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Methodology

7,644 employees across
Australia, China, India and
. Singapore
People at Work 2022: A Global Workforce View (Including 2,003 gig workers)
explores employees’ attitudes towards the ;
current world of work and what they expectand Spain

hope forfrom the workplace of the future.

ADP Research Institute® surveyed 32,924 workers
in 17 countriesaround the world between 1

Novemberand 24 November 2021 including over India
8,685 working exclusivelyinthe gigeconomy. In \Q#"'

Singapore, 1,907 workers were surveyed across a ] ” N l' l,‘ s.ngapore
range of industries and regions. -5 f “ )
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Executive summary

Many sectors in Singapore are experiencing significant skills and
talent shortages. Singaporean workers are concerned that their
skills are becoming outdated and only 12% believe that their job or
industry is future-proof.

There is significant demand for skills training with almost four in five
workers wanting to improve their skills. Two-thirds have personally
invested in improving their development. However, only half report
having discussed their skills and training requirements and career
progression with their employer.

A large gap exists between the training employees expect their
employer to provide and what is actually delivered. This gap is
widest for older workers —72% of those aged over 45 expect their
employer to provide skills training, but only 43% feel like their
employer invests in their skills.

Both employers and government have a role to play. There are
substantial benefits for employers in developing skills training
programs. Employer-designed programs ensure that employees
develop skills that are relevant to the future of the industry, provide
opportunities to use newly acquired skills in practice, and reduce
employee fears over job security.
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Introduction

With the exception of 2020, Singapore has consistently
experienced sustained economicgrowth for the past
twentyyears. Itiswell positioned as a global trading hub
with economicand cultural links across the Asia-Pacific
region.

The government has invested heavily in attracting
technology, finance and advanced manufacturing
companiesto locate in the city, creating volumes of high-
skilled jobs.

Unfortunately, the development of human capital has not
kept pace with the speed of economictransformation and
technological change.

With more workers leaving the workforce than ever

before, we needtorethink ourapproach to the
Singaporean workforce.
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Singapore needs a new set of skills

Despite avariety of government schemes, the skills of many
workers are often misaligned with those needed in today’s
modern economy.! Datafrom the Singapore Ministry of
Manpower data from September 2022 shows there were
108,000 open positions, avacancy of 5 percent. Thisis more
than double the long-run pre-pandemicaverage.?

Today, there are significant talent shortages across anumber of
sectorsincluding financial services, IT, construction and the
publicsector.

Labor market disruption driven by technological change is not
unique to Singapore. Technologies such as Al and robotics are
makingit possible to automate ever more complextasks. Asa
technologically advanced, global economy, Singapore is atthe
forefront of these changes. Yet many workers fearthat their
skills are rapidly becoming out of date and fear for theirjob
security.

*Singapore Budget 2022 statement by Finance Minister Lawrence Wong [Video], The
Straits Times, YouTube, 18 Feb 2022

2 Statistical Table: Job Vacancy, Ministry of Manpower, 15 Dec 2022



https://www.youtube.com/watch?v=_0M96RlE7xA&t=4s
https://stats.mom.gov.sg/Pages/JobVacancyTimeSeries.aspx

Technology is changing the workplace Figure 1: How future-proof is your job or industry?

Fearthat robotsand automation willeliminatethe need for

workersisoverblown — humansare neededto design, build, 50%
run and maintain systems — butitis true that technology is 45% 45% 46% 46%
driving sustained changes across the labor market. The impact 0%
of technological change onjobsisaveryreal concernfor many 38%
Singaporean workers. £
30%
The younger half of the workforce, those aged 18-44, 25%
increasingly expecttheirjobsto be negativelyimpacted by 20% 2%
technology overthe comingyears. 15% 8%
13% 12% 2%
The percentage whofeel theirjobissecure hoversataround L0 9%
just 10% forthese age groups (figure 1). 5%
0%
In contrast, around two-fifths of workers put significant value 18-24 25-34 35-44 45-54 55+
on job security. This mismatch has the potential to create stress AU
and anxiety forworkers. Italsoincreases the number of people
actively looking to change jobs oreven more industries
entirely. | have or am actively trying to change my job/industry

| think my job/industry is secure and | am not considering a change
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One of the key drivers of this anxiety is the feelingamongst
many workers that theirskills are not future-proof. Almost
fourin five Singaporean workers believe they need to improve
theirskills.

