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MERCER
ADImagine a workforce where every piece fits — by design.

Success depends on how we rethink work. It means using AI and smarter 
design to do more with less. And getting the right people, in the right 
roles, at the right time to build an agile workforce ready for tomorrow.

Attracting top talent requires embracing change. Keeping your people 
engaged and growing so they contribute their best. Recognising talent 
amid disruption by optimising total rewards. At the core, HR becomes a 
strategic powerhouse, orchestrating the pieces to create a resilient picture.

When every piece fits, the future isn’t just built — it’s built to last.

Building the 
future-ready 
workforce
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Singapore continues to demonstrate resilience and adaptability amid a dynamic global environment. While the
nation remains a leading hub for business and innovation, companies are navigating an increasingly complex
landscape shaped by economic uncertainty, technological disruption, and evolving workforce expectations.
These factors are influencing talent strategies and prompting organizations to rethink how they attract, retain,
anddevelop their people.

In September 2025, the American Chamber of Commerce in Singapore (AmChamSG) conducted its annual
Manpower Survey to capture the latest trends, challenges, and opportunities in workforce management. This
year’s findings reveal encouraging progress in several areas. Local talent availability and a business-friendly
regulatory environment are key factors that influence the choice of Singapore as a market for continued
investment. Companies reportpositive increases in the implementationofflexiblebenefitsandworkplacehealth
programs. Reductions in critical skill gaps among mid-level local talent—including creativity, adaptability,
entrepreneurial thinking, and communication skills position a promising pipeline of future leaders. Confidence in
local Institutes of Higher Learning remains strong, and employers continue to leverage the COMPASS
Framework effectively, with lower rates of Employment Pass rejections and greater clarity when rejections
occur.

Despite thesegains, newchallengesareemerging.Thepercentageofcompaniesplanning to reduceheadcount
hasdoubledover thepast year, andnearly half anticipate some jobdisplacementdue toartificial intelligence (AI);
within thenext twoyears.WhileSingaporeansandPRsarestepping in to takeonmore regional roles, thenumber
of Singaporeans in senior leadership roles has declined and limited exposure to overseas markets—is now
identified as the topbarrier for aspiring leaders.

Looking ahead, sustained collaboration between the public and private sectors will be critical to addressing
these challenges andbuilding a competitive talent ecosystem. Key imperatives include:

• Expanding opportunities for overseas exposure to prepare local talent for regional and global
leadership roles.

• Continuing to invest in reskilling and capability-building tomaintain progress in closing technical
and soft skill gaps.

• Supporting workforce resilience and adaptability in the face of technological change and
economic uncertainty.

As of 2025, more than 5,700 American companies operate in Singapore, underscoring their confidence in the
nation’s long-term prospects. By continuing to foster innovation, flexibility, and inclusivity in talent strategies,
Singaporecan further strengthen itspositionasaglobal businesshubandensuresustainablegrowth inaneraof
rapid transformation.

INTRODUCTION
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INCLUSIVEWORKFORCE

Figure 1.Measures takenbycompany tocreatean inclusiveworkforceandprogressiveworkplace

Q:Which, if any, of the followingmeasures does your company currently have in place to create an inclusiveworkforce andprogressiveworkplace?
Select all that apply or none. (n=116)

Providing flexiblework arrangements 77%

Implementingworkplace health programs 60%

61%Providing flexible benefits

Determiningworker’s fitness forwork basedon the objective
assessment of job requirements and relevant health or physical
conditions, insteadof solely basing it on age

41%

44%Nursing rooms

Parental leave and support for fathers andmothers 51%

Providing part-time re-employment opportunities 25%

28%Elder care support/leave

Restructuring employer-providedmedical benefits to additional
MediSave contributions or other flexible benefits 24%

More childcare leave than statutory requirement 25%

Engagingmature andotherworkers in structured
career planning sessions 18%

21%
Raising internal retirement and re-employment ages
above the statutoryminimum

Workplace accessibility audit 12%

7%Accommodations for neurodivergent employees

Noneof the above 16%

Redesigning job organization-wide to be age-friendly 12%

Other 6%

KEYFINDING1 Flexible work arrangements are provided by most companies; flexible
benefitshaveseenasignificant increase this year.

