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Female caregivers’ needs should be addressed in Budget 2021, says
the Singapore Alliance for Women in Ageing
SAWA repeats call for four policies to ease burden on women who care for their elderly
family members
18 January 2021 – The plans and programmes for Singapore’s post-pandemic recovery should
include special attention to the needs of female caregivers, says the Singapore Alliance for
Women in Ageing (SAWA).
Women who care for their elderly family members have been particularly hard-hit by the
Covid-19 pandemic, and Budget 2021 offers an opportunity to put in place policies that offer
additional support to female caregivers to help them meet their financial needs in retirement.
SAWA, which was established in 2018 by four organisations (AWARE, Persatuan Pemudi Islam
Singapura, Singapore Council of Women’s Organisations, and the Tsao Foundation), made this
point in its Budget 2021 submission.
SAWA repeated the call it made last year for the government to take a gender and life-course
perspective to ageing, and to adopt or enhance four policies that will increase the financial
capability of caregivers.
Two of the recommendations address the needs of working caregivers:
(1) Legislate the right to request Flexible Work Arrangements
(2) Convert paid Childcare Leave to Family Care Leave
The other two recommendations are to help ensure women caregivers’ retirement adequacy:
(3) Make CareShield premiums gender-neutral
(4) Ensure a high take-up rate for the Matched Retirement Savings Scheme that was
announced in Budget 2020, and make available annual gender/sex-disaggregated data
about the scheme.
SAWA referred in its Budget 2021 submission to the survey it conducted in April 2020 to
assess the impact of the Covid-19 pandemic on female caregivers.
A majority of the 42 women interviewed reported increased caregiving responsibilities due to
the closure or restricted availability of eldercare and respite facilities, services and support.
They also reported greater out-of-pocket expenses, and lower income.
On the need for legislation to give workers the right to request Flexible Work Arrangements
(FWA), SAWA pointed out that the pandemic had suddenly made tele-commuting and other
flexible arrangements the norm rather than the exception.
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The conditions thus now exist to make FWA a right that workers can request, subject to
certain conditions. DBS Bank, for example, has indicated its adoption of a hybrid work model
that allows employees to work remotely for up to 40 per cent of the time, alongside a new
job-sharing scheme.
With FWA established as a norm and a right, Singapore’s workforce would not lose the skills
and experience of women who need to care for elderly relatives and who have to give up their
jobs because of the inflexible work hours. If FWA allow them to continue working, they will
be better able to earn an income. This will allow them to save more for their retirement – and
thus not be dependent on the state or the community in their old age.
SAWA is heartened to see that what we had called for regarding the Matched Retirement
Savings Scheme (MRSS) being announced in Budget 2020. Moving forward, the progress of
MRSS and the annual gender/sex-disaggregated data on the scheme should be made
available to bring about better discussion and engagement on its effectiveness, and to
promote more targeted and effective suggestions in the near future. MRSS could even be
extended to women caregivers to better meet their retirement adequacy.
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About SAWA and its four members:
SAWA is an alliance of organisations that promote the independence, care, participation, dignity
and self-fulfillment of older women. We were established in 2018 to bring public attention to the
gendered nature of ageing. The four member organisations are:

AWARE
AWARE is Singapore’s leading women’s rights and gender-equality advocacy group. It was
founded in 1985 and works to identify and eliminate gender-based barriers through research,
advocacy, education, training and support services. AWARE embraces diversity, respects the
individual and the choices she makes in life, and supports her when needed.
Website: https://www.aware.org.sg/
PPIS
Founded in 1952, PPIS (Persatuan Pemudi Islam Singapura or Singapore Muslim Women’s
Association) is a non-profit organisation focused on services for women, family and children. PPIS
is dedicated to working with women of all ages in carrying out their multiple roles in society. We
run three core community services namely Family Services, Student Care and Early Childhood
Education (ECE).
With 16 centres islandwide, the services work seamlessly to provide quality and holistic support,
as well as developmental programmes for women and their families across the different phases
of their lives.
Website: https://ppis.sg/
SCWO
The Singapore Council of Women’s Organisations (SCWO) was established in 1980 as the national
coordinating body of women’s organisations in Singapore. SCWO has more than 50 member
organisations, which represent over 500,000 women, and it serves to unite them to work toward
the ideals of ‘Equal Space, Equal Voice and Equal Worth’ for women in Singapore.