Companies that wantto avoid heightened attrition risk, need
to actively seek ways to address concerns about future job
securityin orderto retain talent. One in 10 workers have
already made a change and a third are actively looking for
new opportunities. Both SMEs and MNCs face similar
challenges (figure 2), butemployees of smallerfirms tend to
be more concerned about future employment prospects.

There are many actions that companieslooking to address
these concerns can take, beginning with a credible assessment
of the likely impact of technological change on their workforce
overthe mediumterm.

The information canthen be used to design training programs
and career pathways that help retain institutional knowledge

during digital transformation. Not taking steps to help workers
adapt and acquire new skills carries the risk of losing valuable

know-how of key individuals.
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Figure 2: Changing jobs by company size
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Employee expectations unmet

Employees have high expectations of theiremployers regarding
training and talking about career progression and skills. Yet
they’re often not met.

The percentage of employees reporting that they discuss skills
and training with theiremployer declines significantly with age
—froma peak of 57% forthose aged between 25-34 years to
less than 40% of those aged over55.

Anevenmore extreme patternisvisible when looking at career
progression. Half of 35-44 year-old workers report discussing
careerprogression with theiremployer, but this percentage
fallstojusta third for those aged 45-54.

There is much skill level variation across differentindustries. *
Industries with higheraverage skilllevels such as Finance,
Mediaand Information, and IT are all rated relatively high
(63%). Comparatively, just 45% of workersinlower skill
industries discuss training and development needs, and only
twoin five talk about career progression.

* Based on the Standard Occupational Classification System. In this report we refer to high, medium

and low skill industries.
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Figure 3: My employer and | discuss my...

60% 56% 57%
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40%

0,
30% 37% 34%

20%

10%

0%
18-24 25-34 35-44 45-54 55+
Age group
== Skills and training requirements

= Career progression



Larger companies tendto be betterat engaging employees
in conversations about the future. Companies with
between 500 and 1000 employees are the most likely to
discuss training and skills (66%). Small and micro-businesses
are the least likely (42%).

There are lessons here for companies inall
sectors and of all sizes.

If we look at the labor market as a whole, only half of
workers are having conversations about their future. We
know that employees want those conversations by their
responsestoarange of questions, including whetherthey
feel secure intheirjobs, orbelieve they have skills needed
for the future workplace.

Discussions about training, skills and career progression
need to be appropriate toan individual’s career stage. A
personintheirmid-40s likely has at least another 20 years
inthe workforce. Having pragmatic conversations about
how the industry is changing, the skills that they may need
to develop as the nature of work evolves, and opportunities
to grow should be a key part of any company’s talent
retention program.



Figure 4: | have considered changing industries in the
past 12 months.

Major career changes

One of the most startling findingsin the year’s People at

Work 2022: A Workforce View Singapore survey results is
the sharp increase in the number of Singaporean workers
considering a major career change. 359%

40%

Almost athird of workers (31%) have actively considered 30% "o, 33% 33% 329
changingtoa new industryinthe past 12 months. The ° 30%
highest percentages in mediaandinformation (39%) and 25%
leisure and hospitality (36%). 20%  24%
This comparesto justa quarter of those workingin the 15%
education and healthcare sectors. 0%
Thereisalsoa clearrelationship between company size and 5%
the number of workers considering a major career change.

0%
Numbersrise from less than aquarter of those working o S 3 ) & S 5
. . . . IS © ; T e o
incompanies with less than 10 employees to a third of © © N a 9 =
workers in companies with more than 250 employees. This © © ©
islikely areflection of the higherrates of engagement at Companysize; no. ofemployees

largerfirms.
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Age is a strong predictor of whether someone
has considered a major career change.

Millennials, who roughly alignto those in the 25-44 age group
are the most likely to have considered a major careerchange
(35%). Arguably unsurprising.

Olderworkers seem more comfortable that theirjobs will
existinasimilarformforthe next 10 years. Those with 20-40
years leftinthe workforce are more likely to see the
potential fortechnological change toimpact them directly.

Workers with low expectations of job security feeling
threatened by technological change are more likely to
experience low moraleand higherstress. Thisis driving many
to contemplate pre-emptive career movesto prevent
stagnation.

Companies needto engage theiremployeesin honest
discussions about the changesimpacting the industry and the
skillsthatare needed now andinthe future. The benefits of
doingthisinclude reducingemployee churn, retention of
institutional knowledge and a more satisfied, engaged
workforce.