This section explores company initiatives and challenges in building an inclusive workforce, including flexible work
arrangements, diversity, and support for underrepresented groups.

Nearly 77% of companies now offer flexible work arrangements, with a significant year-on-year increase in flexible benefits
(up to 61%) and workplace health programs (60%). Parental leave and support for both fathers andmothers are provided by
over half of respondents, and the availability of nursing rooms,while slightly lower compared to last year, remains a focus area.
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KEYFINDING2
Awareness of SG Enable has remained on par with last year, but
companies continue to report low utilization around government
programs to support inclusivity for personswithdisabilities.

Familiar Somewhat familiar Not familiar

34% 32%33%

Figure2. FamiliaritywithSGEnable
Q:Are you familiarwith SGEnable? (n=99)

Yes–haveutilized No– aware, but have not utilized No–unaware of suchprograms

9% 36%55%

Figure3.Utilizationof governmentprogramsor funding to support employmentofPersonswithDisabilities (PWDs)

Q:Has your company utilized any government programsor funding to support employment of PWDs? (n=100)

AwarenessofSGEnable remains steady, but actual utilizationof governmentprogramssupportingpersonswithdisabilities
is low (only 9%have used suchprograms).
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KEYFINDING3
There isan increase innumberofpeopleworkingashortworkweek, anda
decrease in Hybrid–Office First mode of working, although it continues to
be themostpreferred.

The “Hybrid–OfficeFirst”model remains themost common, though its prevalence has decreased slightly.

HYBRIDWORKFORCEAND
ARTIFICIAL INTELLIGENCE

Figure4.Current preferredmodesofworking in yourorganization

Hybrid -OfficeFirst (most employeeswork onsite, but some
maywork remotely sometimes) 50%

43%

50%
36%

Hybrid - RemoteFirst (majority of staffwork remotely, but
somework in the office/onsite)

13%

13%
18%

27%

Complete flexibility (mix of all the options) 19%

19%
20%

31%

Remote - Synchronous (everyoneworks remotely, but
operateswithin coreworking hours)

6%
4%

3%
5%

1%
2%

3%
0%

Remote -Asynchronous (everyoneworks remotely, but the
work does not happen at the same time)

1%

3%
2%

9%

Shortworkweek (e.g., working 4days aweek)

100% in the office (all employees in the office) 9%

10%
7%

1%

Q:What is the current preferredmodeofworking in your organization? (n=102)
*2022data taken fromCCL’sWork 3.0 research report, (n=86)

2023 20242022 2025

Here,weexamine trends inhybridworkmodelsand theevolving impactofartificial intelligence (AI)onworkforcestructureand
job functions.
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Figure5.Adaptationof visionandprocesses/polices in termsofhybrid and/orflexibleworkarrangements

Embraced and adopted 46%
29%

49%
56%

22%

16%
11%

3%

Testing andpiloting

18%
23%

15%
16%Curated and communicated

15%
12%

31%
22%Still curating

No vision 5%

6%
2%

2%

Q:Where is your organization on the journey towards long-term vision and associated processes/policieswith respect to
hybrid and/or flexiblework arrangements? (n=101)

*2022data taken fromCCL’sWork 3.0 research report, (n=86)

2023 20242022 2025

KEYFINDING4 More organizations have moved to embracing and adopting visions and
policiesonhybridwork.

There is amarked increase in organizations piloting or adopting hybridwork policies, with 56%having fully embraced such
models.
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KEYFINDING5 With a positive shift of both mindset and skill sets, more colleagues and
peers are seenasHopefuls andChampionsof hybridworkenvironments.

