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Q21. If the employer is unable to offer re-employment but has 
assisted to secure an alternative job for the employee in another 
company, will the employer still be required to offer EAP? 

The objective of the EAP is to tide employees over while they look for 
alternative employment. Therefore, the employer need not offer EAP 
if the employee accepted the job offer in another company based 
on the understanding that his previous employer has helped him 
secure the alternative job. Nevertheless, employers may help their 
employees find alternative employment in addition to offering EAP.

Q22. Will employers be required to renew the re-employment 
contract or offer EAP to employees who are not eligible (i.e. non-
satisfactory performance or medically unfit to work)? 

Employers would not be required to renew the re-employment 
contract or offer EAP to employees who are not eligible for re-
employment. However, employers are advised to inform these 
employees early (at least 3 months before retirement) so that they 
have sufficient time to look for a new job. In addition, we encourage 
them to help affected employees by offering employment assistance 
such as career counselling to help them prepare for new jobs 
elsewhere, or outplacement services to help them look for another 
job.

Q23. Will employers be required to provide EAP to employees 
who reject the re-employment offer? 

The purpose of the EAP is to help eligible employees who were 
not offered re-employment tide through the period when they are 
looking for alternative employment or undergoing training and re-
skilling. Hence, employers are not required to pay EAP if they have 
made a reasonable offer of re-employment to their employees.
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Q24. Will the EAP be taxable or be subject to CPF contributions?

As the EAP is not regarded as income earned, it will not be taxable as 
income and will not attract CPF contributions. 

Q25. Can the EAP be paid in installments?

The tripartite guidelines encourage employers to offer a one-off EAP 
to eligible employees who could not be re-employed. Nevertheless, 
as long as employers and employees can reach an agreement, they 
can adopt other payment arrangements for the EAP (e.g. by paying 
EAP as installments over say 3 months).

Q26. Would employers be required to pay EAP to employees 
who are paid gratuities?

Employers who provided gratuity payments to retiring employees 
are not exempted from the EAP requirement. The objectives of the 
EAP and gratuity payment are different given that the EAP is meant 
to tide workers though the period of unemployment while they 
look for alternative jobs whereas the gratuity payment can serve as 
a form of retention or recruitment benefit. Nonetheless, employers 
may take into account the gratuity payments when determining the 
amount of EAP to be paid to their employees.
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Appendix 3

Sample Re-employment Policy

In accordance with Retirement Age Act and the Re-employment 
Guidelines, the company shall provide re-employment to all employees 
who will be reaching the age of 62 subject to the following criteria ; 

a.	 Employee must be medically fit for the job and to continue 
working;

b.	 Employee must have satisfactory or above work performance. (To 
state the performance rating)

The company shall provide pre-retirement planning before age 62 
and re-employment counselling not less than six (6) months prior to 
the employee reaching the age of  62. 

Employees who are eligible for re-employment with the company shall 
be offered re-employment in one of the following job arrangements:

a.	 Re-employed in the same job; or

b.	 Re-employed with modifications to the existing job or re-deployed 
to a different job; or

c.	 Re-employed on flexible work arrangements, such as part-time or 
job-sharing.

The duration of the re-employment contract will be as below;

a.	 Re-employment for 3 years till age 65; or

b.	 Re-employment year by year till age 65 
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We will offer the opportunity for employees to reach a mutual 
agreement on the revised terms and conditions of their re-
employment contract. The revised re-employment terms and 
conditions offered to the employee shall take into consideration 
terms equitable to the employee but also cost competitiveness for 
the company. 

In the event that we are not able to offer re-employment to eligible 
employees, we will provide employment assistance to the employee 
as follows;

a.	 A one-off Employment Assistance Payment (EAP) (To State 
quantum)

	      	
b.	 Assist employee with employment assistance with a job 

placement agency

In the event of a dispute, the employees can raise the matter with 
the union for assistance or refer the matter to Ministry of Manpower 
for mediation.
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It is important 
to start planning your 
golden years early…

Use our retirement planning 
checklist to help you look at 

your retirement readiness and 
plan your golden years.

Hope you find it useful 
in planning ahead.

Employees’
Retirement Planner

Appendix 4

Retirement Readiness

Have I budgeted sufficiently for my retirement’s financial needs? 

