50 years old)    

  

 
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.  
 

ñI actually took a specialist dip (diploma) in IT security because I was 
already in that line, right in my previous company, and I just want to have 
that little piece of paperéI have the skills, I have the knowledge. Frankly, 
at the end of the specialist diploma in IT security, the content covered, Iôm 
very sure, you go and find any job, you will not be able to be an IT specialist. 
No way. Because Iôm already in it right, Iôm practising it already. Thereôs no 
way because the content is just far too basic to be able to you knowéitôs 
like go into the company and say óHey, you know I can do the job. Iôm now 
an IT security specialistô, no way. Wayéway below. Perhaps thatôs one 
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reason [for not being able to find employment].ò  (P30, mature worker with 
caregiving duties, 62 years old)  
 
ñThe company wants someone who has experience in it for five years. Itôs 
like you just come out, what experience you got? You know, so itôs 
redundantémy diploma.ò  (P28, mature worker with caregiving duties, 52 
years old)  

 

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.  
 

ñI just changed my division one year ago, to do a new type of job and now 
Iôm still learning after one year. Iôm still like quite newéso everything now 
is like self-learnt. When you ask someone, is like what she said, read up 
yourself you know, thereôs not actually like last time really demonstrate for 
you to see. Now is like óok you read up yourself, I give you the instruction, 
okok you go read yourself you know, whether you know or not then just see 
howô.ò  (P16, mature worker, 50 years old) 

 
 
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).  
 

ñI mean there are shortage of infant care and there are shortage of child 
care... I want to seek for a job so I need to have proper arrangement for my 
daughter. I actually call the infant care to ask, ódo you have a place a 
vacancyô, they say óyou will be on the waitlistô. My next questions is óAh, how 
long is the waitlist?ô Iôm like 100 plus mother on the waitlist.ò  (P24, woman 
with caregiving duties, 34 years old)    

 
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.  
 

ñI have searched high and low for something in a similar space since Iôm 
familiar with that area but itôs very hard. I think those who have done project 
management will know, thereôs no way you can be a part time project 
manager. Doing remotely from home, having flexible working hours, thereôs 
no way. So eventually I resorted to doing smallésmall little things here and 
there where wherever I can lay my hands on. I even tried doing things like 
mystery shopper because itôs only a few hours a week, go out do the job. 
But forget about the pay, itôs very hard. I find that to do part time and having 
flexi working hourséthat was the main challenge.ò  (P30, mature worker 
with caregiving duties, 62 years old) 
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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.  
 

ñSo (for) part timeséeven in the context of healthcare for local is actually 
quite low rates as well and you need to log in the hours fixed and such that 
I canôt juggle my caregiver role as when I need to get away because as a 
clinician you canôt abandon our patients upfront but you also have your role 
as a daughter to somebody. So, itôs like who should I actually care for? I 
think my loved one will be the priority. Because of that I have to give up my 
clinician expectation and my duties as a clinician. I think most of the 
frontliners, if I may speak from their behalf right, I 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, it is actually very challenging for the frontliners to stretch 
themselves to the maximum.ò  (P27, mature worker, 47 years old)  

  
A few participants shared that they had to quit their job as the care recipientôs condition 
have deteriorated and needed more caregiving.  
 

ñI actually quit without a job last year. Because I couldnôt take it anymore 
because Iôm actually considering putting up a CCTV to monitor my mum 
and the helper. She actually fell down from the bed and when I saw it on 
the CCTV, I actually just resign at that spur of moment. Because I just 
couldnôt take it anymore.ò  (P18, mature worker with caregiving duties, 52 
years old) 

 
Having either to quit their jobs or to take on entry level roles in order to cater to their family 
commitments, a few participants indicated receiving significant pay cuts.  
 