Figure6.Stanceoncolleaguesandpeers’mindset andskills towardsahybrid and/orflexibleworkarrangement

Q:Domycolleagues andpeers have the “right” set of skills andmindset towards a hybrid and/or flexiblework arrangement? (n=101)
*2022data taken fromCCL’sWork 3.0 research report, (n=86)

M
in
ds
et
fo
rH

yb
rid

an
d/
or
F
le
xi
bl
e
W
or
k

Skill Set forHybrid and/or FlexibleWork

Hopefuls Champions

Traditionalists Skeptics

Hopefuls
Leaderswhobelieve in the power of hybrid and/or flexiblework, but areworking on their skills to alignwith newways
ofwork

Skeptics
Leaderswhohave skills, such as communication and learning agility, but are not fully convincedof the efficacy of the
hybrid and/or flexibleworkmodel

Champions
Leaderswhohave embraced the hybrid and/or flexibleworkmodel and champion it internally

Traditionalists
Leaderswith a fixedmindsetwhodonot "buy-in" to the concept of hybrid and/or flexiblework

21%
24%

2023

15%
2022

19%
2024

24%
2023

15%
2022

55%
2024

9%
2023

9%
2022

4%
2024

20%
2023

28%
2022

23%
2024

3%

61%

15%

Along with companies offering flexible work arrangements, there exists both the right mindset and skill sets for the hybrid
and/or flexible working environment. More than half of colleagues and peers are viewed as Champions, leaders who have
embraced the hybrid and/or flexibleworkmodel and champion it internally.
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KEYFINDING 6 The impactofAI onorganizations is notable,with almost half indicating
theyexpect somedecrease in thenumberof jobs in thenext twoyears.

Nearly half of companies expect somedecrease in jobs due toAI in the next two years, with data analytics, customer
service, and finance functionsmost likely to be affected.

47%7% 5%41%

Figure7. Impact ofAI on jobs inorganizations

Q:Howdoyou anticipateAI impacting the number of jobs in your organization over the next two years? (n=100)

Some increase in jobs Nochange innumberof jobs Significantdecrease in jobsSomedecrease in jobs

Figure8. Job functions impactednegativelybyAI

Q:Which job functions in your organization aremost likely to be negatively impactedbyAI in the next 1-2 years?Select all that apply. (n=116)

Not sure 42%

Finance and accounting 16%

Data analytics 28%

Sales andmarketing 12%

Legal and compliance 9%

Research anddevelopment 7%

Other 7%

Operations and logistics 13%

Customer service 16%

HRand recruitment 13%
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KEYFINDING7 There is a slight decrease in the number of women in the workforce,
includingat senior levels compared to last year.

WORKFORCE
REPRESENTATION
This section addresses the composition of the workforce, focusing on gender, nationality, and representation at various
organizational levels.

The proportion of women in theworkforce and at senior levels has stabilized after a significant post-COVID decline. With a
slight decrease over the last year, both in terms of percentage of women in the workforce and at senior levels, continued
focus ongender inclusion is needed.

Figure9.Proportionof total Singapore-basedworkforcecomprisingwomen

Q:Of your total Singapore-basedworkforce,what percentage arewomen? (n=111)
*Numbersmay not add up to 100%due to rounding.

Less than half of total Singapore-basedworkforce arewomen

More than half of total Singapore-basedworkforce arewomen

Prefer not to say

39%

57%

5%

2021

57%

41%

2%

2022

50%

48%

3%

2023

44%

53%

3%

2024

50%

48%

2%

2025
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Less than half of senior level Singapore-basedworkforce arewomen

More than half of senior level Singapore-basedworkforce arewomen

Prefer not to say

58%

38%

4%

2021

78%

21%

2%

2022

69%

28%

3%

2023

69%

26%

5%

2024

72%

24%

4%

2025

Figure 10.Proportionof total current senior level (director level or above)Singapore-basedworkforcecomprisingwomen

Q:Of your total current senior level (director level or above) Singapore-basedworkforce,what percentage arewomen? (n=112)
*Numbersmay not add up to 100%due to rounding.

KEYFINDING8 There is a substantial decrease in companieswhereSingaporeansand
PRsmakeupmore thanhalf of their senior levelworkforce.

