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FOREWORD

2012 marks a milestone in Singapore’s employment history when the 
Retirement and Re-employment Act came into force. With it, workers 
can continue to work beyond the age of 62 if they are able and want to, 
and employers are required to continue hiring them. The benefits of the 
Act have been multifold. Companies are able to retain competent and 
experienced staff especially in industries where the pre-requisite skills, 
knowledge and expertise are in short supply. New staff get to be trained 
quicker and faster with inputs from the re-employed mentors. Singapore’s 
ageing workforce also benefits as a whole from the longer working years 
as they increase their financial resources while boosting their mental and 
physical well-being.

Today, Singaporeans are living longer and companies find it harder to 
employ younger workers and foreign workers with the necessary skill, 
knowledge and expertise.  This has prompted the Government to heed 
the call of NTUC to raise the re-employment age ceiling to the next 
level of 67 from 1 July 2017.  To help companies and workers get ready, 
the tripartite partners issued a set of guidelines in May 2016 detailing 
the changes as well as recommended best practices companies should 
implement as part of their re-employment policies.  

We are heartened that as of June 2016, more than half of the unionised 
companies in Singapore re-employ beyond age 67 on a regular basis.  

Come July 2017, re-employing to the age of 67 will become law. This 
practical guide on re-employment will thus assist companies, unions and 
workers in understanding the new guidelines better and be ready for the 
implementation earlier. We hope you will find this guide useful. 

Heng Chee How
Deputy Secretary-General 
National Trades Union Congress
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Only 2 working citizens support  
1 citizen aged 65 and above

By 2030

“We need to transform our societies and economies to 
become more age-friendly, and turn longevity into a 
positive force for economic and social development.”

Prime Minister of Singapore, Lee Hsien Loong
Asia-Pacific Economic Cooperation Economic Leaders Meeting, 2015

OVERVIEW

As compared to most advanced industrial countries, Singapore’s working population 
is ageing at a far greater pace and extent. 

Adapted from Singapore’s Population White Paper 2013

In 2012

About 6 working citizens support  
1 citizen aged 65 and above

Birth rates are failing and without immigration, our 
citizen population will shrink from 2025 onwards

Life expectancy of Singapore
900,000 citizens 
will be aged 65 
and above

1970 2010 2025

2030

66

82

Age

Coupled with falling birth rates and increasing life expectancy, mature workers are 
potentially an underutilised group of workers that can significantly contribute to 
Singapore’s economic growth and productivity. 
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The Retirement and Re-employment Act (RRA) was introduced by the Ministry of  
Manpower (MOM) in 2012. Under the RRA, the statutory retirement age is 62. 
Thereafter, employers are required to re-employ eligible employees who turn 62 years 
old, up to the age of 65 (and up to the age of 67, with effect from 1 July 2017).

3 TALENT MANAGEMENT 

›	 Retention of valuable expertise and skills honed over the years 
›	 Tapping on the wealth of experiences of older workers is advantageous 

especially when faced with high stress work situations  

2 TIGHTENING LABOUR MARKET 

›	 With a more mobile population, our base of younger workers will further shrink
›	 There is a decrease in foreign manpower quota 
›	 With our citizen population shrinking by 2025, the mature workers would prove to 

be a source of untapped potential that would have otherwise be lost

THE NEED FOR RE-EMPLOYMENT

1 LONGER LIFE EXPECTANCY 

›	 If mature workers are pre-maturely let go from the workforce when they can in 
fact continue working and supporting themselves, the nation’s old-age support 
ratio will decline and a greater tax and economic burden will be imposed on the 
working population

›	 The increasing life expectancy of the current population translates to a need for 
the working population to keep working and accumulate more savings to stay 
financially independent 
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Introduction  
of Retirement 

Age Act 
(retirement age 

was set at 60)

Amendment to 
Retirement Age 
Act (retirement 

age revised  
to 62)

Introduction of 
Retirement & 

Re-employment 
Act (RRA)

JOURNEY OF RE-EMPLOYMENT TO AGE 67

Amendment to 
RRA to include 

increase in  
re-employment  
age ceiling to 67

1993

1999

2012

2016

2017
Updated Tripartite 
Guidelines on the  

Re-employment of 
Older Employees 
(with provision to  

re-employ to age 67)