Website: https://www.scwo.org.sg/
TSAO FOUNDATION
Tsao Foundation’s vision is of an inclusive society for all ages that optimises opportunities in
longevity. Established in Singapore in 1993, the goals of the non-profit family foundation are
aligned to the MIPAA and WHO healthy ageing frameworks. Through four major initiatives – the
Hua Mei Centre for Successful Ageing, Hua Mei Training Academy, International Longevity Centre
Singapore and Community for Successful Ageing (ComSA) – the Tsao Foundation pioneers and
provides community-based, person-centred primary healthcare for adults aged 40 and above;
builds capacity in professional and informal age care and self-care; fosters elder empowerment
and community development; and initiates policy-relevant research and cross-sector
partnerships in its advocacy for mindset and systemic change to actualise health, wellness and
participation over the life course.
Website: http://tsaofoundation.org
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ANNEX
SAWA 2021 BUDGET SUBMISSION
Background
The Singapore Alliance for Women in Ageing (SAWA) consists of a cooperative partnership between
AWARE, Persatuan Pemudi Islam Singapura (PPIS), Singapore Council of Women’s Organisations
(SCWO), and the Tsao Foundation. The alliance aims to promote the independence, care, participation,
dignity and self-fulfilment of older women. Established in 2018, the alliance seeks to bring public
attention to the gendered nature of ageing. In this paper, the alliance hopes to improve female
caregivers’ financial position to achieve an adequate ageing process.

Introduction
In 2018, Tsao Foundation, ILC Singapore and Marsh & McLennan found that the estimated gender
retirement savings gap in Singapore was 17%.1 While this statistic was relatively favourable compared
to other neighbouring Asian states, it nonetheless highlighted the financially disadvantaged positions of
many Singaporean women in ageing. Most prominently, the study attributed the gender inequality in
savings to women's higher propensity of taking up unpaid work – such us in child-rearing or caring for
the elderly. Women often have to take time off paid work that diminished their savings in order to
account for periods of childcare and caregiving. Moreover, as CPF is pegged to paid work, women lack
CPF-contributions during childcare or caregiving periods. These findings which suggest that women
shoulder the financial consequences of caregiving can also be backed by other studies which indicated
that most ageing adults receive care from their daughters or daughter-in-law. According to the Labour
Force Survey in 2018, 41.2% of women outside of the labour force cited family responsibilities as the
primary reason for unemployment, while only 3.8% of men outside of the labour force cited the same
reason.2 Hence, as SAWA is invested in promoting independence, and self-fulfilment of older women,
the alliance intends to recommend a set of policies that help women caregivers better their financial
capability before and during retirement.
Given the background of the ongoing coronavirus pandemic, SAWA has also noted that the abovementioned women caregivers are also met with aggravated circumstances. A study by Ng et al.
highlights that caregivers face heightened levels of fear and anxiety due to the possibilities of exposure
to the virus, or isolation of their care recipient (2020). 3 A SAWA survey of 42 family caregivers of the
elderly in April 2020 found that most caregivers experienced increased caregiving responsibilities and
restricted access to respite sources. This is because formal care services are closed and relatives and
friends kept away due to social restrictions. Most significantly, the financial inequality faced by female
caregivers is also projected to rise. In the same SAWA survey, female caretakers have expressed an
interest in working. However, due to the pandemic conditions, participants have indicated fewer hours
of work, less clients, jobs put on hold, reduced income, and even loss of job. To further strain their
financial positions, most female caretakers also indicated that there has been an increase in out-ofpocket care-related expenses. Only 3 out of the 42 interviewed caretakers paid for these expenses
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through financial assistance. Hence, SAWA proposes that, more than ever, female caregivers need
policies to help them retire adequately. 4
SAWA acknowledges and appreciates extant policies to aid women in ageing. However, the alliance
argues that these policies are insufficient. The government has implemented policies like Careshield
Life, Medisave withdrawals for Long-Term Care, Home Caregiving Grant, and Elderfund. While these
policies are helpful, they do not fully account for the gender and life-course perspective, which involves
considering the importance of earlier life experiences to explain later-life conditions. For example,
while CareShield Life offers a gender-differentiated premium because women live longer, it does not
consider that earlier caregiving experiences diminish their financial security in retirement; threatening
their ability to pay these gender-differentiated premiums. As such, the alliance calls upon the
government to adopt policies that are more intently fashioned upon a gender and life-course approach
to ageing.