11



Investing in the skills of tomorrow

Who is responsible for providing skills training?

In the context of economictransformation and technological change,
employers, government and individuals all have arole to playin
ensuringthatworkers are equipped with the skills they need to thrive
inthe modern, globalized economy.

Copyright © 2022 ADP, Inc. Proprietary and Confidential.




Employees are well aware of the need to Figure 5: | have personally invested in improving my
upgrade their skills. skills
However, there is substantial variation across different groups

interms of who they believe is responsible for providing skills
training.

72%

The most striking differences are between youngerand older
workers.

Youngerworkers are significantly more likely to place the onus

on the individual —72% of those aged 25-34 have personally
invested inimproving their own skills — compared to 63% of
those aged between 45and 54. This pattern mirrors the share 00060600
who have used the internetto self-learn workplace skills. "' n
Workersin higher-skilled industries are more likely (72%) to ' '

have investedin developing skills than those in lower-skilled

sectors (65%).
18-24 25-34 35-44 45-54 55+

Age group
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Online learning, YouTubeoronline courses, offeralow-cost,
efficient way to acquire hard skills. However, younger
digitally-native workers have differentlearning preferences to
older, less technologically proficient workers who may find it
difficult oruncomfortabletolearnonline.

Independentonline learning works best for developing
technical skills. Forexample, how to use a piece of software. It
isless effective at helping workers develop the soft skills such
as problem solving, analytical thinkingand communication —
skills needed to maximizethe value of software appliedinthe
workplace.

Online training has animportantrole toplayinthe
development of career-stage relevant training programs.
However, companies need to be cognizant of its limitations
and support workers who may be less familiar with the
resources available onlinein gaining access torelevant
programs.

When 60% of workers have invested in developing personal
skills, itcould be easy foremployers to justify notinvestingin
training and skills development —most workers will doit for
themselves. However, the fact that workers are learning new
skills does not necessarily mean they are acquiring the specific
skills needed fortheircurrentrole.

Copyright © 2022 ADP, Inc. Proprietary and Confidential.

Figure 6: What mechanisms are you using to facilitate
your training and develop your skills?

70%
60%
50%
40%
30% .
20%
10%

0%
1-9 10-49 50-99 100-249 250-500 501-999 1,000+

Employersize; no. of employees

e -ormal certification
e Government training program
| am not using any mechanisms
e \entorship
e \ly company's Learning and Development courses
=Y ouTube/Internet self-learning

14



Employer training schemes: A missed
opportunity

With more people leaving the workforce than entering, the
next generation does not have enough new entrants joining
the workforce to offset the trend.

Thisis not a one-time event. Every yearfrom now on, there
will be fewer workers available than there are today.

Companies need to reassess their populations and take greater
stepsto provide continued development pathways for
experienced and older workers.

All age groups expect theiremployerto provide skills training.
However, figure 7shows a large gap between what employees
expect fromtheiremployerand what they say they receive.

Copyright © 2022 ADP, Inc. Proprietary and Confidential.

Figure 7: Missed expectations (by age)

71% 69% 70% 73%

61%/

>20%
54% 56%
49%
44% 42%
18-24 25-34 35-44 45-54 55+

Age Group

= | expect my employer to provide skills training

= My employer invests in developing my skills
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The gap between expectations and reality exists for Figure 8: My employer provides career stage relevant
all ages, industries and size of company. training

The gap is widestforolderworkers — 72% aged over45 expect
theiremployerto provide skills training, but only 43% feel their
employeractually investsin theirskills.

Interestingly, workersin higher-skillindustries had slightly lower
expectations of theiremployers, butalarge proportion responded
that theiremployersinvested in their skills.

In contrast, those inlower-skill industries had higher expectations,
whichwere less likely to be met. The average gap was 15
percentage points forhigher-skill industries and 25 percentage
points forlower-skill industries.
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Alarmingly, the percentage of workers who strongly agree that

theiremployerinvestsin developingtheirskillsis just 14%. 501-999

Only 16% believe they receivetraining tailored to careerlife stage.
The figure is highestfor Gen Z (aged 18-24) as many companies
have structured training programs for new entrants. Forthose
agedover45, only 10% strongly agree. Largeremployers typically
offermore training opportunities than SMEs. Somewhat agree Strongly agree
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For employers, investing in building skills
development programs have several benefits.