›	 Prior to 1993, there was no legislated retirement age in Singapore. The unofficial 
retirement age was 55 years, pegged to the Central Provident Fund (CPF) 
withdrawal age at that time

›	 In 1993, in consultation with NTUC and the Singapore National Employers 
Federation (SNEF), the Government introduced the Retirement Age Act with 
retirement age set at 60

›	 The retirement age was later revised to 62 in 1999
›	 With the greying population and declining old-age support ratio, the RRA 

was introduced in 2012 to provide mature workers with the flexibility to work 
beyond the age of 62, up to 65 

›	 After further discussion with NTUC and SNEF, the Government released the 
updated Tripartite Guidelines on the Re-employment of Older Employees, to 
prepare employers for the increase in re-employment age from 65 to 67 on  
1 July 2017
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THE LAW AND THE GUIDELINES 
The Retirement and Re-employment Act 
(to be read with the Tripartite Guidelines on the Re-employment of Older Employees)

1 OBLIGATION TO RE-EMPLOY EMPLOYEES

Has satisfactory work 
performance

Is medically fit to 
continue working

2 ELIGIBILITY

An employee is eligible for re-employment if he fulfills the following eligibility 
criteria:

Why is the re-employment age ceiling further raised to 67? Why not raise the 
retirement age instead?  Is the government forcing employees to work longer?
Previously, there was no safeguard for older employees – companies can simply 
terminate one’s employment on the grounds of age. In 1993, things changed when 
the statutory retirement age of 60 was introduced to secure the employment of older 
employees. The retirement age was further increased to 62 in 1999. 

In facilitating the increase in retirement age, difficult compromises with far-reaching 
effects were made between the tripartite partners. Hence, the re-employment model 
was adopted following studies of other countries such as Japan, so that compromises 
can be reduced. 

Re-employment up to age 67 allows employees to work longer should they want 
or need to. It enhances the choice for older employees to be continually employed, 
without compelling anyone to work against their wishes.

In force since 2012, the Retirement and Re-employment Act (RRA) states that 
employers must provide eligible employees with re-employment up to age 65, 
with an amendment to age 67 in July 2017, when the employee reaches the 
statutory retirement age of 62. 

Employees who are recruited at the age of 55 or above are exempted from the statutory retirement age. 
However, employees who have at least 3 years of service upon reaching the age of 62 are eligible for 
re-employment.
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Satisfactory Work Performance Medically Fit to Continue Working 

What is satisfactory work performance? 
Satisfactory work performance refers 
to the minimum level of performance 
required from an employee to conduct 
his duties. 

Where necessary, employers should 
take into account the employees’ 
performance for the past two to three 
years, prior to re-employment.  

How can employers determine the 
performance level of employees?
In order for employers to be able to 
determine the level of performance of 
employees, they will have to implement 
a performance management system. 
A good performance management 
system should be fair, objective and 
transparent. It should motivate good 
performances and provide opportunities 
for improvements.

Should performance review be  
done only when employees are 
turning 62?
Employers should conduct regular 
performance reviews and provide 
timely feedback to all employees so that 
they can improve their performances. 
Employers should encourage and 
provide assistance for under-performing 
employees to improve in their ratings. 
This should be done throughout the 
employees’ careers and not only when 
they turn 62.

What does ‘medically fit to continue working’ mean 
exactly?
Employees are medically fit to continue working if:
›	 They can do the job assigned to them
›	 Their health does not affect their minimum level of 

performance required for the job

It is therefore important for employers to have a 
clear understanding of employees’ job nature and 
requirements. A job description will help in making 
objective assessments of employees’ medical fitness to 
continue working.

Are employees required to undergo medical check-
ups to qualify for re-employment?
All employees are presumed to be medically fit to 
continue working. Employees need not undergo 
medical check-ups at age 62 to qualify for re-
employment, if they do not show signs of being 
medically unfit for the job.

If they do, they can be sent for medical screening 
on a case-by-case basis. Employers can also send re-
employed employees for medical check-ups if it is a job 
requirement that is applied to other employees with 
the same job scope.

If employees have pre-existing medical conditions 
like hypertension, are they presumed to be medically 
unfit to continue working? 
If employees have been able to carry out their duties 
in a satisfactory manner despite suffering from pre-
existing medical conditions such as hypertension, then 
they should be considered as medically fit to continue 
working.