What are the estimated annual expenses required during -	
retirement? Have you considered and set money aside 
money for the following;

transport, utilities and household expenses, maid, o	
allowances for dependents, taxes, food and other 
necessities.

Children’s education, Mortgage/rental repayments, o	
Insurances or other unexpected expenses.
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What are the total savings that I have? Are there any other -	
sources of income? 

Is the amount in my CPF accounts sufficient to last me -	
during my retirement?

What is the estimated amount of extra money required to -	
cover my retirement needs?

Do I have enough savings or insured sufficiently to pay for -	
my own and my dependents’ medical expenses?

You may refer to the retirement savings calculator on CPF board’s 
website (http://www.cpf.gov.sg) to estimate the amount of savings 
you will need for your retirement.

You can check the average medical costs on Ministry Of Health’s 
website http://www.moh.gov.sg

What do I want to do after retirement?

- 	 First 3 months after retirement
- 	 3-6 months after retirement
- 	 Beyond 6 months after retirement

……..and do I have sufficient money for them?
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What can I do if my initial plans are not sustainable, 
do I have any alternatives? 

What are the options that I can consider?

Re-employment options -	

Full time Worko	

Flexible Work Arrangements e.g. Part Time Work, o	
flexi-time, job sharing, etc.

Voluntary work -	

Taking care of my grandchildren-	

Skills upgrading  -	

Pursue my hobbies-	

Join exercise classes to keep fit-	

Have I shared my plans for after retirement with my 
family, friends and close ones?

What will my daily routine be like after my 
retirement? Do I have a schedule that I can follow? 

If I wish to continue working, have I discussed my 
plans to take up re-employment with my employer?

If I’m considering re-employment, these are the issues which I need 
to consider:

Have I discussed with my employer on the jobs that I can do -	
when I am re-employed?



page 69

It is always helpful to plan early. 
By going through the above questions, it helps you to 
assess your retirement readiness and know where the 

gaps are in your financial plans.

Remember, Re-employment will not only help you lead a 
Happy, Healthy, Productive and Purposeful life, but also 

give you more time to build up your finances.

Am I prepared to do a lower level job, a same/different job -	
and with a variations to my wages?

Am I prepared to re-train, if necessary?-	

Should I work part time or on a flexible work arrangement?-	
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Performance Management Tips
Employees

1.	 Seek understanding and acceptance of performance 
expectations.

2.	 Clarify any doubts and suggest areas for modifications to 
enhance performance effectively and efficiently.

3.	 Review how to stay relevant and updated to meet 
performance expectations by examining the necessary 
competencies to acquire.

4.	 Discuss these with the supervisors. 

5.	 Understand how your performance is being monitored and 
measured. 

6.	 Seek clarifications along the journey to ensure your  
performance is on track.

7.	 Take note and act upon feedback.

8.	 Seek and understand periodical performance feedback. 

9.	 Discuss with supervisors areas for enhancing performance. 

10.	 Take note of any critical events and actions to be taken.

Appendix 5
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Performance Management is not only the employers’ 
responsibility. Employees must also take ownership of 

their performance and be able to demonstrate their 
competencies together with outcomes.

11.	 Ask and attend training when necessary. 

12.	 Participate in performance problem-solving to meet 
expectations. 

13.	 Take note of how to perform better the next time something 
similar needs to be done. 

14.	 Aim to work effectively and efficiently. 
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Performance Management Tips

Employers 
(Through Trained Supervisors)

1.	 Set clear, specific performance expectations which include 
required output, outcome, results, measurement and 
timeframe. 

2.	 Review the necessary competencies of employees to meet the 
performance expectations. 

3.	 Work out action plans to equip the employees to meet the 
performance expectations. 

4.	 Establish performance milestones and check-points. 

5.	 Communicate them and assist employees to meet expectations.
 
6.	 Undertake actual observation and measurement with timely 

feedback. 

7.	 Provide regular feedback to the employees on their 
performance. 

8.	 Provide assistance to the employees to bridge performance 
gaps or to enhance performance levels. 

9.	 Document all feedback provided and act on any necessary 
follow-ups. 

Appendix 6
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10.	 Provide training, coaching and developing activities to 
employees when necessary to enhance performance. 