ñI actually decided to just quit my job and then take up a very low pay one, 
which give me regular hours so that I can be on stand-by for when, because 
my mum she has to go for like, bi-weekly medical visit, then my dad and 
then my niece is just starting to go to school.ò (P18, mature worker with 
caregiving duties, 52 years old)    
  

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

ñIôm actually in my fifties already and then my mum the option of like getting 
help to assist heréit doesnôt work. We tried and then she is not receptive. 
She has massive depression and then she has seizures. Iôm actually always 
constantly very worried that if letôs say I donôt have a good job anymore then 
I donôt have any source of income to actually continue providing 
her.ò    (P18, mature worker with caregiving duties, 52 years old) 
 
ñMy colleagues are actually physically working at their desks and Iôm 
actually the one who is like a deserter to them but Iôm actually the one 
supporting them you see. So, itôs actually a private arrangement between 
me and my boss but then like I said I donôt know how this arrangement can 
last. So, itôs like I always feel very insecure. What if letôs say this job no 
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more then, what can I do next.ò   (P18, mature worker with caregiving 
duties, 52 years old)     

 
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.  
 

ñI think maybe in terms of like balancing caregiving with work, I think thereôs 
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 
maybe if letôs say in terms of bringing up 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, I think sometimes thereôs also that tension that we have to overcome 
and some reality that we have to face and need some hard work on our own 
part.ò  (P21, woman with caregiving duties, 25 years old)    
 
ñLife is still full of struggle and challenges. Especially these few years. Iôm 
also trying hard to be a good mum and take care of my family, hoping to 
fulfil all my commitments well.ò  (P29, mature worker with caregiving duties, 
50 years old)    

 
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.   
 

ñMy mum for medical appointment, my dad for clinic. My department is not 
happy, the HR is also not happy because Iôm always applying leave like half 
a day and half a day. So I got questions like ówhen youôre on leave, who is 
going to cover your dutiesô because youôre looking after an estate so you 
cannot just leave it alone. We all have buddy system so if letôs say your 
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 
report.ò  (P18, mature worker with caregiving duties, 52 years old)   
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Perceived Facilitators for Finding Employment and Staying in Employment  

To find out the facilitators for finding employment and staying in employment, the 
following questions were asked:   
 
¶ What are the factors that have helped you in finding a job?  

¶ What are the factors that made you want to work longer in the company?  

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

¶ 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. 
 

ñThe skills that you have at that moment require in the market. So, for 
example, I 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 
interview.ò  (P11, mature worker, 53 years old)    
 

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. 
 

ñWhat I learn from my mentors or tutors is that they always say to build a 
portfolio, you donôt just let your resume speak for you really need to 
showcase your projects you know, and you have to show them you can 
value add so I agree with him in this aspect.ò  (P15, mature worker with 
caregiving duties, 45 years old) 
 

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.  
 

ñI think someone mentioned that it depends on like who you know or as in 
people putting in a word for you. Even if say I were to apply blind. They 
donôt know me or anything. They might not accept, but then if somebody 
important enough in that company said, óOk, can you just give her a chanceô 
because thatôs whatôs happening with me now. So thatôs why I am saying. 
They will actually fast-track all the interviews and tests and so on. I donôt 
know of course if Iôm going to get it. But the thing is, even that first thing 
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wouldnôt happen if another person didnôt talk. So, you have to be lucky 
enough to know the right person.ò  (P7, mature worker, 53 years old)    
 
ñThe 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 youôre out there looking for other opportunities, I mean when you have 
the connection right, you will also feel comfortable to reach out to them So, 
I feel networking and maintaining relationships.ò  (P15, mature worker with 
caregiving duties, 45 years old)  
  

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.   
  

ñI guess there are a lot of self-adjustment mentally, because I guess, to 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 I age I am not able to command that kind of salary or whatsoever, but 
Iôm a very experienced worker but yet, unfortunately, thereôs still this 
mismatch between the recruiter as well as the one who get recruited 
because I guess is just how a developed country is now doing it so um I 
think this is really the reality for all the mature worker and everybody will 
have to go through that stage.ò  (P13, mature worker, 55 years old)    

 
 
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.   
 

ñMy current jobéthe space is rather flexible, so I need this flexibility for my 
primary school daughter. Because the primary schoolséthe hours are a bit 
not here, not there. Yeah so, I need this kind of flexibility.ò   (P24, woman 
with caregiving duties, 34 years old)  
 
ñYes, we have parents who need our help, and we are doing some 
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 see doctors.ò   (P3, mature worker with caregiving duties, 53 
years old)    

 
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, I 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 tutors under him. My timing is quite flexibleébecause past few 
years my mother-in-law is having the early stages of dementia.ò  (P29, 
mature worker with caregiving duties, 50 years old)    
  

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 their job supports their preference for more ñwork-life balanceò 
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.   
 