If an employer conducts an annual company medical 
screening for all staff, should the  
re-employed employees participate? 
Employees are encouraged to go for medical 
screenings to look after their health, and be aware of 
their medical conditions.  As long as the employees 
can continue working in a satisfactory manner, the 
employer should not use the results obtained from the 
medical screening to determine the eligibility of the 
staff for re-employment.
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3  CONSULTATION AND NOTIFICATION

Is engagement only necessary for employees turning 62 years of age?
The timeline of engaging employees six months in advance and offering the contract 
at least three months before their birthday applies to subsequent re-employment 
contracts after the age of 62 as well. 

What should employees do if their employers fail to engage them six and/or three 
months before their birthdays? 
It is important that employers engage with their employees six and three months 
before their birthdays as indicated. 

If there is no prior engagement with the employees, then it is assumed that the 
employees continue working in the same job, with the same terms and benefits after 
their birthday, on a sail-through basis. 

The employees could take the initiative to approach their employers to discuss about 
their re-employment prospects. If the companies are unionised, the employees 
should seek assistance from the unions whenever necessary. Otherwise, they may 
approach the MOM for help.

*months indicated are prior to employees’ 62nd birthday, and subsequently yearly up to age of 67

03
*months

in advance

Offer/Non-offer of
re-employment

contract

06
*months

in advance

Engage 
their retiring 
employees
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4 CONTRACT

Can employers offer a contract with a shorter contract period, for example, a six 
month re-employment contract?
Under the law, the employers have to offer eligible employees with a re-employment 
contract of at least one year.

Employees have the right to reject a re-employment contract which has a duration 
of less than a year, while remaining eligible to receive an Employment Assistance 
Payment (EAP).  Any contract shorter than a year is subject to mutual agreement and 
employees should seek advice from their unions.

Employers are required to offer eligible employees re-employment contracts:

3
months

before

they reach the  
retirement age 

the expiry of their current  
re-employment contracts

The contract period shall be: 

5Year 
Contract
up to 67

or1At least
year term
contract, renewable  
up to 67

Termination of contract:
›	 Employers and employees may exercise normal termination with notice in 

accordance with their re-employment contracts
›	 Termination notice must be the same for both employers and employees
›	 In the event of unfair dismissal, employees should seek assistance from their 

unions, or approach the MOM 

or
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Is a re-employment contract a contract of service or a contract for service?
A re-employment contract is a contract of service which should include terms and 
conditions of employment.

Should there be a one day break before the commencement of the re-employment 
contract?
There is no need to impose a break. However, if employees wish to take a short break after 
retirement or before starting subsequent re-employment, they should discuss with their 
employers to work out suitable arrangements that are mutually accepted by both parties.

If there is a short break before starting the subsequent re-employment, the break 
should not impact the continuity and accumulated statutory benefits.

Is there a probation period?
Employees on re-employment should not be placed on probation, even if they are 
re-employed with a different job scope. 

Is there a qualifying period for leave entitlements?
There is no qualifying period for leave entitlement such as annual leave and medical 
leave as employment in the company before retirement is factored in. 

same job, with adjustments in wages and benefits 
made based on the reasonable factors of productivity, 
duties and responsibilities and wage system

Re-employing employees in

existing jobs with modifications or re-deploying 
them to different jobs on renegotiated terms

other work arrangements mutually agreed upon 
by both parties

Employers should inform their employees early, and allow time for preparation 
if their job scopes are changed, or if employees are taking on different positions. 
Training should also be provided if necessary. 

4.1 JOB ARRANGEMENTS FOR RE-EMPLOYMENT

Employers should exercise flexibility in job arrangements for re-employed employees. 
Such job arrangements include:
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Should employees accept changes in job scopes and/or positions offered by  
the company?
If employers made a reasonable offer, employees are encouraged to be flexible and 
open to training in order to take on new job arrangements and continue to stay 
employed. However, if the terms and benefits are deemed unreasonable, employees 
should approach their unions or the MOM.

Can employees request for flexible working hours or a part-time job arrangement?
Yes, employees can request for such arrangements. Employees could discuss with 
their employers to work out suitable arrangements during the engagement session 
before retirement or as early as possible.

