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Executive Summary 

The following are the recommendations for the joint position paper on enhancing 

Singaporeans’ employability and competitiveness by the Young PAP (YP) and the PAP Policy 

Forum (PPF): 

Students 

1.  Shaping our schools by focusing on a more dynamic and generalist syllabus as well 

as developing career guidance resources from the secondary school level. 

2.  Getting the industries more involved by creating incentives for them to offer holiday 

attachments to students so as to help students find interesting and meaningful jobs. 

New Workers 

1. Provide incentives to expand the Industry Scholarship Scheme to allow more young 

entrants to the workforce to work closely with prospective employers which would help them 

choose the right skills to learn, as well as experience working life and understand job 

requirements better.  

2.  Help more industry bodies create an eco-system of accreditation for skills and 

specialisations and provide better career development advice. 

Mid-Career Workers 

1. Support development of a regional and global workforce and leaders. This is in addition 

to the Leadership Development Initiative under the Skills Future program (which is focused on 

employers). The purpose is to give more support in the form of relocation allowances, CPF 

top ups/matching contribution, and training for workers who are seconded. 

2.  Increase resources available to displaced professionals, managers, executives and 

technicians (PMETs) so there is more customised guidance provided to help keep their 

displacement period to a minimum. For senior PMETs who have relevant experience, they 

could be guided to find roles which taps on their expertise - such as advisory or mentoring 

roles in Silver Enterprises1 set-up, under the fund mentioned in the Silver Workers section.  

Silver Workers 

1. More incentives and programmes by the Government to help the diverse range of 

companies in Singapore re-design jobs to better meet the needs of an increasingly ageing 

workforce.   

2.  To set up a fund to provide venture and social capital to Silver Enterprises and 

promising projects by private individuals or enterprises, which create employment for 

Singaporeans of all ages.  

 

-----  

                                            
1  Silver Enterprises means any businesses: a) started by seniors; b) with products and services targeted at seniors; and c) 

that hire seniors as their primary work force. 
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Introduction 

Enhancing Singaporeans’ Employability and Competitiveness 

We live in a time where technology is driving change in the global economy at a greater rate 

than previously known. In 2010, Comrade Lee Kuan Yew when speaking on entrepreneurship, 

technology and business leadership said:  

“What is the difference between these factors in the past and at present? In their 

fundamentals, I believe, neither entrepreneurship nor business leadership has 

changed. What has changed, and changed beyond recognition, is technology.  

Technology has required entrepreneurs and business leaders to think and act global. 

They cannot avoid collaborating with, or competing against, others internationally.  

An entrepreneur wins or loses in competition against all others in his line of business, 

whether they are national or foreign players, because all players will be able to enter 

his national domain and compete against him.” 

We, as Singaporeans, must deal with the twin winds of change and global competition wrought 

by technology. To continue to be exceptional, we must be willing to adapt, meet the global 

challenges and continually enhance ourselves in the right manner so we remain competitive 

and employable.   

It is important that we aspire to change the world and not find ourselves left standing, with the 

world changing and leaving us behind.   

To further this aim, while recognising the different mind-sets and issues that various 

generations of Singaporeans face, the PPF and the YP have gathered feedback through 

various channels and put together a paper with suggestions to help Singaporeans stay 

employable and competitive. 

We have divided our recommendations along four main demographics, students, young 

workers, mid-career workers and silver workers. We hope that these recommendations will 



 

Page 4 of 10 

 

allow Singaporeans to be more adaptable in addressing the growing demographic changes 

as well as keep Singapore competitive in the years ahead.  

1) Students 

a)     Current Position 

In an environment of global competition and faster change, there is much discussion 

on how Singapore students need to move beyond exams, the paper chase and career 

choices, predicated on remuneration, and to learn skills that lead them to interesting 

and meaningful jobs. 

b)       Issues 

The challenges facing students are: 

(i) job requirements changing faster than students with the requisite skills can be 

trained2; 

(ii) over-emphasis on certificates over practicality; and 

(iii) remuneration expectations skewing career choices. 

c)       Policy Call 

(i) Shaping our schools by: 

 (A) shaping the syllabus to be more dynamic and generalist.  The pace of 

change means more frequent review of school syllabus forms an 

increasingly important role. At the same time promoting soft skills and 

more generalist abilities of positive self-expression and problem-solving 

becomes important so as to promote flexibility and global job 

competitiveness; and 

                                            
2  The Hays Global Skills Index 2016, produced in collaboration with Oxford Economics 
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 (B) introduction of career guidance departments in each secondary school 

to help inform students about career diversity and sunrise industries as 

well as facilitate work experience programmes, as early as from 

secondary school. This will allow students to better understand the 

various types of jobs in the market, diversifying their options and 

choices from a young age. This will also provide guidance and prevent 

a paper chase to acquire unnecessary certifications.   