ñI felt that I have already worked like 30 over years paying full attention on 
building a career when I 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. I think I have been there, done that and I also want 
to spend my remaining, because I wonôt know how long Iôll live, Iôm going to 
leave I 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 loved ones but yet staying employed.ò   (P13, mature worker, 
55 years old)  
 
ñI kind of moved to the administrative part and what I like is actually my life 
status priority has also shifted to actually pay more attention to my loved 
ones, my personal time because after all, Iôm already growing older by the 
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 old.ò   (P13, mature worker, 55 years old)  
   

For mature workers, career progression was not stated as a reason for continuing 
employment. Instead, reasons for continuing working include ñkeeping the mind 
stimulatedò and ñkeeping an active lifestyleò as they ñdonôt want to fall into dementiaò, ñthe 
social element of being with colleaguesò, ñknowing whatôs happening around the world 
and Singaporeò, ñmaking themselves usefulò to ñcontribute to the societyò and ñhaving an 
identity to feel good about themselvesò.  
 
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.  
 

ñI am working part-time, so, I only work 3 days, so I have the other 2 days 
where I can do other things that I like or do things for my family, especially 
my mum that is staying with me.ò   (P4, mature worker, 58 years old)    
ñI got a boss like kind enough to offer this temporary job. What happened is 
that when I quit my job full time, I donôt have incomeémy mumôs medical 
expenses are actually very high because sheôs actually on a non-standard 
drug. So my boss actually allowed me to stay at home to look after her and 
itôs only like when sheôs asleep or I donôt have to monitor her then I do my 
work.ò   (P18, mature worker with caregiving duties, 52 years old) 
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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).  
 

ñI actually move from my previous employment I was handling marketing so 
I realised that age does matter as I play as I grow older, I realised that my 
own stamina may not be able to kick up off of those fast-paced work which 
is marketing.ò   (P13, mature worker, 55 years old) 
 
ñI think itôs challenging in terms of the hours currently. I think as you get 
older, it gets more and more strenuous. Thatôs why I find that I think when I 
was younger, of course I could stay up quite late but I find that increasingly 
itôs getting very tiring for work. So, and of course, with the caregiving duties 
at home, thatôs even more challenging I find.ò  (P26, mature worker, 53 
years old)    
 

Based on the results of the quantitative survey, it was found that less than half (48%) of 
601 employers surveyed have implemented flexible working arrangements that work for 
both employer and employee in their organisations.  
 
 
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.    
 

ñI work for my company ever since, actually when I first graduate. I worked 
for 6 years. After that, I actually left the company and worked in other 
companies and end of the day, I went back to that company again and 
worked for another 4 years, so total is 10 years. So basically, why I go back 
is because of the culture of the company where the boss treats the 
employees just like a family.ò  (P5, mature worker with caregiving duties, 47 
years old)    
 
ñOh, instead of my surname, they call me Aunty X [redacted]. So, every time 
they need my help, they will call me and when they have any event or that, 
they will always remember me first.ò  (P8, mature worker with caregiving 
duties, 60 years old) 
 

Empathising with Employeesô Needs. Many of the participants perceived 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.   
 

ñYou donôt have to be like micromanaged and you donôt have to worry that 
óOh is this nine oôclockéI have to be on my computer nowô which maybe I 
am actually changing my mumôs diaper that kind of thing. So, for me is like 
as long, as long as you get the job done, and then as long as he actually 
sees the result, and everything goes smoothly then itôs actually okay.ò  (P18, 
mature worker with caregiving duties, 52 years old)     
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ñBecause my boss is actually quite understanding and trusting. So, he trusts 
that I would meet my job quota while trying to fulfil my family commitment 
as well. Heôs also very understanding that I have my caregiving duties ah. 
At times I mean, I maybe a bit unable to fulfil his expectations, he is also 
willing to be lenient and understanding. Thatôs what I appreciate and I 
continue to work for him.ò  (P29, mature worker with caregiving duties, 50 
years old) 
    

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.  
  

ñLetôs say certain thing happen, like if he has a fall or something, then I think 
they did offer to say like if you need help with your certain work, something 
thatôs urgent, they are willing to take on the extra duties on behalf.ò  (P20, 
woman with caregiving duties, 39 years old)    
 

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.   
 