Over the last two years, we see a continued trend of fewer Singaporeans andPRs in senior level (director and above) roles.
With 74% of companies having less than half of their senior level workforcemade up of Singaporeans and PRs, there is still
substantial progress to bemade in this area.

Figure 11. Proportionof total current senior level (director level or above)SingaporeanandPRworkforce

Q:Of your total Singapore-basedworkforce,what percentage areSingaporeans andPRs in a senior level (director level or above)? (n=114)
*Numbersmay not add up to 100%due to rounding; 2023data has beenomitted because it includes only Singaporeans.

Less than half of senior level Singapore-basedworkforce areSingaporeans andPRs

More than half of senior level Singapore-basedworkforce areSingaporeans andPRs

Not sure

Prefer not to say

52%

48%

2021

40%

60%

2022

56%

39%

5%

2024

74%

23%

3%

2025



AMCHAMSGMANPOWERSURVEY2025

TAMINGTHEALGORITHM:STAYINGAHEAD INTHEAGEOFAI

16

Less thanhalfofSingaporeanandPRworkforce inSingaporework ina regional role

More thanhalf ofSingaporeanandPRworkforce inSingaporework ina regional role

Notapplicable

Notsure

46%

45%

7%
3%

2025

52%

34%

7%
7%

2024

Figure 13.Proportionof total currentSingaporeanandPRworkforce, based inSingapore,working in a regional role

Q:Of your total current Singaporean andPRworkforce based inSingapore,what percentagework in a regional role? (n=116)
*Numbersmay not add up to 100%due to rounding.

KEYFINDING9
While lack of exposure to regional and global leadership remains a key
concernwhen hiringSingaporeans andPRs for senior roles, companies
report an increase in Singaporeans and PRs, based in Singapore, taking
on regional leadershippositionsover thepast year.

Figure 12.Biggest obstacles tohiringmoreSingaporeansandPRs for senior level roles (director level or above)

Q:What prevents your company fromhiringmoreSingaporeans andPRs in senior level
(director level or above) roleswithin Singapore?Select all that apply. (n=116)

Lack of exposure in overseasmarkets, global and regional
operations

46%

Competition fromother employees is too stiff 17%

Other 20%

Candidate believes pay is unattractive 16%

Candidate prefers not towork onweekends and/or public holidays 6%

Candidate finds theworking environment not conducive/
lack of officeculture fit

4%

Candidate finds the job toophysically strenuous 4%

35%Lack of necessary specialized skills

Lack of necessarywork experience 22%

26%
Lack of soft skills needed for senior positions (e.g., communication,
presentation, networking)

The increase in Singaporeans andPRs, based in Singapore, in regional leadership positions, coupledwith newgovernment
programs like theOverseasMarket Immersion Programme (OMIP), indicates that there is a growing and healthy pipeline of
Singaporeans to take on senior-level roles.
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KEYFINDING10
While the number of Singaporeans and PRs, based in Singapore,
working in regional leadership roles has increased, those taking roles in
otherSoutheastAsiaofficeshas remainedflat.

The Singaporean and PR workforce, based in Singapore, increasingly holds regional responsibilities, with 45% of
companies reportingmore thanhalfwork ina regional roleascompared to theprevious34%.Meanwhile, 40%ofcompanies
report thatmore than half of theSingapore-basedworkforce holds regional responsibilities.

Outside of Singapore, Southeast Asia offices remain largely locally staffed, with 36% of companies reporting less than half
of their employees beingSingaporean andPR,which is only a slight change from theprevious year.

Less thanhalf areSingaporeansandPRs

More thanhalf areSingaporeansandPRs

Notapplicable

Notsure

36%

16%

32%

16%

2025

38%

18%

11%

33%

2024

Figure 15.ProportionofSingaporeanandPRworkforceworking inSoutheastAsia (excludingSingapore)
Q: In your Southeast Asia offices, excludingSingapore,what percentageof all employees areSingaporeans andPRs? (n=116)

Figure 14.Proportionof currentworkforceworking in regional role
Q:Of your total currentworkforce based inSingapore,what percentagework in a regional role? (n=116)

40%49% 6%5%

Less thanhalf More thanhalf NotapplicableNotsure
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ATTRACTINGTALENT

KEYFINDING11 In the medium term, one fifth of companies plan to reduce headcount
this year; up 11% from last year.