The alliance would like to put forth four policy proposals:
Policy recommendations to address the needs of working caregivers:
1. Legislate the right to request flexible work arrangements
2. Conversion of paid childcare leave to family care leave
Policy recommendations to help caregivers meet their financial needs in retirement:
3. Make CareShield premiums gender-neutral
4. Ensure that the Matched Retirement Savings Scheme will be implemented and data of its
utilisation be made available
Section 1: Legislate the right to request flexible work arrangements (FWA)
Singapore's economy loses dedicated and experienced talent when employees are caught between elder
care and their careers. In 2018, women leaving the workforce early attributed caregiving for relatives
as their main reason (58.9%) compared to only 10.4% of men. 5 In AWARE's 2019 research Make Care
Count, two-thirds of the respondents left work or changed their careers to continue eldercare. 6 Most
wanted to return to work but expressed serious concerns over combining work with the demands of
eldercare.7
Eldercare is a different employment challenge than childcare because the number of employable years
for caregivers of elderly after their caregiving responsibilities are over is significantly shorter than
women who care for children. We know that 75% of those providing care are aged 50 and above, and
the median time out of work for caregivers is nine years.8 This means that caregivers are likely to be
aged 60 and above when they look to re-enter the market.
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Several experts, such as Professor Wei-Jun Jean Yeung, have highlighted how ageism in Singapore’s
workplaces continues to undermine the employment of older workers despite evidence that physical
ability and cognitive skills do not decline markedly until between 70 and 80 years old. 9
The demand to work among caregivers is high, with a 2017 NTUC study of more than 500 stay-athome women, aged between 25 and 54, finding that two-thirds wanted to return to work in flexible
work arrangements.10 The supply of such jobs in Singapore's tight labour economy, however, remains
limited. Singapore has a tiny part-time workforce proportion at only 10.9% of the employed workforce
in 2018, compared to 23.2% in the UK, 22% in Germany and 18.7% in Japan. 11 12
On the SAWA’s findings, the pandemic has caused the closure of daycare centres. This has increased
difficulties for women who work from home, as their care recipients may interfere with their ability to
work efficiently. Moreover, the rigid working arrangements also prevent women caregivers from
shifting seamlessly between work and caregiving. Given that the closure of daycare centres increased
the burden of caregiving on women, there should be a push for more flexible working arrangements.
Therefore, this furthers the need for jobs with flexible work arrangements, especially so given the
pandemic circumstances.
More than the difficulties that women face in engaging in work from home activities, rigid working
hours prevent them from taking up more shifts or paid employment due to their caregiving
responsibilities. Therefore, these women caregivers are stuck at an impossible crossroad – having to
work in order to finance increasing out of pocket care-related expenditure, but also constricted on the
other hand by their increased family duties due to the closure of formal care services.
However, the problem of inflexible working arrangements continues to add pressure on women
caregivers even beyond the pandemic. Financially, not all women or families are able to afford daycare.
Furthermore, the lack of flexibility in working arrangements also leads to increased doubts of women
in re-entering the workforce.
While on paper, the government’s Tripartite Standards on Flexible Work Arrangements appear to be a
solution to the above-mentioned scenarios, the take-up rate has been relatively low. Without actual
enforcement, the FWA risks becoming a policy that is only offered on paper. There is no national-level
data on FWA utilisation as yet, so the total impact of FWA on staff retention in Singapore is unknown.
Demand for FWA goes beyond caregivers, as 74% of Singapore employees desire flexible work
arrangements which their workplace did not offer, according to a Randstad 2018 survey. 13
Research shows that utilisation of FWAs is low due to middle management and HR bias that stresses
the need for "facetime" at the office for performance appraisal14. Furthermore, bias against part-timers
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and reluctance to change the status quo are also reasons for the low uptake of FWAs by employers. 15
While recent news reports suggest that there is an increasing number of companies taking up FWAs
programmes, the uptake of these policies is still largely voluntary and on a case-by-case basis. Without
equal mandated access, those most in need, such as older women, are likely to be denied access to
FWAs and will have no choice but to exit the workforce to balance their work and caregiving
responsibilities. In a 2013 NTUC survey, three-quarters of the caregivers interviewed who were not
working said: "they would have reconsidered their decision to quit if they were given flexi-work
arrangement options."16
As a better alternative, we propose that the government introduce Flexible Work Arrangements rightto-request legislation as has been successfully introduced in the UK, New Zealand, Canada and
Australia. This would return currently-excluded labour to our economy and introduce new flexibility
and competitiveness to our workplaces.