ñTo know that you have a caring environment rather than you know, youôre 
just one labour unit, FTE (Full-Time Equivalent). I think a win-win solution 
for a company is really a companyéwho shows the employee that youôre 
being valued, and of course then the employee has to be contributing. So, 
my experience has been very good.ò   (P19, mature worker with caregiving 
duties, 52 years old)  
 
ñI was a stay-at-home mum for quite some time and when I went back into 
the workforce, I was very worried about, you know, people were saying, óoh, 
you never leave before 7:30ô. And you know, I was worried about just the 
adjustment to that, but when I went into my first company, 6 oôclock 
everybody wants to go home. That was really, really nice, you know, and I 
really did appreciate that.ò  (P2, mature worker with caregiving duties, 53 
years old) 

 

Desired Support for Mature Workers and Women with Caregiving Duties 

The following question was asked to find out the type of support the participants hope to 
receive when they find employment: 

¶ What do you think can better help you to find a job? 

¶ What changes do you hope to see in your company that could better support 
mature workers/women with caregiving duties? 

 
 
Theme 1: Promoting an Inclusive Society 
 
Addressing Ageism in Hiring and Protecting Mature Workersô Rights. As highlighted 
in the earlier section, mature workers faced hiring bias and age discrimination. 
Participants hope more could be done in ensuring mature workers receive equal 
opportunities and having a more transparent hiring process.  
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ñI donôt think is only awareness. If you try to change it with awareness, and 
like maybe you talk to the HR people. You say, óCanôt do this, right?ô But 
nobody is monitoring it. The sentiment is there, the ageism, the racism, the 
whatever-isms are there, you know, it will continue. So, it needs to be, there 
needs to be some form of checks in the system. Whether itôs random or not, 
right, for people to say, óHey, I was really in alignment for this job. Why didnôt 
I get this job?ô And to trigger some, you know, some, some evaluation of 
who got the job? Why they got the job?ò (P2, mature worker with caregiving 
duties, 53 years old) 

 
One of the participants who has witnessed unfair dismissal at her workplace suggested 
for processes to protect their rights; for example, to have independent agencies 
administer and audit exit interviews and to keep feedback to the organisation anonymous. 
 

ñMaybe the Exit Form is not to the company. Maybe the Exit Form should 
be to TAFEP. Someone that can keep it confidential but really need to tell 
the company that oh I have this feedback that comes from who & who. No 
need to say the name also.ò (P5, mature worker with caregiving duties, 47 
years old)   
  

Creating Awareness of the Responsibilities of Caregiving. Some of the participants 
highlighted that they hope for their colleagues to be more empathetic to their 
circumstances and understand the struggles they have as a caregiver. Participants 
suggested that such understanding can be fostered through various HR initiatives such 
as ñBring your loved ones to workò, caregiving workshops, and home visits. 
 

ñBring your kidsò or whatever so it could be like ñBring your loved ones outò. 
Then your colleagues can also understand best because you can say that 
óOh Iôm taking care of my father this and thatô, but then they donôt know how 
challenging they are to manage. Like I mentioned, my dad has dementia, 
so maybe when they see how he behaves, how he walks etc, so then they 
may you know, be more understanding when I say óHey, something 
happened, you know, heôs already progressing worse, I need to take care 
of this.ô So then they could be more understanding. (P20, woman with 
caregiving duties, 39 years old)   
  
ñI think to implement at a so-called company level is also good in a sense 
that itôs more for educating your fellow um team member so that if letôs say 
if anyone has some caregiving duties needs to be away, they can be more 
empathetic.ò (P20, woman with caregiving duties, 39 years old) 

 
 