Any adjustment to wages 
should only be made 
based on the following 
reasonable factors:  

›	 Employees’ productivity
›	 Adjustment made to employees’ duties and responsibilities
›	 Organisation’s seniority wage system (if any) which results 

in wages set above the value of the job

There should not be any 
adjustments made for the 
following groups:

›	 Low-wage employees
›	 Employees whose wage systems have no seniority-based 

element

Can employees’ new salaries at re-employment be the same as new entrants with 
the same job scope? 
No. New entrants are learners and will need time and guidance to meet the 
requirements of the job.  As re-employed employees have attained a wealth of 
institutional knowledge and experience and rightfully are  ‘experts’ in their current job, 
their salary should not be lowered to that of a new entrant. 

Reasonable factors must be considered before any wage adjustments.  If there is 
a seniority wage element in the salary of retiring employees, their salaries may be 
lowered to some point between the mid-point and maximum of the salary range, 
depending on their job scope. However, low-wage workers should not be subjected 
to such downward adjustments.

4.2  WAGES

The terms and benefits for re-employment must be mutually agreed upon by the 
employees and employers. 

Employees must be paid for the value of the job (existing or new), taking into 
consideration their working experience and knowledge as well as the market 
value for the job. The above reasonable factors must be taken into account when 
wage adjustments are being considered. 
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Can employees’ salaries be reduced for subsequent re-employment contract 
renewals?  
If there are no reasonable factors applicable, there should not be any cuts for 
subsequent re-employment contracts. 

If employees are at the maximum of their salary range, can their salaries be adjusted 
downwards upon re-employment?
Any wage adjustments has to be based on reasonable factors. If employees are re-
employed with the same job scopes, and there are no seniority-based elements in 
their wage systems, then their salaries should not be adjusted downwards.

Who are considered low-wage employees?
Definitions of low-wage employees differ from company to company. The Tripartite 
Guidelines on the Re-employment of Older Employees shared the example of the 
Public Service which does not reduce the salaries of their lower-wage public officers 
(those in Division 3 and 4). Unions can use the Public Service as a benchmark when 
identifying low-wage employees.

Can employers adjust wages and benefits concurrently for re-employment?
Employers may adjust employees’ terms and conditions of re-employment to some 
extent to reflect the value of the job. However, they should not be less favourable than 
what is being provided for regular employees or as stipulated in the Employment Act. 
If employees deem the changes as unreasonable, they may approach their unions or 
the MOM.

Prior to the renewal of the re-employment contracts, employers should review the 
overall terms for adjustments, including the salaries.

Annual increments, 
for re-employed 

employees who are 
not at the maximum of 

their salary ranges

Performance/Variable 
Bonus (PB/VB)

Any other bonuses 
such as gain-sharing 

incentives, one-off bonus 
and long service benefits 

where appropriate

4.3 RECOGNITION AND REWARD

Employers should continue to recognise and reward the re-employed employees, 
since they are an integral part of the organisation, with the following, where applicable:
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For subsequent re-employment contract renewals, are employees eligible for 
annual increments? 
Re-employed employees are eligible for annual increments. As any other employees 
in the organisation, they should continue to move up the prevailing salary ranges till 
they reach the maximum of the salary ranges. Thereafter, employees will continue to 
receive the last drawn salary or in the case of promotions, their new salary.  

When can re-employed employees receive their bonuses? 
Eligible employees may receive bonuses yearly at the anniversary date of their  
re-employment. Alternatively, they can also receive these payments together with the 
rest of the employees at the same time. 

Are re-employed employees eligible for long service awards?
Re-employed employees are eligible for long service awards as their length of service 
prior to being re-employed should be recognised.

4.4 MEDICAL BENEFITS

Co-payment of medical 
benefits, or establish 

appropriate caps on the  
claimable amounts of 
the medical benefits

Restructure the existing 
medical benefits 

into another suitable 
portable medical 
benefits scheme

Leverage on Medishield 
Life by providing 

additional Medisave 
contributions in lieu of in-
patient medical benefits

Medical cost is a concern for employers, as well as employees. In making any 
adjustments, affordability and fairness are two key principles that should be 
considered by both the employers and employees.

Medical benefits refer to both outpatient and in-patient benefits. To maintain 
internal equity, employers should extend the same medical benefits to re-
employed employees where possible. 