The right to request legislation would come into force for fulltime and part-time staff upon confirmation,
with the right to request flexible work arrangements up to three times per year with advance notice of
two months, waived in emergencies. Employers could refuse on limited business grounds clearly
defined by an external Employee Mediation Board that would hear appeals.
The government should also provide guidelines and training for formalised HR processes and what
constitutes a legitimate business case to reject an FWA request and a national education campaign for
employees on FWA rights.
The right to request should include the right to ask for the four types of Flexible Work Arrangements:
part-time work, job-sharing, compressed week and telecommuting. We ask that the government
consider including the right to request returning to full-time work as caregiving needs end.
In New Zealand, all employees have the right to request a variation of their working arrangement from
their first day of employment under the Employment Relations Act 2000.
Employers are obliged to respond within one month of the request with limited reasons to refuse
requests. Many detractors of FWA argue that the costs of flexibility are too high for business. On the
contrary, research demonstrates that when applied thoughtfully, FWA can boost productivity.
In New Zealand, for example, 70% of employers reported having employees on flexible work
arrangements. Of these, 76% reported that they did not incur any costs and 87% reported that such
arrangements had a positive impact. Of those employers who said they had incurred some costs
associated with flexible work arrangements, most said these costs were reasonable. 17
By introducing the FWA right to request, we will also push companies to adopt newer HR processes
that follow better performance assessments than simply being present in an office, increasing their
business skills and competitiveness. Businesses will be able to retain valued staff through caregiving
experiences and lower their long-term costs of employee retention and training. As a nationwide
legislation, this equalises the competitive flexibility and offers it to all businesses in Singapore with the
reasonable business grounds refusal clause. Within the context of the pandemic, the right to request
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FWA may be relatively easier to implement given that most firms have implemented at least one kind
of flexible working arrangement as part of their business continuity plans. Large firms like DBS have
also presented their willingness to further the degree of work flexibility through the hybrid work model
that allows employees to work remotely for up to 40 % of the time, alongside their new job-sharing
scheme. Hence, businesses may be more open to the FWA right to request policy relative to prepandemic times.
Introducing a right to request Flexible Work Arrangements legislation will remove a serious barrier to
work for a sizable and experienced labour pool in Singapore. For women providing eldercare, FWA
legislation would allow them to remain in their careers for longer and return to work faster, increasing
their opportunity to save more for retirement. The overall benefits of FWA are neutral to positive, with
a high impact shown on employee satisfaction and retention. 18 The right to request FWA legislation has
a network impact with a wider and better effect when mandated as it is mainstreamed and normalised.
In relation to the pandemic circumstances, the right to request FWA will also present a crucial lifeline
to caregivers facing increased familial commitments and financial burdens. By allowing these
caregivers to stay or find employment, the government can indirectly help families allay out-of-pocket
care-related expenses, and most significantly, prevent caregivers from depleting their existing savings
that will eventually contribute towards their ability to retire.
Section 2: Conversion of paid childcare leave to family care leave
In Singapore, family leave that allows for caregiving of relatives is voluntary, unlike childcare leave
that is mandated at six days paid per parent for Singapore citizens. In 2008, only 20.3% of companies
offered some type of paid family care leave. 19
Unpaid caregiving leave is not sufficient for carers. They must use up their own personal and medical
leave, leading to caregiver burnout and health problems, and even eventual exit from the workforce.
The unpredictable and recurring healthcare needs of the elderly may require urgent leave that cannot be
scheduled ahead.
As Singapore's population rapidly ages and eldercare responsibilities increase among our workforce,
converting six days of paid childcare leave to family care leave sends a clear message to the working
caregivers that the government and businesses recognise and value their contributions to the economy
and their families.