Theme 2: Bridging the Gap Between Skills Acquisition and Employment 
 
Incorporating Internships and Apprenticeships in Upskilling Programmes. While 
participants shared that they have benefited from the SkillsFuture initiative, one of the 
most cited issues was the difficulty in finding employment even after their course 
completion. Participants suggested that training providers should not only signpost them 
to potential employers but also collaborate with industry partners to offer internship 
opportunities. Such internship opportunities provide a platform for them to apply their 
knowledge to real-world practical settings.  
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ñIôm very appreciative of SkillsFuture because I have used up my 
SkillsFuture but how relevant are they considering the changeéthe 
dynamic changes, the change in everything. As well as how can we get that 
bridging done? I mean itôs ok that the government is like willing to subsidise 
up to 90% and then the people saying that 90% they did this, they did that. 
But I think seeing the relevance and helping them put it back, or you know 
can we have like a holding period where there is some job that we can do 
in between while we transition to something more to filler. So now we are 
like I got the skills already like so mature internship or apprenticeship or 
whatever just so that we can bridge it back and then make the transition 
back to maybe full term or something that Is more amenable.ò (P23, mature 
worker with caregiving duties, 54 years old) 
   
 

Theme 3: Implementing Needs-Specific HR Policies and Support 
 
Offering More Varying Employment Contracts. Many of the mature workers 
highlighted their preference for part-time jobs as they prefer flexibility and that it is less 
stressful. Given the different needs, participants suggested that organisations explore 
part-time or freelance gigs. One participant shared her observation of ójob sharingô 
practices which provide employment opportunities for mature workers. Other participants 
were supportive of this suggestion as they felt that they could better balance their 
caregiving responsibilities and work. 
 

ñI have from a friend who lives in Adelaide. In that region I, because I think 
of job shortages, they actually encourage part-time working. What happens 
is that of five days right, they will have like two person doing five dayôs work. 
So maybe one do Monday, Tuesday, another one will be like Wednesday, 
Thursday. And Friday maybe they alternate or something. So itôs a part-time 
arrangement and in fact, for them thereôs no incentive to do more because 
they are actually going to be penalised by income tax. That is really to help 
more women who have constraints to be able to manage both.ò (P19, 
mature worker with caregiving duties, 52 years old)    
 
ñI think itôs actually good idea. It will actually help like people like me. I have 
like elderly and children to take care of. Working alternate days right, then 
itôs actually much easier for me to juggle. And I will feel more comfortable if 
letôs say I get a helper to look after them for the day. And then I do it 
alternate.ò (P18, mature worker with caregiving duties, 52 years old)    
 

Being a caregiver places demands on their time and energy. However, participants also 
shared that they will also need to continue working to meet their financial needs. One of 
the suggestions provided by participants was to have a platform where they could look 
for freelance jobs and see how they could fit into their schedules.  
 

ñIt needs to think out of the box which such platform or system could allow 
dynamic workers to come in. Something like Grab but in a different service 
format or even like in the handyman format right, in the handyman 
resources. You go to PropertyGuru I think they have one platform, that allow 
you to search for what, cleaningéwhat handyman, whatever, plumbing 
services, you can just mix and match. Something like a matching system. 
Then people can adjust their life and still work for a living and serve their 
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priorities until they are ready after this phase right that they could go back 
to the full-time employment.ò 
 
ñIf MOM has an employment exchange kind of portal, then we can register 
it there and then interested employers can have the connect, contact, 
connect and say óOk we have a pool of this people from this industry with 
experience.ô We can put up our resume or data, database or whatever in 
the database and then you can be cold call and then straight away just for 
that transition.ò (P27, mature worker, 47 years old)    
 

Providing More Healthcare Benefits. In terms of healthcare benefits, mature workers 
hope for organisations to organise more health talks, subsidised health screening 
packages, and to provide funds for them where they could purchase health supplements. 
For those with caregiving duties, they have suggested that such benefits extend beyond 
their spouse and dependents (e.g., parents, grandparents). Participants highlighted that 
they tend to focus more on their health as they age. By providing such health benefits, it 
adopts a preventive approach to help them stay healthy.  
 

ñOne of my previous companies actually has support for health screening, 
the full health screening because it is not cheap. Itôs like $200 something if 
you have to go. So some other companies do not support that. I truly think 
that it is very useful especially when we are mature ladies, we need to have 
health screening. If the package is not there, I wouldnôt take the initiative to 
do it. The other one is the medical benefits that they give you the lump sum. 
They actually put it in a way that you can actually use the money, as long 
as it is under your name, on any facilities that benefit your well-being. So, 
you donôt have to spend it on doctors (or) on medical. As long as you can 
prove that you are you know, buying a bicycle for exercising, you can fully 
utilise the sum of money. It helps you to keep healthy.ò (P5, mature worker 
with caregiving duties, 47 years old)  
   

Health and wellness support were also commonly practised in most organisations 
according to the survey results, as 42% of employers surveyed indicated providing this 
benefit in their companies. 
 