(ii) Getting the industry more involved by creating incentives for industries to offer 

holiday attachments to students, which would help students secure jobs which 

they find interesting and meaningful. The industries can also be actively 

encouraged to shape the education and skills imparted to students. This will 

improve the skills set of the students, allowing them to be more relevant to the 

industry from an early stage.  

2) New Workers 

a) Current Position 

The resident unemployment rate of the below-30 age group was 5.1% in 20153. This 

is in contrast to the national average, which stands at 2.9%.   

b)   Issues 

Many young workers do not work in the industry they are trained in, e.g. engineers end 

up entering the financial industry. At the same time, young workers are facing a “need 

experience to get a job, need a job to get experience” paradox due to a mismatch of 

skills with industry expectations. 

 

                                            
3  3rd quarter 2016 labour market report, http://stats.mom.gov.sg/Pages/Labour-Market-Report-3Q-2016.aspx, retrieved Jan 

2017 
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c)       Policy Call 

(i) Expand the Industry Scholarship Scheme4 to allow more young entrants to 

work closely with prospective employers making their academic journey more 

focused and allowing them to experience working life and job requirements 

better. This programme would help young workers choose the right skills to 

develop and find the jobs they want to do: 

(A) companies could be encouraged to join by co-funding the salary of 

workers employed through this programme; and 

(B) recruitment from non-conventional sources (e.g. schools for the 

disabled) could also be encouraged by providing tax incentives for 

companies who successfully recruit or provide internships from these 

sources. 

(ii) Helping industry bodies strengthen support for their members. Good practices 

which industry bodies could be encouraged to adopt include: 

(A) creating an eco-system of accreditation for skills and specialisation.  

Two good examples would be the Chartered Engineer (Singapore) 

Registry5 and Allied Health Professionals Council6. This ensures that 

the professionals and masters uphold the standard of the profession 

whilst providing a tangible road map of development for the young 

entrants; and 

(B) reducing structural employment by helping these same bodies develop 

career guidance courses and services to increase awareness on 

possible career paths which may lie across different facets of the 

                                            
4  https://www.singaporeindustryscholarship.sg 
5  http://charteredengineers.sg/ 
6  http://www.healthprofessionals.gov.sg/content/hprof/ahpc/en.html 

 

https://www.singaporeindustryscholarship.sg/
http://charteredengineers.sg/
http://www.healthprofessionals.gov.sg/content/hprof/ahpc/en.html
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industry as well as completely different industries.  Information could 

also be shared on projected outlooks on the various industries so these 

bodies can help provide informed career guidance. 

3) Mid-career Workers 

a) Current Position 

The number of job seekers continues to exceed the number of available vacancies in 

2016, the first time in four years this is occurring, with only 91 vacancies for every 100 

unemployed persons. Furthermore, redundancies in Q3, 2016 were higher than they 

were in the prior year7. 

Amongst these jobseekers, PMETs, residents aged 50 & over, and those with tertiary 

education posted below average re-entry rates into employment8. 

b)  Issues 

Often, mid-career workers face the greatest obstacles in finding and keeping their jobs, 

due to a multitude of reasons, some of which are outlined below: 

(i) mismatch in jobs and skills. Steps have been taken to address this, like the 

recently enhanced Professional Conversion Programme (PCP) and Skills 

Future initiatives9. We suggest further support for segments of workers who are 

unable or unwilling to take on full-time degree programmes or technical courses;  

(ii) being over-qualified for jobs for which a market no longer exists;  

(iii) inability to keep up with an ever-changing industry, especially in the higher 

skilled sectors. Recent analysis shows that PMETs are most likely to be made 

                                            
7  Labour market key indicators, http://stats.mom.gov.sg/MobilePages/KeyIndicators.aspx, retrieved Jan 2017 
8  3rd quarter 2016 labour market report, http://stats.mom.gov.sg/Pages/Labour-Market-Report-3Q-2016.aspx, retrieved Jan 