11.	 Solve performance problems by identifying the actual root 
causes objectively. 

12.	 Involve employees in enhancing performance. 

13.	 Recognise, endorse and assure employees on their performance 
deliveries. 

14.	 Provide assistance and clarification as and when necessary to 
meet performance expectations. 

15.	 Document all critical events in the performance journey to 
review at the appropriate time. 

Performance Management does not start and stop at a 
specific age. It is a continuous process to improve the 

employees performance and competencies in his 
career in the organisation.



page 74

Organisational Climate
1.	 Does the company conduct age audits to find out the workforce 

age profile and address the constraints in employing older 
employees?

2.	 Have you received feedback from your older employees on the 
following:

	 -	 Their views of the company policies relating to older 		
	 employees; and

	 -	 Their satisfaction level in their jobs and working conditions? 
 
Inclusive Workforce
3.	 Are you able to capitalise on the strengths of older employees 

in work teams, where their experiences and good work habits 
will have a positive impact on performance?

Employers’ Self Check on An Age- 
Friendly Working Environment

Employers, is your 
workplace an age-friendly 
environment for your older 

employees?

Appendix 7
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4.	 Is there an inclusive environment that allows older employees 
stay engaged and be part of project teams or work committees? 
Is there open collaborative communication where older 
employees’ views and opinions are considered during the 
discussion process?

5.	 Do line managers, middle management and supervisors have 
the perspectives of a multi-generation workforce in addressing 
issues at the workplace? Do they adopt a positive view of older 
employees? Do they give due recognition and respect to older 
employees?

Performance-Based
6.	 Do you provide equal opportunities for all employees regardless 

of age and, that such opportunities are based on individual 
competencies?	

7.	 Do you ensure that performance appraisals, as well as human 
resources procedures and processes are based on individual 
skills, experience and ability to perform the job? There is no 
discrimination for any age group of employees. Each individual’s 
contributions should be respected and valued.

Training and Re-training
8.	 Does the company continue to train its older employees?

9.	 Are your training methods suitable for older employees?

Job Arrangements
10.	 Are you able to provide flexible work arrangements like part 

time work, telecommuting, job sharing for older employees 
who wish to continue working beyond retirement age?
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HR Policies
11.	 Do you engage the employees early on their re-employment 

arrangements, competencies, training, as well as re-employment 
eligibility? This should be no less than 6 months prior to re-
employment. 

12.	 Do you inform employees at least 3 months before age 62 as to 
whether you are able to offer them re-employment? 

13.	 Does the company have programs like retirement planning 
workshops/seminars for employees to prepare them for re-
employment? 

14.	 Does the company have a structured re-employment process 
in place? 

Older employees are a valuable source of manpower for 
employers. Older employees with their knowledge and 
experience can contribute positively to the companies.

Employers are encouraged to make their workplace age- 
friendly. This will enable our older employees to continue 

working in a safe and conducive environment.
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TIPS FOR HEALTHY AND ACTIVE AGEING
  
If ageing is to be a positive experience, it should begin with staying 
physically healthy and mentally fit. Adoption of a healthy lifestyle can 
help to reduce the risks of chronic conditions such as heart diseases, 
cancers, diabetes, high blood pressure and mental illnesses. This will 
also enable you to be a more productive worker with a better quality of 
life as you contribute actively and meaningfully both to the economy 
and the community. 
	
Living healthy isn’t just about getting enough exercise and eating 
right, it involves making improvements to your current lifestyle and 
making the right health choices to increase your overall well-being 
– both physically and mentally. For a start, consider the following 
lifestyle choices:

Engage in Regular Physical Activity

•	 There are tremendous benefits for older persons when they engage 
in regular physical activity. Studies have shown that physical activity 
reduces the risk of chronic diseases, lowers the rate of mortality 
and reduces functional decline.

	 It is recommended that older adults accumulate 150 minutes of 
moderate-intensity aerobic activity (this refers to activities that 
raise your heart rate and make you sweat) over a week. Each 
bout of moderate-intensity aerobic activity should last at least 10 
minutes.