Implementing Pro-Family Leave Systems. Participants shared they hope to see 
improvement in the leave systems that could recognise the demands of caregiving and 
able to better accommodate employees who need to take time off to take care of their 
children or parents. For example, participants have suggested that parental care or family 
care leave be compulsory for all organisations to adopt and for family care leave to not 
have an age restriction. 
 

ñI think the parental leave is not a compulsory thing by the government. Itôs 
whether your company gives you. I think the government should it put in 
there but they know thatôs a lot of ageing, we are all most of them are looking 
after ageing parents.ò (P28, mature worker with caregiving duties, 52 years 
old)   
 
ñFamily Care Leave, once your child hits 18, or if he is 12, you are not, you 
cannot use for them. That means if your child is sick, you cannot take Family 
Care Leave to look after them. So that is the down downside of it. I mean 
regardless how old your child is, when they are sick, the parents either one 
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will have to take leave to look after him, even though they say they donôt 
need to be looked after. You still, rather be at home to look after them. So 
that is the downside which hopefully the policy can change. Because that 
one, that one is not right. Itôs Family Care Leave but there is an age 
restriction to it. So that makes it very difficult.ò (P6, mature worker with 
caregiving duties, 56 years old)    

 
Assigning a Buddy to Facilitate Learning. Participants shared that there are instances 
where they had to learn on their own and find out answers on the Internet, and highlighted 
the lack of guidance in learning. They preferred more hands-on training and guidance 
from their colleagues. Participants suggested that organisations assign them a buddy to 
help them to learn new processes and technology.  
 

ñThe organisation I was part of has this buddy system because the job 
actually was very sensitive dealing with government and political, so buddy 
system really helps. Especially when new employees come, they will see 
the mud on the ground and it was very challenging so, they need to be 
hand-held for a case few so they can get them into these situations and 
challenges, buddy system really helps.ò (P15, mature worker with 
caregiving duties, 45 years old)  
 

This is in alignment with the survey results where only 29% of 601 employers expressed 
that their organisations offered inter-generational mentoring programmes.  
 
Organising Workshops on Caregiving. As the demands of caregiving increase, 
participants hope for organisations to arrange workshops to improve the caregivers' 
knowledge and skills. Some of the examples provided by participants include first aid 
skills, self-care for caregivers, and taking care of people with different conditions (e.g., 
dementia). 
 

ñis there any caregiving course that the company can provide ad-hoc as 
well. So because itôs always people associate women with caregiving but 
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 
know.ò  (P20, women with caregiving duties, 39 years old)  
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Having Structured HR Conversations on Retirement Options. Participants shared the 
importance of HR to engage mature workers in their career planning and retirement plans. 
Participants agreed that HR professionals would need to be trained in coaching to help 
mature workers identify the skills they need to stay relevant and have conversation with 
employees on their retirement plans, ideally 5 years before their retirement age.  
 

ñSo in terms of career planning, the word ñcareer planningò and ñcareer 
developmentò somehow wiped out of our vocabulary when you hit a certain 
age right. After a certain age, itôs like employers are not likely to invite you 
for a sit down and say óHey letôs talk about your career planning or your 
career development. Where do you see yourself in the next 5 years?ô 
Because no more runway. Then ironically on the other hand when talking 
about retirement age being extended to X number of years, whatever age 
because you have less and less people.ò (P23, mature worker with 
caregiving duties, 54 years old)  
 
ñLike a pre-package for you, maybe 3 options like because different people 
have different needs. Some people may have elderly to take care of, but 
some people may have lost their parents at a young age. So maybe there's 
3 options for them to choose, like, ó5 years down the road, do you wish to 
have 10% cut, but you have how many more days.ô At least you are looking 
forward to Ok, next time I am going to head this roadô, you see. Or the other 
one is to continue as you are. Or the other one probably is to switch to part-
time. But this is not a fixed thing but at least there are 3 options for you to 
pre-plan. And for, also for the HR to pre-plan what is moving forward, to hire 
someone to take over, part of your role, and things like that, which is good. 
At least you anticipate that kind of like, óI am going to get a 20% cut in 5 
yearsô time, but I am going to exchange for more leave.ô And then I still can 
keep my job. And the company still can, still can plan for, you know, like 
yeah, plan for, for like new, new hires or whatever. I think that is a good 
thing.ò (P5, mature worker with caregiving duties, 47 years old)    
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Chapter 6: In-Depth Interviews and Survey with  

