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This report is a publication by the Employment Agencies Licensing Branch (EALB) of 
MOM to be distributed to all Employment Agencies (EAs). 

Our aim is:
1. To share enforcement statistics, and  
2. To raise awareness of common offences and highlight areas that require 

additional attention. Through raising EAs’ awareness, we hope to improve EAs’ 
practices and achieve a better regulated EA landscape.  

THIS REPORT IS DIVIDED INTO 3 SEGMENTS
A. Enforcement & Audit
B. Did You Know?
C. Coming Soon

OUR AIM
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66% 
Advisory

85% 
Comprehensive 

Licence

8% 
Select Licence

6% 
CL4K Licence

1% 
CL (Local Licence)

Total Number of 
EAs in the Industry

3565

Infringements found

591

Cases with  
Enforcement Action

353¹ 

EAs issued with 
Demerit Points

108

¹There could be multiple infringements detected in a single case

21%
Warning

10% 
Composition

3%
Prosecution

42%
Contraventions of the 

conditions of the licence

18%
Offences in relation 

to unlicensed EA

10% 
Actions Detrimental to 
Client or Public Interest

9 EAs 
have accumulated 

12 DPs or more

4 EA 
Licence Revoked

3 EA 
Licence Suspended

FIGURES IN BRIEF
(1 January 2015 to 31 December 2015)
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In 2015, a total of 1,113 complaints were received and followed up by EALB.  
After investigation, action was taken for 353 complaints. 

A. Enforcement & Audit

(i) Contraventions to the conditions of the Employment Agency Licence 
(ii) Offences relating to unlicensed Employment Agent
(iii) Actions detrimental to Client or Public interest

Top 3 Infringements

(i) CONTRAVENTIONS TO THE CONDITIONS OF THE EMPLOYMENT AGENCY LICENCE 

The Employment Agencies Licence Condition (EALC) is set out to ensure that 
all Employment Agencies adhere to certain standards when engaging clients  
(both employers and employees). Most contraventions were found in the  
following areas:

EA Licensing Condition 8a - Misrepresentation of fees or costs and EA Licensing 
Condition 8b - Failure to sign a written agreement stating the breakdown of the 
cost payable as imposed by MOM.

EAs are required to :-
a) State items which MOM stipulates as costs that employers should bear, including 

but not restricted to:
• work pass application fees
• work pass issuance fees
• Settling-In Programme course fees
• cost of security bond purchased on behalf of a work pass holder
• cost of medical insurance purchased on behalf of a work pass holder 

b) Reflect such fees and costs individually and accurately without any inflation.

c) Communicate these fees in writing to the client before client engages the  
EA’s services.

Sign a contractual agreement, stating the items and corresponding fees, after the 
client agrees to engage the EA’s services.  
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(ii) OFFENCES RELATING TO UNLICENSED EMPLOYMENT AGENT/AGENCY 

Unlicensed EAs undermine the regulatory framework and compete unfairly with 
law-abiding EAs. Unlicensed EAs are known to offer kickbacks to employers and 
exploit workers by charging them exorbitant fees with no refund. 

In 2015, we investigated 107 cases of unlicensed EA activities. These included persons, 
companies or EAs using the services of an unlicensed EA. In 64 cases, enforcement 
action was taken against the individuals, companies and EAs. 

Unlicensed EAs can masquerade as one of the following:  

CASUAL REFERRAL - A person providing the resume or passport copy of the 
candidate and claiming to be his friend or relative. Unknown to the EA, these 
“friends” or “relatives” have charged the candidate fees.     

OVERSEAS SUPPLIER/ REPRESENTATIVES - These individuals claim that they are 
representatives of certain training centres or employment agencies back in their 
home country.

RUNNERS - They will approach EAs to submit work pass applications on behalf of 
an employer and claim that they have obtained the relevant authorisation when it 
is not the case.  

EAs are to verify with all parties before proceeding with any work pass transaction. 
EAs should obtain the identity of runners or overseas suppliers/representative  
and verify with the employer if he had authorised the work pass application to be 
made. Where possible, EAs should liaise directly with the candidates or appointed 
overseas agency and avoid engaging anyone who is unfamiliar to them.

Those found to have assisted with the work pass applications of unlicensed EAs may 
be taken to task for abetting unlicensed employment agent activities.
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(iii) ACTIONS DETRIMENTAL TO CLIENT OR PUBLIC INTEREST

Any action committed by an EA which results in harm, loss or injury to its clients 
(applies to both candidates and/or hiring party), may be deemed as a detrimental 
act. EAs may be issued with demerit points or have their licences suspended  
or revoked. 

1. Providing inaccurate bio-data or resume to potential employers.  
Some EAs do not verify information provided by workers in their resumes/ 
biodatas. Such omission could result in poor matching outcomes.  EAs must 
interview the candidates and verify that the information in the resume/biodata 
is accurate, so that employers are correctly informed and are able to make 
better hiring decisions.  