	 In addition to aerobic activity, older adults should also engage in 
muscle-strengthening activities on two or more days a week that 
work all major muscle groups (legs, hips, back, abdomen, chest, 
shoulders, and arms).

Stay Fit and Energetic!! 

Appendix 8
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Employers can support and provide the platform for such 
regular physical activities, by organising activities like weekly 
walks, aerobics, yoga classes and regular games sessions. 
This will benefit not only older employees, but the whole 
workforce. Such activities do not only provide employees with 
opportunities to keep fit, but enhances team bonding and 
camaraderie as well. 

Healthy eating

•	 Healthy eating means having a balanced diet that is rich in fruit, 
vegetables and whole grains while limiting fat, cholesterol, salt and 
sugar in the diet. It also involves eating different types of food in 
the right amounts without overeating. For more information on 
healthy eating, please visit Health Promotion Board’s website at 
www.hpb.gov.sg.

	 Healthy eating is also important in the management of diseases 
as medication alone is usually insufficient for good control of 
the disease(s). For instance, high blood pressure can be better 
controlled together with a healthy lower-salt diet. 

Employers can advocate healthy eating by implementing 
catering policies or guidelines to ensure employees are 
provided with healthier food choices. They can also create a 
supportive environment by providing educational information 
and activities which will encourage healthier dietary practices 
– e.g. by having ‘Fruit Days’ and ‘Healthy Eating’ campaigns.

Quit Smoking

•	 If you are currently smoking, the best thing you can do to improve 
your well being is to quit smoking. Every time you smoke, you 
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inhale over 4,000 chemicals and over 40 cancer causing toxic 
agents. Smoking increases your risks of heart diseases, stroke and 
chronic obstructive pulmonary lung diseases.  

	 Quitting smoking also helps you to save money which could be 
put to better use for your family. 

Employers are encouraged to review common health concerns 
in the organisation and take appropriate measures to manage 
them. 

If smoking is a big concern in the organisation, employers 
can play a proactive role by helping employees who smoke 
to quit smoking. This can be done through various ways, such 
as educational talks, smoking cessation programs, and reward 
programs to motivate employees to stop smoking.

Mental well-being

•	 Mental well-being is a healthy state of the mind, which contributes 
to an individual realising his own abilities, coping with the normal 
stresses of life, working productively and being able to contribute 
to his or her own community. Mental well-being can be nurtured 
by adopting positive mental health practices such as learning to 
adapt to life changes, staying socially connected and not being 
afraid to seek help when you require assistance. 

Employers are encouraged to raise awareness of the importance 
and benefits of mental well-being through activities such as 
lunchtime talks or emails to employees containing tips on how 
to de-stress and be happy. Employers can also have in place a 
support system consisting of counsellors or a dedicated contact 
person whom employees can approach when they need help.
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Go for regular health screening

•	 Early detection through health screening of common chronic 
diseases like diabetes, high blood pressure and high blood 
cholesterol   allows you to prevent or delay the onset of severe 
health complications as well as minimise high medical expenses.  
The risk of getting one or more of these chronic conditions increases 
especially after the age of 40 years.  

	 Visit your family doctor and ask for a health screening for chronic 
diseases if you have not already done so. 

Managing your chronic diseases

•	 Chronic diseases are lifelong conditions. However, with proper 
management and control, the risk of complications can be reduced. 
If you are diagnosed with chronic diseases, follow up regularly with 
your family doctor. Monitor your condition and comply with the 
medication prescribed by your doctor. 

	 Continue to adopt a healthy lifestyle by engaging in regular physical 
activity, eating healthily, quitting smoking and nurturing a mental 
well being.  

Employers are encouraged to conduct regular basic health 
screenings for their employees. This is important as it provides 
a tool for employees to know and monitor their own health risk 
factors, and take steps to maintain or improve their health. At the 
same time, it is also useful for employers, as they would be able 
to know the health profile of their employees, and implement 
appropriate Workplace Health Promotion (WHP) programmes, 
including chronic disease management programmes, to ensure 
their employees remain healthy and fit. 
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Tripartite Guidelines on the 
re-employment of older 

employees
 

Introduction

1.   As part of its efforts to help older employees remain economically 
productive, the Government will enact re-employment 
legislation by 2012 to enable more people to continue working 
beyond the current statutory retirement age of 62, up to 65 in 
the first instance and, later, up to 67.  This change, accompanied 
by increased Workfare Income Supplement (WIS) for older, low-
wage workers, will complement the CPF Minimum Sum Draw-
Down-Age (DDA), which will progressively be raised from 2012.