Companies understand the challenges facing their sector
and the skillsthey will need to survive and thrive, as well as
the areas in which they have skills shortages. Currently, less
than 30% of workers are actively participatinginacompany-
sponsored learningand development program.

By designingtraining programsto meetthese

challenges, employers can ensure that they have access to
the skillsthey need and that the training meets certain
guality standards. This does not necessarily require
significant financial investments. Smalleremployers work
with employeestofind relevant online or government-
accredited resources.

Employersareina unique position to complement

the acquisition of hard skills with opportunities to utilize
those skillsin practice. On average, roughly 70% of learning
isdone on the job, an employee who completes an online
course without the opportunity to use those skillsin
practice regularly will quickly lose them.
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The role of government support

The needto upskill and reskill Singapore’s workforce is well
established. The country hasinvested substantial sumsin
developing government-accredited training programs under the
SkillsFuture program. Thisis designed to give Singaporean workers
the skillsthey need to competeinthe global economy.3

Justundertwo-thirds of Singaporeans expect the government to
provide skills training. Take-up is reasonably high with 43% of those
surveyed have taken agovernment-accredited course.

Itisthe most common way in which those aged over 35 are
developing theirskills.

3SkillsFuture Singapore (SSG) Funding, 21 Nov 2022

Copyright © 2022 ADP, Inc. Proprietary and Confidential.



https://www.ssi.gov.sg/training/funding-information/skillsfuture-singapore-funding/

One areain which government programs have Figure 9: What mechanisms are you using to facilitate

an important role to play is in supporting SMEs your training and develop your skills?
in providing appropriate training opportunities.

Thereis a significant disparity in the opportunities available 0%

for employees of large organizations compared to smaller 60%
ones. They are less likely toinvestin providing skills training,

provide opportunities for career growth or take active steps o0%
to plan career progression. 40%
. 9 . . 30% o
70% of Singapore’s workforce work for SMEs. There is a risk P
that employees of these smaller companies fail to develop the 20%
skillsthey need to remain competitive. Itis understandable 0%
that smaller companies do not have formal training programs
in place, however, the lower uptake of government schemes 0%
is less easy to explain. 1-9 10-49 5099  100-249 250500 501-999 1,000+
Employersize; no. of employees
SMEs should considerinitiatives such as providing dedicated
training days to allow workers to take advantage of learning e Formal certification
opportunities. e Government training program
| am not using any mechanisms
The benefitsinclude amore competitive workforce, improved —— Mentorship
employeeretention and increased employee engagement. e \Vly cOmpany's Learning and Development courses

e ouTube/Internet self-learning
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Soft skills

Technological innovation is an ongoing, and continuous process.
Hard skills quickly become out of date. However, skills such as
creativity, resilience and entrepreneurialism are constant.
Applying new technologies to existing problems is something
that every successful business needs to do on an ongoing basis.

Soft skills are much harderto develop but should be atop
priority. In many cases, perceived gapsinthese areas are often
related to organizational structures, processes and incentives
ratherthan a lack of specificskills. Formal training programs
may not be appropriate.

Mentorships are a training strategy that can provide substantial
soft skill benefits. Agood mentor provides the tools, guidance
and support needed foran employee to grow in their career.
This can include giving ‘permission’ to try something new,
propose anideaor step out of theircomfortzone. They can also
help the company identify organizational issues preventing soft
skillsfrom being deployed effectively.

Mentorships are an under-utilized training strategy in Singapore
with lessthan a quarter of workers report havinga mentor
relationship. The number falls with age.
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Conclusion

These results highlight that workers across the economy recognize the
needto develop new skillsin the face of economictransformation and
technological change. Many workers are concerned that the jobs they
currently hold will not existin theircurrentforminthe yearsahead.
Indeed, alarge minority of workers are actively planning to change
industries.

However, despite the persistent reports of skills shortages, there is still
a significant disconnect between employee expectations of employers
interms of trainingand skills development, and whatemployers
actually provide.

Firms should be taking steps to determine the skills they will needin the
comingyearsand creating flexible training programs to develop those
technical skills. At the same time, they should be aiming to develop
work environments that facilitate the development of soft skills.

Companiesthat getthis right will benefit from a more competitive,
agile, satisfied and engaged workforce and increased employee
retention.
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Full global report:
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