25% of companies plan to expand headcount, while 22% expect reductions—double last year’s figure. Themajority (53%)
plan tomaintain current staffing levels.

Expand inheadcount ReduceheadcountStay thesame

34% 53% 13%2023

33% 55% 11%2024

25% 53% 22%2025

55% 33% 14%2021

45% 41% 14%2022

Figure 16.Outlookof companies in themedium term

Q:Given the current global situation, in themedium term, theSingapore officeofmycompany is going to: (n=100)
*Numbersmay not add up to 100%due to rounding.

This section evaluates strategies, challenges, and trends in attracting and retaining talent, including skills gaps, recruitment
practices, and talent development.
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KEYFINDING12 Manpower costs, skills mismatch, and ability to hire locals are key
challenges that companies face.

KEYFINDING13 Cost of living is the primary barrier for prospective employees
relocating toSingapore.

Figure 17.Keymanpower issuescompaniesare facing

Q:What are the keymanpower issues your company is facing?Select all that apply. (n=116)

Ability to hire locals 46%

Inability to obtain relevantwork or dependent passes
(e.g., meeting the qualifying salary criterion/quotas) 28%

Mismatch in skills due to the changing business needs 33%

Nochallenges 19%

9%Other

Inability to pass theComplementarity Assessment (COMPASS)
Framework for Employment Pass (EP) applications

14%

Manpower and associated costs (e.g., housing, schooling) 30%

58% 42%

Figure 18.Presenceofbarriers for employees relocating toSingapore

Q:Are there any barriers that discourageprospective employees from relocating toSingapore? (n=114)

Yes No

Figure 19.Barriers for employees relocating toSingapore

Q: If yes,what are somebarriers that have discouragedprospective employees from relocating toSingapore?Select all that apply. (n=66)

Cost of living 95%

Housing 56%

Other 15%

Difficulty in obtaining permanent residency 48%

Difficulty in obtainingwork visas 61%

Schooling 41%
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KEYFINDING14
Employers looking to hire entry-level talent find it challenging to recruit
local candidates with realistic salary, necessary technical skills and
promotionexpectations.

Employers report a narrowing skills gap among local entry-level candidates, but face challengeswith salary and promotion
expectations.

Figure20.Biggest obstacles in recruitingentry-level SingaporeansandPRswith less thanfiveyearsof experience
which result in hiring foreigners for those roles

What are the difficulties in recruiting entry-level Singaporeans andPRswith less than five years of experience that result in your company hiring foreigners?
Select all that apply or not applicable. (n=116)

Candidate's lack of technical skills and/or knowledgeessential for the job 33%

27%Not applicable -mycompanydid not recruit for entry-level roles in 2024

Candidate has unrealistic promotion and/or advancement expectations 32%

Lack of supply of local candidates 24%

Candidate has unrealistic salary expectations 34%

Other 8%

5%Poor culture fit

Candidate encumberedbypoor interview techniques 12%

Candidate's lack of professionalism 6%

Candidate's lack of previous employment consistency seems to be a "red flag" 12%
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KEYFINDING15 Companies optimism about the ability of Singaporean Institutes of
HighLearning topreparegraduates for theworkforce is high.

Figure21. Extent towhichSingaporean InstitutesofHigher Learningprepare freshgraduates
(thosegraduated less thanayear ago) forwork

Q: Indicate the extent towhich you thinkSingaporean Institutes ofHigher Learning (universities, polytechnics, and ITEs) prepare
fresh graduates (i.e., thosewhograduated less than a year ago) forwork in your company. (n=114)
*2023data includes polytechnics, ITEs and universities; pre-2023data only includes universities.