2.	 Formed under the aegis of the Tripartite Committee on 
Employability of Older Workers (“TriCom”), the Tripartite 
Implementation Workgroup (TIWG) aims to help companies put 
in place the necessary processes and systems for re-employment 
to work.   The TIWG released the Tripartite Advisory on the Re-
employment of Older Workers (“Advisory”) in April 2008 and 
has been encouraging employers and employees to adopt the 
Advisory.   Taking into account the feedback obtained on the 
Advisory, the TIWG has updated and expanded the Advisory into 
Tripartite Guidelines on the Re-Employment of Older Employees 
(“Guidelines”) to better prepare employers and employees for 
the re-employment legislation. 

3.	 Under the Guidelines, the TIWG has identified good re-
employment practices that employers should consider adopting 
in the following areas:

Appendix 9
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l 	 Planning and preparing employees for re-employment

   	 a.	 Identifying eligible employees for re-employment

	 b.	 Re-employment planning and consultation 

c. 	 Job arrangements for re-employment

l	 The re-employment contract 

d. 	 Offer of re-employment 

e. 	 Duration of re-employment 

f. 	 Adjustments to wages and medical and other benefits 

g. 	 Termination with notice

l 	 Recognising the contributions of re-employed employees

l 	 Assistance for eligible employees whom employers cannot re-
employ.

Planning and preparing 
employees for re-employment

4.	 Employers, in consultation with the unions, are encouraged to 
take a long-term view in planning and preparing employees for 
re-employment.   Employers should see older employees as a 
source of quality manpower and recognise the value of making 
the workplace age-friendly.  At the same time, employees have to 
see the benefit of staying employable, and should be flexible and 
adaptable so as to continue to contribute to the organisation.
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Identifying eligible employees for re-employment

5.	 Employers should aim to re-employ the majority of their older 
employees.   As a good practice, employers should offer re-
employment contracts to all employees who are medically fit to 
continue working and whose  performance is assessed to be 
satisfactory or above. 

Re-employment planning and consultation

6. 	Employers should engage employees (in consultation with 
unions for unionised companies) on re-employment issues as 
early as possible, not less than 6 months prior to re-employment.  
This can be done as part of the regular performance appraisal 
process. The discussions should cover possible re-employment 
arrangements, the competencies and training they may require 
should they be re-deployed to a different job, and the pay and 
benefits employees can expect upon re-employment.   For 
employees who fall short of the re-employment eligibility criteria 
in paragraph 5, employers should inform them about the need 
to improve their performance at this stage. 

Job arrangements for re-employment

7.	 There should be flexibility in the job arrangements for re-
employed employees.  Employers may wish to consider adopting 
the following arrangements:

a. 	Re-employing employees in the same job, with appropriate 
adjustments in wages and benefits based on reasonable 
factors, where necessary; or
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b. 	Re-employing employees with modifications to their existing 
jobs or re-deploying them to different jobs on renegotiated 
terms; or

c. 	 Re-employing employees on other work arrangements 
mutually agreed between both parties.

8.  	Where the job scope will be modified or the re-employed 
employee is expected to take on a different position, the 
employer should inform and prepare the employee in good time.  
Where applicable, adequate training should be provided to the 
employee well ahead of his re-employment to help him ease into 
his new role.

9.  On their part, employees should keep an open mind about the 
re-employment options presented by the employer.   This will 
allow employees and employers to reach mutually agreeable 
arrangements that meet the needs of both parties.

The Re-employment contract

10.   The re-employment contract should allow employers flexibility 
in re-employing older employees and at the same time, provide 
employees certainty and reasonable employment terms based 
on the value of the job and the employees’ years of service.

Offer of re-employment

11.  Employers should offer re-employment contracts to eligible 
employees  at least 3 months  before retirement to allow 
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sufficient time for the employees to consider the offer.   The 
terms and benefits of re-employment contracts can be the 
same as those prior to re-employment, or different, subject to 
mutual agreement.