C-Suite, Hiring Managers and HR Leaders 

Parallel to the FGDs, we also conducted interviews with Human Resource (HR) leaders 

to gain a more comprehensive understanding of the challenges faced by the 

organisations in managing the local ageing workforce as well as the various HR policies 

implemented to promote an age-inclusive workforce. A survey was also conducted with 

601 C-suite level, hiring managers and HR managers across sectors. More specifically, 

we examine (i) the challenges that they faced with an ageing workforce, (ii) the impact of 

an ageing workforce on their organisation, (iii) the changes in the HR policies and 

employment practices concerning recruitment, development, retaining and exit for mature 

workers and (iv) the organisational approaches adopted in strategic workforce planning 

to address the ageing workforce. The research methodology employed to tackle the 

research questions presented by this project is found in Appendix C. Subsequently, 

section 6.1 will analyse the results of the data obtained from the interviews.  

 

6.1 Findings  
This section highlights the challenges and concerns faced by employers when hiring or 

managing their older workforce. Subsequently, we determine the approaches and 

procedures that they have innovated to address these issues, including their 

organisational initiatives to recruit, engage and retain mature workers. The final section 

establishes some of the proposed actions designed to assist mature workers through 

retirement. Table 4 summarises the themes and categories determined from the HR 

interviews, complemented with insights from the quantitative survey.  
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Research Question 5: What are the challenges that accompany an ageing workforce 

and are there ways to cushion the negative impact?    

Challenges and Opportunities with an 

Ageing Workforce  

   

Higher business costs  

¶ Increased manpower cost  

¶ Perceived increased in productivity-pay 

gap   

   

Facing resistance to organisational 

changes  

¶ Skill gaps in mature workers coupled 

with resistance to upskilling  

¶ Lack of digital skills slow down digital 

transformation  

   

Valuing the strengths of mature workers   

¶ Higher organisational citizenship 

behaviours (OCB)  

¶ Accumulated experience and 

knowledge  

¶ Extensive professional networks  

Approaches to Address the Ageing 

Workforce 

 

Workforce planning and retirement 

projection 

¶ Prioritising hiring younger workers 

¶ Ensuring business continuity through 

skills and knowledge transfer 

 

Leveraging technology to mitigate the 

impact of ageing workforce 

¶ Use of technology to manage 

manpower crunch 

¶ Use of technology to foster age-

inclusive work environment 

 

  

Research Question 4. What are the policies and practices to plan, recruit, retain, 

and develop employees to address an ageing workforce?     

Initiatives to Recruit 

¶ Ensuring fair hiring   

   

Initiatives to Attract and Retain  

¶ Providing more medical/healthcare incentives   

¶ Implementing flexible work arrangements   

¶ Implementing flexible leave entitlement    

¶ Supporting mental wellness  
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Initiatives to Engage and Develop  

¶ Implementing engagement surveys/feedback systems   

¶ Creating opportunities to engage in mentorship roles   

¶ Offering training opportunities    

   

Initiatives to Support Retirement  

¶ Offering part-time employment options   

¶ Offering re-employment options   

¶ Extension of health insurance benefits in re-employment contracts 

Table 4: Themes and Categories for Employers 

 

Challenges and Opportunities with an Ageing Workforce  

We begin our interview by investigating challenges encountered by hiring managers as 

well as their perceptions towards mature workers. Semi-structured interview questions 

pertaining to this topic are:  

¶ What are some of the challenges that the organisation face with an ageing 

workforce?   

We also examine the positive impact that an ageing workforce can bring to businesses 

and organisations. The question asked to interviewees was:    

¶ Do you think ageing workforce, as compared to younger employees, is more like 

an asset or a challenge to your organisation? Why?  