If adjustments have to be made (either to outpatient, or in-patient, or both), 
employers may consider the following:
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What is a portable medical benefits scheme?
The portable medical benefits scheme is designed for the provision of in-patient medical 
benefits. Unlike a company’s group medical insurance, a portable medical benefits 
scheme will continue to cover employees even if they are out of work or in between jobs. 

The scheme rides on the Medishield Life framework: 
›	 In lieu of the existing inpatient benefits, employers make additional contributions 

to employee’s Medisave accounts to cover the total cost of employees’ MediShield 
Life premiums

›	 Employees may also make use of the additional contributions to help offset their 
premiums for Medisave-approved Integrated Shield Plans

›	 The additional Medisave contribution is to be negotiated between employers 
and unions/employees, taking into account the current level of medical benefits 
provided by the employers

›	 Employers can also consider further contributions towards employees’ insurance 
rider schemes by crediting the additional amount for the rider directly to 
employees’ salary accounts

Benefits should be fair 
to the re-employed 
employees

Benefits should not 
be less than what 

are provided to new 
employees

Can re-employed employees’ annual leave be reduced to the minimum number of 
days provided in the Employment Act (i.e. seven days of annual leave)? 
Any adjustments made to annual leave should be based on reasonable factors, and 
should not be less favourable than what is provided for regular employees or as 
stipulated in the Employment Act. 

If the annual leave is adjusted to seven days, employers must increase an extra day for 
each additional year of service (up to 14 days), as per the Employment Act. 

LEAVE 
ENTITLEMENT 

AND OTHER 
BENEFITS

Re-employed employees 
need not meet the 
qualifying criteria to be 
eligible for employment 
benefits such as annual 
leave and sick leave – they 
can enjoy these benefits 
immediately upon  
re-employment

They may also continue 
to enjoy other types of 
leave and employment 

benefits

4.5  LEAVE ENTITLEMENT AND OTHER BENEFITS
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What is included in 
gross rate of pay? 

Gross rate of pay includes allowances that an employee is 
entitled to under a contract of service.

5 EMPLOYMENT ASSISTANCE PAYMENT (EAP)

EAP Age 62  to  < 64.5 Age 64.5  to  < 67

No. of months of salary* 3.5 2

Minimum Amount $5,500 $3,500

Maximum Amount $13,000 $7,500

*The EAP amounts should be computed based on gross rate of pay as defined in 
the Employment Act. 

How were the EAP amounts formulated?
Along with the increase of the re-employment age ceiling to 67, the tripartite partners 
agreed to increase the EAP amounts and age coverage accordingly. The revised 
amounts took into account the wage increases in recent years. 

Why is there a minimum and maximum EAP amount?
There is a minimum EAP amount of $5,500 to provide employees, especially low-wage 
workers, with financial help to tide over their job search period. The maximum EAP 
amount of $13,000 moderates the financial burden on employers. 

What is excluded 
from gross rate  
of pay? 

Gross rate of pay excludes:
›	 Overtime payments, bonus payments and annual wage 

supplement (AWS)
›	 Reimbursement of special expenses incurred in the 

course of employment
›	 Productivity incentive payments
›	 Travel, food and housing allowances

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

Employers should offer eligible employees a one-off Employment Assistance 
Payment (EAP), as a last resort, once employers have exhausted all options to find 
a suitable job for them.
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Would employees get the EAP if they rejected a re-employment offer from their 
employers?
No. When employers offer a reasonable re-employment contract and employees 
choose to reject the offer, the employees will not be eligible for EAP. Employees are 
therefore encouraged to give due consideration to offers to continue working beyond 
retirement age.

However, if employees feel that the re-employment offers from their employers are 
unreasonable, they can seek assistance from their unions, or approach the MOM  
for help.

Can employers pay the employees EAP and recruit a new person for the same job 
soon after?
Employers should consider all available re-employment options within their 
organisation and identify suitable jobs for re-employment. EAP should only be given 
as a last resort, when there are no job options available. In the above case, the affected 
employees should seek assistance from their unions.

If one has been re-employed for two years and the employer can no longer extend 
the re-employment contract, how much EAP will the employer have to pay? 
Under the Tripartite Guidelines, employees who have been re-employed for less than 
2.5 years from age 62 will be paid based on 3.5 months of gross pay, with a minimum 
of $5,500 up to $13,000. 