12. 	 Similarly, employers are encouraged to inform employees who 
do not qualify for re-employment at least 3 months  before 
retirement, so that they can better prepare for retirement or 
seek other employment opportunities.   Eligible employees 
who do not wish to continue working after they retire are also 
encouraged to inform their employers at this stage.   This will 
enable employers to plan job deployment and manpower costs 
with greater certainty.  To avoid disputes, employers are advised 
to obtain written confirmation from eligible employees who do 
not wish to be re-employed.

13.   Employees who continue to be employed beyond the statutory 
retirement age or contractual retirement age (whichever is 
higher), without formal re-employment arrangements, could 
be considered as being re-employed with the same terms 
as those prior to re-employment.   The intent is to provide a 
simple way for employers to continue to employ or re-employ 
their employees beyond the statutory retirement age.   This 
arrangement is supported by the tripartite partners and is 
aligned with the long-term national objective of raising the 
effective retirement age.

Duration of re-employment

14.   To provide greater certainty for employees, employers should 
offer them 3-year re-employment contracts, up to the age of 
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65.  Alternatively, employers could re-employ employees on a 
term contract of at least one year, renewable up to the age of 
65, so long as the employee continues to meet the eligibility 
criteria in paragraph 5. 

Adjustments to wages, and medical and other benefits

15.	 Employers and employees are encouraged to be flexible 
in negotiating re-employment terms and benefits.   Where 
appropriate, employers may make reasonable adjustments to 
the employment terms of re-employed employees, including 
wages and benefits.  When making any adjustment, employers 
should consider the impact on the income of re-employed 
employees, particularly the low-wage workers.   To take into 
account business requirements and the need for leadership 
renewal, greater adjustments may be warranted for employees 
who previously held a larger or more senior job.

16. 	The following principles on adjustments to wages, medical 
and other benefits are intended to help companies move 
away from seniority-based wage systems to job-based and 
performance-based wage systems, as well as to help them 
manage the higher cost of medical and other benefits of an 
older workforce.

Wages

17.	 Upon re-employment, employers may wish to consider the 
following principles on wage adjustments, taking into account 
the extent of the seniority element in the wage structure:
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a.	 Where the employer’s offer is to retain the employee in 
the same job, the wages can be adjusted down to the 
level of a younger employee with the requisite experience 
and competency for the same job, with the mid-point of 
the salary range of the job being a possible reference. 
In making any wage adjustments for re-employment, 
employers should take into account any earlier reduction 
made when an employee attained 60 years of age, as well 
as reasonable factors such as productivity, performance, 
duties and responsibilities and wage system;

b. 	 Where re-deployment in another job is offered, the new 
wage should take into account the value of the job, the 
employee’s relevant experience and other attributes.

18.   Employers may adapt these principles to suit their particular 
circumstances1.  

Medical benefits

19.	 Where medical costs are a concern, employers may wish to 
consider the following arrangements on medical benefits:

	
	 a. 	 Co-payment of medical benefits for re-employed 		

	 employees;

b. 	 Appropriate caps on medical benefits claimable; or

c. 	 Employers providing additional Medisave contributions 
for employees  to  pay    Medishield premiums, in 
lieu of providing for in-patient medical benefits. 

 1 An example of this would be where a salary range for the job may not exist, or where the 
employee is earning a wage that is below the maximum of the salary range. In such cases, 
employers can adapt pararagraph 17(a) and adjust wages using the mid-point between the 
starting salary of the worker’s current job and his present salary as possible reference.
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Leave entitlement and other benefits

20.    Given that employees who are re-employed have served the 
organisation over the years and have performed satisfactorily, 
they should not be required to serve the minimum qualifying 
period to be eligible for employment benefits such as annual 
leave and sick leave. 

21.  To maintain internal equity when offering re-employment 
benefits, employers should consider the employment 
benefits of other staff (including new employees) whose job 
responsibilities and conditions are similar to those of the re-
employed employee.

Termination with notice

22.   Employers and employees may exercise normal termination 
with notice in accordance with their employment contracts.  
Re-employed employees who feel that they were unfairly 
dismissed may appeal to the Minister for Manpower for 
reinstatement or compensation.