Not at all

4% 4%2% 3% 3% 3%
6%

2% 2%

28%
22%

15% 17%

24%

43%

26%
23%

21%

A little

4% 4%
8% 9%

5% 5%
9%

N/A -wehaveour own
training for new
employees

4% 6% 6%
10%

3%1%

9% 9%7%

Verywell

21% 21%19%

28% 30%29%
24% 23%22%

Well

24%

45%

52%

41%
35%

39%
35%36%33%

Fairlywell

2016 20182017 2019 2020 2021 2022 2023 2024

SomewhatdifficultVerydifficult to recruit for

Notatall difficult Notapplicable -didnot recruit for theseroles in2024

Management

Tech/IT

Sales

Operations

Marketing

44%

30%

12%

42%

19%

27%

43%

CustomerService

Finance

HR

21%

43%

40%15%

11%

45%10%

9% 37%

5%

33%

17%

27%

28%

24%

5% 16%

2% 18%

2%

59%

36%

31% 48%19%

29%

Figure22.Business sectorsmostdifficult to recruit SingaporeansandPRs for

Q:Of the business sectors here,which, if any, has your company haddifficulty in recruitingSingaporeans andPRs for in 2024? (n=110)
*Numbersmay not add up to 100%due to rounding.

KEYFINDING16 Management, tech/IT and sales positions are the most difficult to
recruit for locally.
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Figure23.Skill sets and/or attributesdifficult tofindamongSingaporeanandPRprofessionals
withmore thanfiveyearsof experience,which result in hiring foreigners for those roles

Q:What are the skillsets and/or attributes that are difficult to find amongSingaporean andPRprofessionalswithmore than five years of experience that specifically
result in your company hiring foreigners for those roles?Select all that apply or not applicable. (n=116)

Adaptability to newchallenges/resilience

34%Technical skills & knowledgeessential for the job

28%

Leadership

26%

Willingness to take risks/entrepreneurial spirit

28%

Overseas experience

17%

Creativity/critical thinking

28%

Communication skills

21%

Knowledgeof targetmarket/customers

18%

Willingness to staywith the company

26%

Other 9%

Not applicable - did not recruit for professional-level roles in 2024 10%

KEYFINDING17 Specialized technical skills and knowledge is the #1 reason to hire
foreignerswithmore thanfiveyearsof experience.

Employers face ongoing challenges recruiting local mid-to-senior level talent due to gaps in technical skills and leadership
abilities. Skill sets and attributes such as adaptability, creativity, critical thinking, and risk-taking have improved significantly
compared to last year, indicating progress and fewer gaps for employers seeking to fill higher-level roles with local
candidates.
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Figure24. Investment in traininganddevelopmentof localworkforce

Q:Howdoes your organization invest in the training anddevelopment of your localworkforce?Select all that apply. (n=116)

Mentorship programswith senior leadership 65%

Internalmanagement associate programs for high potential staff 53%

Other 11%

Overseas rotation to gain exposure 28%

Structured training programs 61%

Pairing localwith foreign specialists to promote skills transfer 22%

KEYFINDING18 Companies are continuing to pair structured training programs (internal
and external) with mentorship program to develop the local workforce.
Multinational Corporations (MNCs) use internal management associate
programs while Small and Medium Enterprises (SMEs) pair local talent
with foreign specialists topromote skill transfer.

MNC (n=88) SME (n=28)

Pairing localwith
foreign specialists to
promote skills transfer

29%
19% 21%

11%

Other
Mentorship

programswith
senior leadership

57%
67%

Structured
training programs

50%
63%

Internalmanagement
associate programs
for high potential staff

25%

63%

Overseas rotation
to gain exposure

21%
30%
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KEYFINDING19 Local talent availability and business friendly regulatory environment
continue to be key factors that influence the choice of Singapore as a
market for continued investment.