Can unions negotiate for an EAP quantum higher than that stipulated in the 
guidelines?
Yes. While the EAP remains as a point of reference, unions and employers can 
consult and discuss the EAP amounts that are appropriate for the company and 
industry they are in.
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6 DISPUTE RESOLUTION

Recourse Details for Individual Dispute Cases

RRA Part IV
S8A(2)

RRA Part IV
S8A(4)(a)

RRA Part IV
S8A(4)(b)

RRA Part IV
S8A(4)(c)

RRA Part IV
S8A(4)(d)
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• Termination / Dismissal on the 
grounds of age

• No job offer due to not meeting 
eligibility criteria

• “Reasonableness” of terms  
& conditions

• EAP issues

• No job offer to eligible employees 
due to no job vacancies

Can employees approach the union for representation on re-employment matters 
if they are Professionals, Managers and Executives (PMEs)?
Employees can approach the union for representation assistance if they fall within 
the scope of full representation of the union. Notwithstanding that, under the revised 
Industrial Relations Act which took effect on 1 April 2015, unions can also represent 
PMEs under limited representation for re-employment matters.

If there is a disagreement on the re-employment clause affecting all re-employed 
employees, do I need to bring up the dispute individually for each employee?
No.  Re-employment disputes may be brought collectively to the MOM by the union 
if the dispute is related to the re-employment clause which affects all employees in 
the company and the employees are represented by the union on a collective basis.  
Executives who are under limited representation can only have their disputes brought 
up individually.

Dispute Resolution Framework

Should there be disputes relating to re-employment eligibility, availability of job 
vacancies or dismissal issues, cases can be filed at the MOM no later than one 
month from the last day of employment. 

For other cases on reasonableness of terms and conditions or cases on EAP, employees 
can lodge the issues not later than six months from their last employment date. 

Employees should seek assistance from their unions before any case escalation at 
the MOM.
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RESOURCES FOR EMPLOYEES AND UNIONS
1 National Trades Union Congress (NTUC)

NTUC is a national confederation of trade unions as well as a network of professional 
associations and partners across all sectors in Singapore.

Contact
NTUC Centre
1 Marina Boulevard
#10-01, One Marina Boulevard
Singapore 018989
Tel: 6213 8008
Website: www.ntuc.org.sg

2 U Live
U Live is the Labour Movement’s exclusive platform to reach out to active agers who are 
55 years and above. Through various ‘Work’, ‘Live’ and ‘Play’ initiatives like re-employment 
advocacy, mature worker initiatives, targeted lifestyle and life-skill programmes, U Live 
hopes to encourage active agers to remain empowered, engaged and evergreen.

Contact
Website: www.ulive.sg 

3 Employment and Employability Institute (e2i)
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.  

Contact
Devan Nair Institute for Employment and Employability
80 Jurong East St 21
Singapore 609607
Tel: 6474 0606
Website: e2i.com.sg 

4 Ministry of Manpower
For information on labour laws including Re-employment and Employment.

Contact
MOM Services Centre
1500 Bendemeer Road, Singapore 339946
Tel: 6438 5122
Website: www.mom.gov.sg
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5 Tripartite Alliance for Fair Employment Practices (TAFEP)
For tools and resources, including training workshops, advisory services, and 
educational materials, to help organisations implement fair employment practices.

Contact
Manulife Centre
51 Bras Basah Road #04-07
Singapore 189554
Tel: 6838 0969
Website: www.tafep.sg

6 Workforce Development Agency
Information on adult learning and WSQ courses for upgrading of skills.

Contact
1 Marina Boulevard
#16-01 One Marina Boulevard
Singapore 018989
Tel: 6883 5885
Website: wda.gov.sg

7 Central Provident Fund (CPF) Board
For information and resources on all issues relating to CPF.

Contact
CPF Building
79 Robinson Road
Singapore 068897
Tel: 1800 227 1188
Email: cpfboard@cpf.gov.sg
Website: www.cpf.gov.sg

8 Health Promotion Board (HPB)
For more information on Workplace Health Promotion, available subsidies and how to 
keep healthy.

Contact
3 Second Hospital Avenue
Singapore 168937
Tel: 6435 3500
Email: HPB_Mailbox@hpb.gov.sg  
Website: www.hpb.gov.sg
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