2017 
9 Lim Swee Say, 2016, Committee Of Supply speech, http://www.mom.gov.sg/newsroom/speeches/2016/0408-speech-by-

minister-at-cos-2016 
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redundant, forming the majority at 73% of those made redundant in Q3 201610; 

and 

(iv) lack of experienced local workers able or willing to take up global / regional 

leadership roles. This results in plum leadership roles going to foreign talent 

which creates resentment among local workers and limiting exposure of local 

workers thus weakening the local workforce. 

c)  Policy Call 

(i) Support development of regional and global workforce and leaders.  Apart from 

the Leadership Development Initiative under Skills Future (which is focused on 

employers), more support in the form of relocation allowances, CPF top 

ups/matching contributions, and training can be given for workers who are 

seconded overseas. Furthermore, companies should be encouraged to 

develop a structured programme for knowledge transfer from foreign talents to 

local PMETs and management leaders. 

(ii) Increase resources available to displaced PMETs. This can be either through 

WSQ or other stakeholders like NTUC, so there is more customised guidance 

and hand-holding to help displaced PMETs during the challenging period when 

they are displaced, with the intent to make their displacement period as short 

as possible. In the case of Senior PMETs who have relevant experience, to 

consider helping them find roles which tap on their expertise to play advisory 

or mentoring roles in Silver Enterprises, set up under the fund mentioned in the 

Silver Workers section. 

  

                                            
10  3rd quarter 2016 labour market report, http://stats.mom.gov.sg/Pages/Labour-Market-Report-3Q-2016.aspx, retrieved Jan 

2017 
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4) Silver Workers 

a)  Current Position 

Older workers are the most likely to be retrenched, with 32.9% of all workers 

retrenched on Q3 2016 being 50 & over11.  

Singapore workforce growth is also slowing from 2% in 2015 to 1% by 2020. This is 

due to a significant drop in the foreign workforce, where the average in the last five 

years of 55,000 per year will drop to 20,000 – 25,000 in the next five years12.   

b)  Issues 

Older workers, with their wealth of experience, have the potential to play a significant 

role in stemming the decline of the Singapore workforce and providing solutions to 

improve productivity gain. However, several difficulties to their employability exist: 

(i) lack of relevant skills, education and mind-sets required by the industry - rapid 

change and disruptive technological advancement render old skills obsolete; 

(ii) perception of older workers - employers may be biased against older workers 

in their perception of the latter's abilities; and 

(iii) work environments designed for younger workers – the number of younger 

workers in the job market versus that of the silver workers, driven by market 

forces of demand and supply in new industries, tends to result in jobs being 

designed and created for the younger generation. 

c)  Policy Call 

(i) Provide more incentives and introduce programmes to help the diverse range 

of companies adapt to the changing employment demographic in Singapore 

                                            
11  3rd quarter 2016 labour market report, http://stats.mom.gov.sg/Pages/Labour-Market-Report-3Q-2016.aspx, retrieved Jan 

2017) 
12 Minister Lim Swee Say, 2016, Committee Of Supply speech, http://www.mom.gov.sg/newsroom/speeches/2016/0408-

speech-by-minister-at-cos-2016 

http://www.mom.gov.sg/newsroom/speeches/2016/0408-speech-by-minister-at-cos-2016
http://www.mom.gov.sg/newsroom/speeches/2016/0408-speech-by-minister-at-cos-2016
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and give them support to re-design jobs to better meet the needs of an 

increasingly ageing workforce. 

(ii) Set up a fund to provide venture financial and social capital to Silver Enterprises 

and promising projects by private individuals or enterprises, which create 

employment for Singaporeans of all ages. This can be named the ONE 

Singapore Job fund. It can be managed by professional fund managers with 

relevant exposure to impact investment, and funded by both public and private 

partners like the National Research Foundation, The Tote Board, philanthropic 

foundations, individual venture philanthropists, and impact investors. 

Conclusion 

The aim of this paper is to make recommendations to enhance Singaporeans’ employability 

and competitiveness in a challenging economic climate where competition is global and cycles 

of change grow shorter and shorter. 

 

“Things are changing fast, old models are not working, new models are coming thick 

and fast and we are having to adjust and to keep up. Because of technology, 

globalisation, and the disruption will happen over and over again relentlessly.” 

- Comrade Lee Hsien Loong, 2016 National Day Rally Speech 

 