  

Theme 1: Increased Business Costs 

 

Increased Manpower Cost. One of the biggest concerns that employers face when 

considering the employment of mature workers, is the high cost associated with their 

employment. The cost of employing mature workers exceeds that of hiring fresh 

graduates or younger workers. This is particularly worrying for smaller companies or 

SMEs who are strapped by a limited budget for manpower.   

 

ñthe expenses ratio that they hold is quite high as compared to the non-

mature workers. So we donôt go overboard also, we do have to take into 

account the budget, our budget in terms of manpower.ò     

 

ñthe limit of CPF contribution increase. So it will be a further increase in the 

amount we have to pay éBecause usually mature workers their salary is 

higher soéthose who previously we don't have to pay because they hit the 

limit, now we have to pay éYeah, so it will further, so this will definitely be 

a major expenses to our company because weéour budget is not enough.ò  
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Furthermore, because of an ageing workforce, employers will have to invest more into 

their employeeôs healthcare insurance, which contributes to the overall cost of employing 

mature workers. Increased medical costs may act as a deterrence in employing mature 

workers. Poorer health conditions of mature workers are also perceived as a liability in 

terms of the associated medical costs. 

 

ñI think an ageing workforce, I think first of all, there's a higher cost of our 

health care insurance, right? Because you know, they see the doctor more 

often right. And then in my company we not just cover the employees, we 

cover their dependents as well. Yeahéof course there's a higher cost of 

you know health care that the company needs to absorb ð health concerns, 

higher health premiums.ò   

 

Increased cost of benefits (e.g., healthcare) was also found to be a top challenge that 

organisations are facing as seen in Figure 23 (51% as compared to the average of 47% 

for all other challenges).  

 

 

Figure 23: Extent of Challenges Encountered with Mature Workers  
 

For employers with mature workers in the team/organisation, significantly more of them 

have encountered the challenges listed to a large or very large extent. 
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Figure 24: Extent of Challenges Encountered with Mature Workers ï Role in Organisation 

 

Perceived Increase in Productivity-Pay Gap. An extension of the higher cost of 

employment, is the perceived low productivity compared to high wage cost among mature 

workers. To maximise cost efficiency, employers have commented that it is imperative for 

the investment in employees to produce an equal level of outcome. Some HR managers 

have expressed their worries regarding the mismatch of mature workersô productivity 

levels and the companyôs investment in them. 

 

ñthey do require more expenseséand the amount of work output, itôs 

relatively lesser even though they are more experiencedéBut, itôs relatively 

lesser as compared to the amount of input we put to them.ò   

 

ñit's not a cost-effective approachéSo that's why it is difficult to retain 

themébecause ultimately we are aiming for a cost-effective business.ò   

 

In general, the most commonly faced challenge expressed by employers would be mature 

workers being unable to keep up with higher work demands.  
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Figure 25: Perception of Challenges Faced by Employers with Regards to Mature Workers 

 

However, the perception of the increase in productivity-pay gap could be a stereotype. 

HR leaders might harbour negative attitudes towards the productivity levels of mature 

workers and consider them to be less productive than younger workers. This presumption 

of a lower productivity level in mature workers could be a result of them often having 

multiple life commitments including caregiving duties towards their children and parents. 

This might be a cause for apprehension in employers when employing or retaining mature 

workers as the management and balance of professional and personal commitments 

becomes even more critical in ensuring work productivity is not affected.     

 

ñBut we've also realised that at this stage of your career, right? With at- 

when you're 40 plus, you have multiple commitments in lifeé I have a family 

to take care, I have a child to take care, and you drop in school, pick up, 

household chores to do, and I also have a 10-hour work to do. On top of it, 

if you were asking me to learn to be relevant, I don't have the time.ò    

 

ñneed to take time off to maybe, you know see to some personal matters, 

or go to the doctor, and things like that, so that may have an impact on 

productivity.ò  

     

 

Theme 2: Facing Resistance to Organisational Changes 

 

Skills Gap in Mature Workers Coupled with Resistance to Upskill. Mature workers 

are at risk of becoming irrelevant to the needs and requirements of the current job 

demands. They need to constantly update their skills to remain relevant amongst and 

competitive to their younger peers. Participants mentioned that there is difficulty in 

ensuring their mature workforce continue to upgrade and acquire applicable skills for an 

everchanging workplace dynamic, such that they do not lose out to the younger 

generation.   