Recognising the contributions of 
re-employed employees

23.  Employers should recognise that re-employed employees 
are an integral part of the organisation.  They should, where 
appropriate, continue to reward re-employed employees 
based on company and individual performance in the form 
of performance bonuses, long service benefits, gain-sharing 
incentives or one-off bonuses.   This recognition will help to 
incentivise and motivate these employees to perform well
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Assisting eligible employees whom employers 
are unable to re-employ

24.   To enable eligible employees to continue to contribute to the 
organisation upon retirement, employers should consider all 
available re-employment options within their organisation and 
identify suitable jobs for eligible employees.   Employers who 
cannot find suitable jobs for eligible employees should inform 
their employees as early as practically possible.  

25.  	Employers should offer eligible employees a one-off 
Employment Assistance Payment (EAP) if they are unable to find 
suitable jobs for them.  This is to tide these employees over a 
period of time while they look for alternative employment.  The 
amount of EAP should be guided by the following principles:

	
	 a. 	There should be a minimum EAP amount to help the low-

wage workers as they may have greater difficulty seeking 
alternative employment and could be adversely affected 
if they are not re-employed. A minimum EAP amount of 
$4,500 could be considered.

	
	 b. 	There should be a maximum EAP amount to moderate the 

financial burden on employers and to prevent the EAP from 
encouraging employees to stop working. A cap of $10,000 
could be considered. 

	
	 c. 	To take into account the employer’s obligation to re-employ 

eligible employees up to age 65, the EAP should decrease 
over time as this obligation diminishes as the employee 
approaches the age of 65 years.  

	
	 d. 	For employees nearing age 65, the amount of EAP should 

not be greater than the salary payable for the remaining 
period of employment up to age 65.
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26.   It is recognised that it would be more difficult for employers 
to re-employ senior management staff due to the need to 
facilitate leadership renewal and organisational change. In 
addition, as senior management staff have more options than 
other employees, the EAP would be an appropriate alternative 
if re-employment is not feasible.

27.   In addition to the EAP, employers are encouraged to provide 
outplacement assistance to help eligible employees whom 
they cannot re-employ find alternative employment.  

28. 	As employees who are re-employed have already reached 
the statutory (or contractual) retirement age, the issue of 
retrenchment benefits does not arise.  However, as this group of 
employees would find it difficult to secure new jobs if they are 
retrenched, employers should offer financial assistance (using 
EAP as a reference) to help tide them over while they look for 
alternative employment. 

Conclusion

29.   As Singapore’s population and workforce rapidly ages, there is an 
urgent need to tap into the valuable skills and experience of older 
employees.  Employers are urged to implement the Guidelines 
even before re-employment legislation comes into effect.  On 
their part, employees are encouraged to be flexible in working 
out re-employment arrangements with their employers, so 
that they can continue to contribute to their organisations and 
earn a regular income.   This will better prepare both parties 
for the new legislation, provide employment opportunities to 
employees beyond the statutory retirement age, and raise the 
effective retirement age of employees in Singapore.  
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Need more information?
We have compiled a list of 

references for your 
easy use.

RESOURCES
Centre For Seniors

DESCRIPTION
A centre focusing on developing and delivering high quality 
training programmes for older adults that promote their 
continuous employment, and offering training programmes for 
human resource personnel, management and union leaders to 
enhance their knowledge and skills to manage older workers 
more effectively.

CONTACT
Centre For Seniors 
9 Bishan Place 
#10-02 Junction 8 Office Tower  
Singapore 579837  
Tel: 6478 5015 
Fax: 6258 6533
Email: admin@centreforseniors.org.sg
Website: http://www.centreforseniors.org.sg
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RESOURCES
CPF Board

DESCRIPTION
Good financial calculators for your planning needs 

CONTACT
Central Provident Fund Board 
CPF Building 
79 Robinson Road 
Singapore 068897 
Email:  cpfboard@cpf.gov.sg
Website: http://www.cpf.gov.sg

RESOURCES

Employment and Employability Institute (e2i)

DESCRIPTION
e2i is a one-stop, skills-based institute that brings together 
workers, employers and training providers with the objectives 
of enhancing the employability of workers, and promoting 
industry re-development and job re-creation. Working with 
like-minded partners, e2i connects with employers to address 
their manpower needs.   e2i also engages training providers 
to develop and deliver customised training to enhance the 
productivity and employability of workers though skills re-
training and skills upgrading.