2. Providing wrong advice about laws and regulations. 
Some EAs advise employers to withhold Foreign Domestic Workers’ (FDWs) 
salaries, with the option of forfeiting them, in the event that their FDWs 
terminate their employment prematurely. This is wrong advice causing the 
employer to act contrary to the law which requires salaries to be paid in full. 

3. Posting discriminatory job advertisements.
EAs must not post job advertisements that discriminate against nationality, age, 
race, religion, gender, disability, marital status & family responsibility. 

EAs should refer to the Tripartite Guidelines on Fair Employment Practices 
formulated by The Tripartite Alliance for Fair and Progressive Employment 
Practices (TAFEP) to ensure that their advertisement adheres to fair and  
merit-based hiring practices.

5



EA Involved in Multiple Offences

BACKGROUND

An FDW employer complained that XYZ Maid Agency Pte Ltd had acted in a manner 
detrimental to her interests. The EA had placed a different FDW that the employer 
had interviewed. As a result, the employer sent the FDW back to the EA and, as the 
employer did not hear from the EA for 6 weeks, a complaint was filed with MOM.  

The investigation showed that the EA 1processed the transfer after 4 weeks. By 
then, the FDW’s In Principle Approval (IPA) was revoked. The EA had to 2reinstate 
the IPA with the first employer and then placed the FDW to a new employer. The EA 
did not inform the employer of the reinstatement.

When the EA offered the employer a 2nd FDW, it turned out that the FDW did not 
want to work in Singapore. The EA proceeded to offer a 3rd FDW to the employer. 
This time, the FDW was deployed to the employer before she was 3issued with  
a valid work permit.

The KAH also failed to 4register his boarding house used to accommodate the FDWs 
before deployment. 
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XYZ Maid Agency Pte Ltd was found guilty of contravening multiple licensing 
conditions and regulations. As a result, the EA’s licence was revoked and the 
security deposit was forfeited. The Licensee was also barred from re-entering the 
EA industry.  

What Went Wrong What Should EAs Do

1processed the 
transfer after  
4 weeks

The delay to process the 
transfer, while the FDW is 
on IPA, is detrimental to the 
worker as it resulted in the 
FDW’s IPA being cancelled. 
Without a valid IPA, the 
FDW will not be allowed to 
proceed with the work pass 
issuance and will not be able 
to continue her employment 
in Singapore.

EAs are advised to process 
all work pass application 
promptly once the relevant 
authorisation has been 
obtained. This will ensure 
that the FDW’s work pass 
will be processed in a timely 
manner to enable the FDW to 
start her employment. 

2proceeded to 
reinstate the 
IPA

The EA reinstated the IPA 
without the authorisation 
from the employer. The 
employer was unaware of 
the reinstatement and had 
applied for another FDW. This 
led to confusion and caused 
unnecessary inconvenience to 
the employer. 

EAs are to seek authorisation, 
in writing, from the clients 
before performing any 
transaction. 

3deployed 
FDW without a 
valid work pass

EAs are to seek authorisation, 
in writing, from the 
clients before performing  
any transaction. 

Ensure that the worker/FDW 
has a valid IPA/WP before 
deploying the worker to his/
her employer.

4not registered 
as a boarding 
house

Registration / deregistration 
of boarding house is 
important as it allows MOM 
to know where the FDWs  
are staying. 

EAs must register their 
boarding houses with MOM. 
If the boarding house is no 
longer in use, EAs have up 
to 30 days to deregister the 
boarding house address.
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The advancement of social media has resulted in a more connected world where 
companies are increasingly using non-traditional channels such as social networking/
messaging platforms to increase awareness of their social profiles. Examples of 
these platforms are Facebook, LinkedIn, Twitter and WhatsApp.

In 2015, MOM detected more cases where EAs or EA personnel (EAPs) failed to 
indicate the licence number, full name and EAP registration number in job postings 
made on social media platforms. 

To assure the public that a job posting made on social media is from a licensed EA, 
the job advertisement should include information such as licence number, full name 
of EAPs or registration number in the post. 

B. Did You Know?
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At the Employment Agencies seminar held on 9 Mar 2016, MOM announced 
Trustmark, an EA grading scheme aimed at encouraging EAs to raise professionalism, 
improve the matching of FDWs to employers and facilitate successful placements.

Trustmark is not about efficiency of the EAs. Rather, it is about how effective the EA 
is able to better match an FDW to meet the employer’s needs.  It will also take into 
account the employer’s experience and satisfaction with the EA.

All FDW-placing EAs will be required to be Trustmark graded before renewing their 
licence. The Trustmark grade must be displayed prominently, to help the prospective 
employer  select an EA that is able to meet his or her needs. 

C. Coming Soon
Trustmark (2nd Half 2017)
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