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Frequently Asked Questions on the  
Tripartite Guidelines on the Re-employment of Older Employees 

 

Q1.  What is the purpose of this new set of Tripartite Guidelines? 
 
The tripartite partners have reviewed and updated the Tripartite Guidelines 
on the Re-employment of Older Employees. They serve as a reference for 
employers and employees in preparing for re-employment and dealing with 
the re-employment offer ahead of the legislative changes to give effect to the 
new re-employment age of 67.  
 
We strongly encourage employers to adopt the policies and practices in the 
Tripartite Guidelines ahead of the new re-employment age taking effect. 
 

Q2.  What is considered a reasonable re-employment offer?   
 
Whether a re-employment offer is considered reasonable depends on many 
factors, including whether there has been adequate re-employment 
consultation and the extent of adjustments in wage and benefits to reflect the 
value of the job.  
 
Early and open communication with workers and unions is key to ensure 
smooth implementation of re-employment. Employers should exercise 
flexibility and fairness in designing jobs and remunerating older employees. 
They should also implement competitive wages based on job worth and 
productivity.  
 
At the same time, employees are encouraged to be flexible in working out 
re-employment arrangements with their employers and to be open to go for 
training so that they can take on new job arrangements and continue to stay 
employed. 
 

Q3.  In assessing an employee’s eligibility for re-employment, how should 
an employer assess whether he/she has given “satisfactory 
performance”? 
 
Satisfactory performance refers to the minimum level of performance any 
employee is expected to maintain in discharging his duties. In assessing the 
eligibility of an employee for re-employment, employers may take into 
account the employee’s performance for the past 2-3 years. 
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Q4.  In assessing an employee’s eligibility for re-employment, how should 
employers assess whether an employee is “medically fit to continue 
working”? 
 
In general, re-employed employees should be presumed to be medically fit 
to continue working. There is no need to send an employee for a medical 
check-up if he/she does not show any signs of being medically unfit for the 
job. 
 
If they do, employers could send them for medical check-ups on a case by 
case basis, without having to send all employees in the same job for medical 
check-ups. Employers could also send re-employed employees for medical 
check-ups if it is a job requirement that is applied to other employees with 
that job scope. 
 

Q5.  How does providing medical benefits in the form of additional Medisave 
contributions help employers and re-employed employees? 
 
Providing employer medical benefits in the form of additional Medisave 
contributions helps employers better predict and plan their medical 
expenses. In contrast, other forms of employer medical benefits (e.g. Group 
Hospitalisation and Surgical insurance (GHS) or self-funding) is dependent 
on the employees’ claims experience and may fluctuate. 
 
This would also help re-employed employees build up their Medisave 
Accounts. The latter has the added benefit of increased portability by helping 
the worker accrue medical benefits post-employment.  
 
In addition, as it is mandatory for Singapore Residents to be covered by 
MediShield Life, and many have also chosen to be covered by Integrated 
Shield Plans, other forms of employer medical benefits (e.g. GHS) might 
result in duplication with this coverage. It is therefore beneficial to both 
employer and employee to remove this duplication. 
 

Q6.  What could employees do if they feel that they have been unfairly 
denied of re-employment or the re-employment offer is unreasonable? 
 
Employees are advised to make their job preference known during the re-
employment consultation process, and employers are advised to refer to the 
Tripartite Guidelines in making re-employment offers. Employees are not 
obliged to accept an unreasonable re-employment offer.   
 
The re-employment legislation provides recourse for employees should they 
encounter re-employment disputes. Employees may approach MOM or their 
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unions where appropriate. In a situation where employees feel that they have 
been unfairly denied of re-employment, employees may appeal to the 
Minister for Manpower. In a situation where employees receive an 
unreasonable re-employment offer or Employment Assistance Payment, 
employees may seek remedy and assistance from the Commissioner for 
Labour, and the Employment Claims Tribunals come 1 April 2017. 
 

Q7.  How were the revised Employment Assistance Payment (EAP) amounts 
determined? 
 
In line with the raising of the re-employment age, the tripartite partners 
agreed to increase the EAP amounts and age coverage accordingly. The 
revised amounts also take into account wage increases in recent years.   
 

Q8. Q What support is available to companies who want to implement re-
employment?  
 
The Government will continue to support companies who voluntarily re-
employ older workers beyond 65. The additional wage offset of 3% for 
employers who re-employ workers above 65 will be extended to 1 July 2017, 
until the new re-employment age takes effect. 
 
Companies can also tap on WorkPro to learn about and implement good age 
management practices such as re-employment. A grant of up to $20,000 is 
available to eligible companies who improve their workplaces practices to 
benefit their mature employees.  

More information can be found at www.wsg.gov.sg/workpro. 
 

 

http://www.wda.gov.sg/workpro
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