Figure25. Factors influencing investmentgrowth inSingapore

Q:What are the top three factors thatwill influence your organization's decision to growyour investments in Singapore
as opposed to diverting to othermarkets?Choose your top three choices. (n=116)

Sufficient pipeline of local skilledworkers 55%

59%Clear andbusiness-friendly regulatory regime

Lowcorporate tax environment 47%

Infrastructure and availability of industrial space 9%

15%Other

Access to skilled foreignmanpower 26%

Safety and liveability 16%



AMCHAMSGMANPOWERSURVEY2025

TAMINGTHEALGORITHM:STAYINGAHEAD INTHEAGEOFAI

25

WORKPASSAPPLICATIONS

Three-fourthsofcompaniesareconfident that theywillbeable toaccess
required talent under theCOMPASSFramework.KEYFINDING20

75% of companies report feeling supported by the government
programs tomeet their localmanpower requirements.KEYFINDING21

This section covers experiences andperspectives onwork pass applications, regulatory frameworks, and the impact of
government policies on talentmobility.

28%16% 26%30%

Figure26.Confidence inCOMPASSFramework

Q:Do you agreewith the following statement: “I amconfident thatmybusinesswill be able to access the
talent it requires to succeedunderCOMPASS.”? (n=114)

Yes, forentry level talent Yes, forsenior-level talent No, I’mnotsure Icanaccess the talent requiredYes, forall talent

Figure27.Government support for businesses tomeet localmanpower requirements

Q:Do you agreewith the following statement: “There is sufficient government support to helpmybusinessmeetmy local
manpower requirements (e.g., career conversion programs, governmentmatching services).”? (n=111)

Yes No

2025

75%

25%

2024

71%

29%
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87% 13%

Figure29.Awarenessof specializedworkpasses

Q:Beyond theEmployment Pass, are you aware of the suite of specializedwork passes (including thePersonalized
Employment Pass, EntrePass, andTech.Pass) that cater to businesses that need to bring in global talent? (n=106)

Yes No

Yes No

KEYFINDING23 9 in 10companiesareawareofspecializedworkpassesandmore than7 in
10 companies view the ONE pass, PEP, and Tech.Pass as useful to attract
global top talent.

KEYFINDING22 Companies are not feeling the impact of increases in Employment Pass
(EP) andSPassqualifying salariesonpass renewals asmuchas last year.

Notatall SomewhatVery little Quiteabit Agreatdeal

17% 9%19%35%20%

Figure28. Impact of changes toEPandSPassholders

Q:Does the increase inminimumqualifying salary for EPandSPass holders impact the renewal of EPandSPass holders? (n=99)

74% 26%

Figure30.UsefulnessofOverseasNetworksandExpertise (ONE)Pass

Q:Do you agreewith the following statement: “TheONEPass is useful to attract global top talentwith the skills and
expertise required to helpmybusiness grow.”? (n=91)
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83% 17%

Figure31.UsefulnessofPersonalisedEmploymentPass (PEP)

Q:Do you agreewith the following statement: “ThePersonalizedEmployment Pass (PEP) is useful to attract global top
talentwith the skills and expertise required to helpmybusiness grow.”? (n=93)

72% 28%

Figure32.UsefulnessofTech.Pass

Q:Do you agreewith the following statement: “TheTech.Pass is useful to attract global top talentwith the skills and
expertise required to helpmybusiness grow.”? (n=92)

Yes No

Yes No
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Figure34.Classificationsofworkpassapplications rejected

Q:Which classifications ofwork pass applicationswere rejected in 2024?Select all that apply. (n=36)

EP - new
applications

WP - new
applications

TrainingEP - new
applications

TrainingWP - new
applications

EP -
renewals

WP -
renewals

17% 16%
22%

44%

11%9%7% 6%

SPass -
renewals

SPass - new
applications

55% 53%

44%
36%

48%

19%

28%

16%

39%38% 41%

32%

5%
0% 0%

3% 5%
0% 0% 0%

39%

31%31%
25%28%

2021 2022 2023 2024

KEYFINDING24 Work pass rejection rates have significantly reduced. Awareness of work
passapplication requirementsandavailable resources remainsconsistent.

Figure33.Percentageof submittedworkpassapplications rejected

Q:What percentageof your submittedwork pass applications have been rejected? (n=104)
*Numbersmay not add up to 100%due to rounding.