CONTACT
e2i
141 Redhill Road, Block A #01-01
Singapore 158828                         
Tel: 6474 0606                             
Website: http://www.e2i.com.sg

CPF Call Centre 
1800-227-1188 
Fax: 6225-8732
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RESOURCES
Health Promotion Board (HPB)

DESCRIPTION
For more information on WHP programmes, available subsidies 
and how to keep healthy

CONTACT
Health Promotion Board 
3 Second Hospital Avenue, 
Singapore 168937
Tel: 6435 3500
Fax: 6438 3848
Email: hpb_mailbox@hpb.gov.sg
Website:  http://www.hpb.gov.sg

RESOURCES
Ministry of Manpower

DESCRIPTION
For information on labor laws and information on the 
Employment Act  

CONTACT
Ministry of Manpower 
18 Havelock Road  
Singapore 059764
Tel: 6438 5122
Fax: 6534 4840
Email: mom_lrd@mom.gov.sg
Website: www.mom.gov.sg
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RESOURCES
Money Sense

DESCRIPTION
Free financial tips and budgeting tools for your use.

CONTACT
MoneySENSE Secretariat
MAS Building
10 Shenton Way 
#24-00  
Singapore 079117 
Email: consumers@mas.gov.sg
Website: www.moneysense.gov.sg

RESOURCES
NTUC 

DESCRIPTION
A direct link to the Labour Movement for the latest updates.

CONTACT
NTUC CENTRE 
No 1, Marina Boulevard 
#11-01, One Marina Boulevard 
Singapore 018989 
Email: membership@ntuc.org.sg
Website: http://www.ntuc.org.sg

NTUC Hotline: 6213 8008 
Fax: 6327 3740
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RESOURCES
PREPARE Community

DESCRIPTION
Collaboration between NTUC and ASME supported by WDA, 
the PREPARE Community assists companies to further intensify 
their Re-Employment Efforts through interactive workshops 
and seminars.  

CONTACT
PREPARE Secretariat
Tel: 6513 0364
Fax: 6513 0399
Email: member@preparecommunity.com
Website: http://www.preparecommunity.com

RESOURCES
Re-employment Portal

DESCRIPTION
One-stop resource centre for both employers and employees 
on re-employment.  

CONTACT
For Re-employment related queries on the guidelines or 
coming legislation, please contact Tripartite Relations & 
Promotions(MOM) at mom_lrd@mom.gov.sg 
 
For employers who wish to find out how you can implement 
re-employment in your company, please contact SNEF at tag@
snef.org.sg
 
For employees who wish to find out how you can prepare 
yourself for re-employment, please contact NTUC at ird@ntuc.
org.sg
Website:  http://www.re-employment.sg
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RESOURCES
U Live Website
DESCRIPTION
An ultimate lifestyle community to engage workers as well as 
retirees who are 55 years & above, through a comprehensive 
engagement programme of activities, interest groups and 
benefits; so as to lead healthy, happy, productive and purposeful 
driven lives and remain connected to the Labour Movement.

CONTACT
U Live Community
Tel: 6213 8008 (for Membership enquiries) / 6582 3605 (for 
Events enquiries)

For enquiries regarding Communities and Events, please 
contact: Jammy Chang / Shirley Goh 
Email:  events@ulive.com.sg 
For enquiries regarding NTUC Membership and Benefits, please 
contact: Ong Yi Tian / Wayne Tay 
Email: yourview@ulive.com.sg
Website: http://www.ulive.sg

RESOURCES
Workforce Development Agency (WDA)

DESCRIPTION
Information on adult learning and WSQ courses for upgrading 
of skills. 

CONTACT
Workforce Development Agency
1 Marina Boulevard  
#16-01 One Marina Boulevard  
Singapore 018989  
Tel: 6883 5885  
Fax: 6512 1111                              
Email: wda_enquiry@wda.gov.sg       
Website:  http://wda.gov.sg