While the Tripartite Standard on Unpaid Leave for Unexpected Care Needs outlines why it might be
useful for employers to offer caregiving leave, ultimately it is left to the goodwill of companies and
managers to follow it in practice. In AWARE’s 2019 research, working caregivers reported using up
their personal medical and annual leave, which is consistent with the advice that the Tripartite Standard
mentioned above offers.20 Respondents cited lack of paid eldercare leave as a stress point in work and
a contributing factor in leaving the workforce.
Another reason caregivers may be discouraged from using unpaid caregiving leave is that there is no
surety that they can return to their jobs and at the same wage. This issue is explicitly recognised by the
18
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United States' Family and Medical Leave Act (FMLA) of 1993, allowing workers to take up to a 12week unpaid leave to care for an ill family member and guarantees the worker will return to his/her job
at the same wage. This policy removes the uncertainty about their jobs after the leave and encourages
more full and part-time work for women. 21 If the Singapore government believes that providing paid
eldercare leave is unsustainable from a business point of view—although research shows that paid
family caregiving is an important factor in employee recruitment and retention, and can improve
productivity and reduce absenteeism—a possible halfway house solution could be to ask employers to
provide job security at the same wage for those who take unpaid caregiving leave. 22
There are many benefits to converting paid childcare to family care leave: a) It reduces the financial
burden on caregivers directly through reducing unpaid leave use; b) It allows caregivers to use their
medical leave for their own health. This will be especially useful for female caregivers, who face
additional health risks due to caregiving-related stress, and thus more likely to develop chronic health
conditions, increasing their own healthcare costs, especially in later life. 23 Access to medical leave is
also a public health need as caregivers are otherwise forced to work while sick; c) It will encourage
caregivers to utilise their annual leave for rest to prevent caregiver burnout, increasing their productivity
at work and home and preventing them from leaving the workforce or worsening health.
In France, all employees have access to extensive leave arrangements for those caring for relatives at
the end of their lives. 24 In Belgium, unpaid leave of up to 10 days per year is available for any
unexpected or sudden circumstances including family illnesses, and benefits-paid leave in blocks of one
to three months can be taken for up to 12 months full-time or 24 months part-time to look after seriously
ill family members.25 In Holland, short-term leave at 70% of pay for ten days a year can be used for
looking after a parent.26 Australia's National Employment Standards mandate 10 paid and two unpaid
days of protected personal leave for employees to care for family, including parents and grandparents.
We call on the government to convert paid childcare to family care leave for Singapore citizens who
are the primary caregiver and residing with an elderly immediate family member (to include parents,
spouses/partners, and siblings) over the age of 70 with an illness (e.g. cancer, dialysis) and/or disability.
This would come into effect after they had worked for their employer or been self-employed at least 3
continuous months. Following the Childcare Leave model, payments could be capped at $500 per day,
including CPF contributions.
By converting paid childcare to family care leave, the state removes family leave negotiation from
employees who are already struggling with career and filial care conflicts, and gives both businesses
and employees a clear structure to manage childcare and eldercare caregiving responsibilities. In the
midst of a pandemic, such a structure will benefit caregivers that cite an increase in responsibilities and
financial burdens.
21

Family and Medical Leave, US Department of Labour, United States. Accessed on 12 December 2019:
https://www.dol.gov/general/topic/benefits-leave/fmla
22
For example, see David G. Allen, Phillip Bryant, and James M. Vardaman, Retaining Talent: Replacing
Misconceptions with Evidence-based Strategies, The
Academy of Management Perspectives 24, no. 2(2010): 28 - 64, Menasche Horowitz et al., Americans Widely
Support Paid Family and Medical Leave
23
Bevans, M., & Sternberg, E. M. (2012). Caregiving burden, stress, and health effects among family caregivers
of adult cancer patients. JAMA, 307(4), 398–403. doi:10.1001/jama.2012.29
24
France
Labour
Compliance
Guide.
Accessed
on
11
December
2019:
https://www.replicon.com/regulation/france- labor-laws/
25
Brief overview of measures related to work-life balance in the European Union, OSE. Accessed on 12
December 2019: https://www.etuc.org/sites/default/files/press-release/file/201806/etuc_wlb_country_sheets_ose_final_19_01_2018.pdf
26
Leave Schemes, Netherlands. Accessed on 11 December 2019: https://business.gov.nl/regulation/leaveschemes/
9

Section 3: Make Careshield premiums gender-neutral
Singapore is now the only country in the world to have a gender-segregated national disability scheme
that marginalises women, the main caregivers and who are most likely to be disabled and financially
vulnerable elderly.