Noapplications
rejected*

65%
70%

62%
65%63%

29%26%28%
21%

29%

10%or fewer

5% 6% 4%4% 4%

11-20%

2% 2% 3% 1%1%

21-35%

0% 0%2% 2% 0%

36-49%

0%1%4% 1%2%

50%ormore

2020 20222021 2023 2024

*For 2020 - 2023, percentages in this category include companieswhodid not submitwork pass applications that yearANDhadno applications rejected.

Companies submitting newEPapplications experienced significantly lower rates of rejections.
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Figure37.MOMresourcesused in2024

Q:WhichMOMresources did your company use in 2024?
Select all that apply. (n=70)

MOM'sOnlineSelf
Assessment Tool (SAT) 90%

ContactedMOMdirectly 37%

MOMwebsite, excludingSAT 37%

MOM’sWorkforce Insights Tool 29%

OtherMOMresources 3%

Mycompany employs the
services of external
consultants/agents

57%

Mycompany is already familiar
withMOM'swork pass
eligibility criteria

14%

29%
Mycompany is not aware that
such resources are available

Other 7%

Figure38.Reasons for not usingMOMresources

Q:What is themain reason your companydid not use anyMOM
resources prior to applying?Select all that apply. (n=14)

Yes –mycompany usedMOMresources prior to applying

Mycompany submitted applications forWP, but did not use
anyMOMresources prior to applying

Mycompanydid not recruit foreigners in 2024and therefore
did not need to determineWPeligibility

69% 17%14%

Figure36.UseofMOMresources todetermineeligibility ofworkpassapplicationsprior to applying

Q:Has your company used any ofMOM's resources to determine eligibility ofwork pass applications prior to applying in 2024? (n=101)
*Numbersmay not add up to 100%due to rounding.

Figure35.Reasonsgiven forworkpass rejections

Q:Whatwas the reasongiven for the rejection of appliedwork passes?Select all that apply. (n=36)

Reason for rejection not clear 25%

61%Candidate did notmeet thework pass eligibility criteria

Administrative error(s) in completingwork pass application 3%

11%Other

28%
Candidate did notmeet theCOMPASSeligibility criteria
(applicable for EPsonly)

Companydoes notmeet theFair Consideration Framework job
advertising requirements (e.g., job advertisement posted for less than
28days, EP salary is out of salary range in the job advertisement)

8%
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Sourced fromAmChamSGmembership, 116seniorexecutivescompleted the2025ManpowerSurvey.Both
MNCsandSMEsare represented in thesurvey,withmost respondents from theservices sector. Thesurvey
wasopen for responses fromSeptember 8 –September 30, 2025.

CompanySize¹
MNCs: 76%
SMEs: 14%

PrimarySectors
Services: 64%
Manufacturing: 27%
Other: 9%

ProfileofHRTeams inRespondentCompanies:

HowmanyemployeesareonyourHR team?

What is thegeographicalmandateof yourHR team inSingapore?
Select the largest scopeapplicable.

None 13%
1-5 employees 40%
6-10 employees 9%
11-20employees 12%
More than20employees 27%

Singapore only 13%
Southeast Asia (includingSingapore) 20%
Asia-Pacific (includingSingapore) 36%
Global 16%
Wedonot have anHR team inSingapore 15%

PROFILEOFRESPONDENTS

¹ TheSingaporeGovernment definesSMEsby the following criteria: Company group annual sales turnover notmore thanS$100millionORglobal employment size not
more than200workers.
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ABOUTAMCHAMSG

Established in 1973, the American Chamber of Commerce in Singapore (AmChamSG) is the largest and the most
active international business association inSingaporeandSoutheastAsia,with over660Americanandother global
companies with significant U.S. business interests. AmChamSG is an independent, non-partisan business
organization with the goal of offering insights and facilitating access and connections that provide members with a
comprehensive understanding of the local, regional, and global operating environments. Our mission - to create
value for ourmembers by providing advocacy, community, and thought leadership. Visit: www.amcham.com.sg

Formore information, contact:
Crystal Kim (Ms.)
Manager, Strategic Partnerships andDevelopment
AmChamSG
E: ckim@amcham.com.sg
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