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Proposed Amendments to the Singapore
Employment Act
Introduction
On 18 January 2018, the Ministry of Manpower ("MOM") announced that it was conducting a monthlong public consultation exercise on the Employment Act ("EA"), Singapore's main labour
legislation. Being a review six years from the last, this public feedback exercise is sought to ensure
that the Act remains relevant, and is targeted at affording enhanced coverage to employees. The
three areas of review have been identified:
(i)

Whether core provisions for public holiday and sick leave entitlements, timely payment of
salary and allowable deductions, and redress for wrongful dismissal should be extended to
protect professionals, managers and executives ("PMEs") earning more than S$4,500 per
month;

(ii)

Whether salary thresholds for vulnerable employees to qualify for entitlements such as
annual leave, hours of work, overtime pay and rest day ought to be revised; and

(iii)

How dispute resolution services for statutory and contractual salary-related disputes
(currently heard by the Employment Claims Tribunal) and wrongful dismissal claims
(currently heard by the Ministry of Manpower) can be amalgamated and/or streamlined.

On 2 October 2018, the Employment (Amendment) Bill was tabled in Parliament for the first reading.
It is expected to pass through second and third readings, and come into effect by April 2019.

Amendments to the Employment Act and what to expect
At present, employee protection under the EA can be split into two broad categories: (1) core
provisions applicable to all employees except PMEs earning more than S$4,500 per month and (2)
additional protection for certain classes of vulnerable employees.
Core provisions
Basic protection under the EA (with the exception of Part IV which deals with rest days, hours of
work and other conditions of service) will be extended by the amendments to all employees1,
including PMEs earning more than S$4,500 per month. The following table sets out the significant
amendments which have been made to some of the more pertinent EA provisions:
Section 27

Authorised deductions

In general, deductions from salary may not be made unless
expressly provided for under Section 27.
Section 27 will be amended by the Bill to redefine when
deductions may be made, with or without the employee's

1

With the exception of public servants, domestic workers and seafarers who are covered by other Acts due to the nature of
their work.
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written consent. Salary can be deducted for reasons such
as (i) absence of work, (ii) damage or loss of goods or
money, (iii) accommodation (with the employee's consent),
(iv) amenities and services provided by the employer (with
the employee's consent), (v) recovering advances, loans or
overpaid salary.
Section 43

Annual leave

Section 43 will be repealed, with a new Section 88A
inserted. Statutory entitlement to paid annual leave will be
extended to every employee to whom the EA applies. At
present, only employees who are covered under Part IV
are entitled to statutory paid annual leave.

Section 88

Holidays

Paid holidays are specified under Section 88. Parties may
by agreement vary this statutory stipulation. Where an
employee is required by his employer to work on any public
holiday, Section 88 sets out the amount of salary payable
by the employer.
Section 88 will be amended to extend to every employee to
whom the EA applies (other than an individual to whom
Part IV applies), and who is required by the employer to
work on a public holiday, the option of being given part of a
day off on a working day, instead of a day off in substitution
for that holiday, or an extra day's salary at the basic rate of
pay.

Section 89

Sick Leave

Any employee who has served an employer for at least 3
months is entitled to paid sick leave (max 14 days) and
hospitalisation leave (max 60 days).
Section 89 will be amended to impose on the employer an
obligation to bear or reimburse an employee the fees of
any medical examination if the employee has served the
employer for at least 3 months and is certified by the
medical practitioner to be entitled to paid sick leave.

Evidently, the abolishment of the salary cap on the eligibility of PMEs to be afforded protection
under the EA has extensive implications for both employers and employees.
Additional protection for more vulnerable employees
Additional protections under Part IV of the EA are currently available to a narrower section of
employees: (1) workmen earning up to S$4,500 per month, and (2) non-workmen (who are also
non-PMEs) earning up to S$2,500 per month.
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With the amendments, the salary ceiling for the latter category of employees will be increased so
as to capture a larger group (albeit not PMEs). In particular, the ceiling for non-workmen (who are
also non-PMEs) will be revised upwards to S$2,600 per month. It is worth noting that the salary cap
for overtime pay will be revised upwards from S$2,250 to S$2,600 for non-workmen.
Provisions under Part IV remain inapplicable to PMEs.
Dispute Resolution
Presently, in cases involving wrongful dismissals, employees protected by the EA can seek redress
before the Ministry of Manpower. However, for salary disputes, they are mediated at the Tripartite
Alliance for Dispute Management and if unresolved, heard by the Employment Claims Tribunal.
With the amendments, the Employment Claims Tribunal would be empowered to hear wrongful
dismissal claims.
We would also highlight that the proposed amendments have restated the definition of "dismissals",
and the involuntary resignation of an employee would also be caught by the definition of
"dismissal".
Employers should also note that the Employment Claims Tribunal can, among other things, order
that an employee who has been dismissed without just cause or excuse be reinstated. This is
significant as reinstatement is generally not a remedy that the civil courts would grant in an
employment context.

Impact of amendments on employment contracts
With the passing of the above amendments to the EA, it is expected that many employment
contracts for PMEs drawing more than S$4,500 per month would have to be reviewed / revised, to
ensure that the contractual terms comply with the requirements under the EA.

If you would like information and/or assistance on the above or any other area of law, you may wish
to contact the partner at WongPartnership that you normally deal with or any of the following
partners:
Jenny TSIN

Vivien YUI

Joint Head – Employment Practice
d +65 6416 8110
e jenny.tsin
@wongpartnership.com
Click here to view Jenny's CV.

Joint Head – Employment Practice
d +65 6416 8009
e vivien.yui
@wongpartnership.com
Click here to view Vivien's CV.
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