The introduction of CareShield with its 30% higher premiums for women and identical monthly payouts
for both men and women with disabilities in old age, has reinforced the view that women’s caregiving
contributions are economically irrelevant.
CareShield will replace our current ElderShield by mid-2020, automatically enrolling Singaporeans and
PRs born between 1980 and 1990 and those turning 30 later. The new CareShield Life has higher
monthly payouts starting at $600, increasing over time, and last as long as the policyholders are severely
disabled. The degree of severe disability has been set at a steep level of a minimum of 3 or more ADLs,
and those with mental health conditions like dementia, a major elderly condition requiring caregiving
do not automatically qualify. The new scheme includes support measures for those who cannot afford
the premiums and allows for payment of premiums from Medisave.
Ability to perform IADLs could also be considered when setting the eligibility criteria, as it allows for
a more nuanced assessment of disability. Receiving financial resources earlier may allow those with
mild or moderate disabilities to access rehabilitation services that could prevent the worsening of their
conditions — an overall reduction in future healthcare costs.
The Ministry of Health (MOH) justified their gender-segregation of CareShield based on the life
expectancy of women in Singapore being 85.4 years over 80.9 years for men, a 4.5-year difference.
While women in Singapore as in the rest of the world, outlive men, Singaporean women experience
more disability, while Singaporean men experience more disease.27 Although the study used by MOH
also showed great differences in elderly disability rates by ethnicity and education; the state has not
suggested segregating CareShield by ethnicity nor education. 28
We call on the government to make CareShield Life premiums gender-neutral. The 30% higher
premiums to be paid throughout the expected 37-years working life of a woman for CareShield are a
$1,860 penalty for being a woman in Singapore.
Women in Singapore already face structural inequalities in the workplace that lead to a recognised pay
gap that means they are more likely to retire with fewer savings and fewer resources, making them more
vulnerable to financial stress and in need of state safety support like CareShield for disability in their
old age.29
The higher premiums directly have the highest cost for the most disadvantaged group in CareShield.
They also send a clear message that the contributions of women are not valued equally by the state.
Women who provide the vast majority of caregiving to children, the disabled and the elderly in
Singapore due to cultural norms, are also increasingly full-time and part-time participants in the
workforce, a double burden that results in financial costs as women earn less and spend more on family
27
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and caregiving compared to men, while also incurring healthcare issues. Caregivers show higher rates
of fatigue, heart and chronic disease, stress and depression than non-caregivers, all major issues for
women in Singapore. 30
While private insurance premiums are often gender-differentiated, private insurance also differentiates
based on occupation such as the military, lifestyle factors such as smoking and weight, past medical
history, and in some cases protected classes such as age and race, CareShield is a government provision
for citizens and should not primarily be driven by concerns of profit. Otherwise, there would be no
provision to include those unable to pay premiums.
There was widespread and vocal opposition to the introduction of the gender-segregated premiums in
the press, parliament and online forums. 31The detailed statistics and actuarial data behind the
government’s decision to introduce the world’s first national long-term care insurance scheme with
gender-segregated premiums have not been released for further clarification. Detailed data on the total
number of women who are caregivers and the number of vulnerable elderly women who will be affected
by the higher premiums are also not currently tracked or released.
The two nations cited in the Eldershield Review Committee report as comparisons for differentiated
premiums, Japan and Germany, differentiate their premiums based on income, not gender.
Low enrolment by men who may refuse to pay slightly higher insurance premiums for the same payout
fora gender-neutral averaged premium is a justification offered by the ministry for the gendersegregated premiums. Yet CareShield will be compulsory for those born in 1980 and after, making the
refusal to enrol relevant only to the small segment of men born between 1955 and 1980, those who will
pay comparatively fewer premiums and enjoy more immediate benefits.
PPIS conducted five focus group discussions (FGD) with 30 participants, all women born after 1980.
An overwhelming majority of participants (80%) said they favoured gender-neutral Careshield
premiums, and 20%for an alternative differentiation such as means-testing, with none supporting the
continuation of the current gender-segregation premiums. The lack of transparency around the actuarial
data and the perceived devaluation of women's contribution to the nation through the symbolic exchange
of the state's support in old age disability were voiced as the most significant issues.
CareShield is an evolving policy that can be further developed to better reflect Singapore's values as a
nation of equality and justice, built on traditional values of community and filial piety with an
increasingly ageing population and the need for financial balance. We call on the government to deliver
those values by making CareShield premiums gender-neutral.
Section 4: Ensure that the Matched Retirement Savings Scheme will be implemented and data of its
utilisation be made available
The Matched Retirement Savings Scheme (MRSS), announced last year by Minister Heng as part of
Singapore Budget 2020, will be rolled out this year. This MRSS is very much welcomed and supported
by SAWA, especially as a study commissioned by the International Longevity Centre Singapore of
Tsao Foundation (2017) and co-funded by the Tote Board and Citi Singapore found that a matched
savings scheme is effective in terms of retention rate. 377 low income elderly women who participated
in the study continued to save in their CPF Special Accounts throughout the 18-month study period.
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We would like to call on the government to monitor the take up and access of this scheme by the targeted
440,000 potential beneficiaries and share gender/sex-disaggregated data annually to have better
discussion and engagement of different stakeholders on its effectiveness in increasing the CPF Special
Account balances and collectively discuss the potential of extending it to family caregivers.
Furthermore, making information available regarding the implementation and effects of these policies
will benefit non-state interest groups in studying and learning the impacts of the above policies. This
will aid in promoting more targeted and effective suggestions in the near future.
Conclusion
Like many other Asian states, an ageing population is a major concern for Singapore. But while ageing
is generally a concern for most elders, it is especially so for women as they face a mortality-morbidity
paradox that presents a longer life span, coupled with long periods of disability. Even more daunting,
groups of women, such as caregivers are susceptible to poor financial positions to cope with ageing.
Hence, leaving female caregivers as an extremely vulnerable group. In light of pandemic conditions,
such difficulties have been further aggravated as female caregivers struggle to cope with their familial
responsibilities and paid employment. In such a dilemma, female caregivers are finding it even harder
to prepare themselves for ageing financially.
Hence, more than ever, SAWA believes that the above propositions are necessary to help elevate
economic stressors and render caregivers the much-needed help to balance caregiving and paid
employment. Through the proposals, SAWA hopes to enable female caregivers to be financially
adequate in retirement. By encouraging financial independence in ageing, the proposals simultaneously
increase the quality of ageing through dignity and self-fulfilment in ageing.
However, the alliance would also like to caution that the four proposals alone are merely ways to
improve ageing conditions and that much more can be done to further the quality of ageing for females.
A brief review of other Asian states like Japan and Taiwan reveal a myriad of policies that could be
adopted and re-contextualised in Singapore. For example, instead of leave conversion, Japan has
imposed a family care leave benefit spanning a maximum of 93 days. Instead of depending wholly on
the state or the employer to bear the entire financial cost, 40% of the employee’s wage can be paid
through employment insurance.32 Though Japan's long term care leave system, employees can also
enjoy shortened working hours, flexible working periods, staggered working hours, and other subsidies
and measures. In comparison to Singapore, Japan's policies reflect a deep understanding of caregivers'
economic stressors.
Likewise, in Taiwan, the government has developed policies that may help caregivers foster financial
independence in their post-care periods. Through placement assistance programs, senior workforce
development service centres and piloted restaurant projects, the government trains seniors, seeks job
opportunities within the community for seniors, and goes in so far to set up enterprises to provide seniors
employment. 33 First developed by NGOs and academics, these enterprises are financially sustainable.
Hence, in both Taiwan and Japan, the government might also find suggestions on how to better support
female caregivers during their periods of caregiving and post-caregiving to promote financial
independence in retirement.
The suggestions above further display the extent of possibilities in improving the work-life situations
of women caregivers in the current economy. While recognising state and non-state efforts in ensuring
32
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the continued employment of older women workers, more policies have to be enacted to de-gender the
responsibility of caregiving, and also set up financial opportunities for women. While SAWA is
grounded in our motivation to empower older women, our suggestion also seeks to ensure a more
sustainable labour force amidst the trend of an ageing population.
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