


All information in this Guide is correct as of March 2014. However, this Guide is not a complete statement of the 
law and may not cover the requirements in other legislation on a particular issue. It should also be noted that the 
information is written in general terms as a guide for employers and employees and may not be applicable in a 
specific situation. For specific legal advice, you should seek professional legal assistance. Whilst every effort has 
been made to ensure that the information provided is correct and up-to-date, no warranty is given that it is free from 
error or omission. 
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The Employment Act is 
Singapore’s main labour 
legislation. It specifies 
the minimum terms and 
conditions of employment, 
and the rights and 
responsibilities of employers 
and employees under a 
contract of service. 

a Better Protection for More Workers

• The basic monthly salary threshold for non-workmen to be covered under the  
working hours-related provisions in Part IV of the Employment Act will be increased 
from $2,000 to $2,500.

• Managers and executives earning a basic monthly salary of up to $4,500 will be 
covered under the general provisions of the Employment Act, including redress 
against unfair dismissal. They will not be covered under the working hours-related 
provisions in Part IV of the Act.

Improved Employment Standards and Benefits

• A 25% sub-cap will be imposed on authorised deductions to employees’ salaries for 
accommodation, amenities and services. This new sub-cap will be within the current 
50% cap for authorised deductions from an employee’s salary in respect of any one 
salary period. 

• The minimum period of employment before an employee can request for retrenchment 
benefits if he is retrenched will be reduced from 3 years to 2 years. This will take effect 
from 1 April 2015.  

• In unionised companies, an existing collective agreement between a transferor and 
union will remain valid between the transferee and union for an extended period of 
at least 18 months after the date of the transfer, or until the expiry of the collective 
agreement, whichever is the later.

• A set of Tripartite Guidelines was released to encourage employers to provide 
itemised payslips to all employees. The adoption of the guidelines will be closely 
monitored before the requirements are phased in over time. 

The employmenT aCT

Why amend 
The employmenT aCT?
Since the last review of the Employment 
Act, the profile of our labour force has 
changed and employment norms and 
practices have evolved. The review,  
which was carried out in consultation  
with tripartite partners, is therefore timely 
to ensure that the Employment Act 
remains relevant.

prefaCe
This guide provides information on 
the key changes to the Employment 
Act, which will come into effect from  
1 April 2014, unless otherwise 
stated. If you require further 
information, please visit the MOM 
website at www.mom.gov.sg or 
call 6438 5122.

summary of The Key Changes 
To The employmenT aCT
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Coverage of managers and exeCuTIves

From 1 April 2014, managers and executives earning a basic monthly salary of up to 
$4,500 will be covered under the general provisions of the Employment Act. They will not 
be covered under the working hours-related provisions in Part IV of the Act.

Why cover managers and executives earning basic monthly salaries of up to 
$4,500 under the general provisions of the Employment Act? 

As the proportion of managers and executives in the workforce grows, there is 
a need to extend protection to this group to ensure that the Employment Act 
remains relevant to the evolving labour market conditions in Singapore. 

beTTer proTeCTIon for 
more WorKers

1 There is no qualifying period for managers and executives earning a basic monthly salary of up to 
$4,500 to seek redress against unfair dismissal without notice.

b Flexibility for Employers

• The overtime rate payable to non-workmen earning up to $2,500 basic monthly salary 
will be capped at the basic monthly salary level of $2,250.

• Managers and executives earning a basic monthly salary of up to $4,500 will need 
to have served with the same employer for at least 12 months to be eligible to seek 
redress against unfair dismissal where notice is given.1  

• Employers will be allowed the additional option to grant time-off-in-lieu to managers 
and executives who are required to work on a public holiday. This is an alternative to 
paying the employee an extra day’s salary at the basic rate of pay in addition to the 
gross rate of pay for that holiday, or mutually agreeing to substitute the public holiday 
for any other day. 

• Employers will not be obliged to grant paid sick leave nor bear the medical consultation 
costs for cosmetic consultations and procedures of employees. The assessment as 
to whether a treatment is cosmetic or not would be based on the opinion of the doctor 
performing the examination and who provided the medical certificate.  

c Enhanced Enforcement and Compliance with Employment Standards

• The penalties for failure to pay salaries in accordance with the Employment Act will be 
increased. An employer who is convicted of a first-time salary offence shall be liable to 
a fine of between $3,000 and $15,000, and/or a maximum of 6 months’ imprisonment. 
Repeat offenders shall be liable on conviction to a fine of between $6,000 and 
$30,000, and/or a maximum of 12 months’ imprisonment.

• The maximum composition amount that may be imposed for any offence under the 
Employment Act will be increased from $1,000 to $5,000. 

• A presumption clause in relation to Employment Act offences committed by 
companies will be introduced for corporate persons, such as directors of companies. 
This clause presumes that the offence is attributable to the neglect of any corporate 
person who is primarily responsible for the act or omission and failed to exercise 
reasonable supervision or oversight. This person shall then be held personally liable 
for the offence committed by the company unless the presumption is rebutted.

• The powers of employment inspectors to enforce the provisions of the Employment Act 
will be expanded. 

Q
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How does this change benefit managers and executives?

Currently, managers and executives earning a basic monthly salary of up to 
$4,500 are protected for salary payment under the Employment Act. With  
the extension of coverage, managers and executives will now be protected  
under the general provisions of the Employment Act, including sick leave 
and public holiday benefits. They may also have their employment claims 
adjudicated by the Commissioner for Labour, and seek redress against unfair 
dismissal. The change will benefit approximately 300,000 professionals, 
managers and executives.

Why are managers and executives not covered under Part IV of the   
Employment Act? 

Part IV of the Employment Act provides for time-based conditions such as 
hours of work and overtime payments which are less relevant to managers and 
executives due to the nature of their jobs. 

Who are considered to be managers and executives? 

The job duties given to an employee will determine whether he is a manager or 
executive under the Employment Act. In general, managers and executives are 
employees with executive and supervisory functions. These functions include the 
authority to influence or make decisions on issues such as recruitment, discipline, 
termination of employment, assessment of performance and reward, or involvement 
in the formulation of strategies and policies of the enterprise, or the management 
and running of the business. They also include professionals with tertiary education 
and/or professional qualifications, specialised knowledge/skills, and whose 
employment terms are comparable to those of managers and executives.

If a manager and executive employee’s employment contract provides more 
favourable employment terms than those stipulated in the Employment Act, should 
the employer revise the contract to align those terms to the Employment Act? 

Employers should continue to provide the more favourable employment terms. 
Employers must seek their employees’ agreement to make changes to an 
existing employment contract.

proTeCTIon for non-WorKmen under parT Iv of The employmenT aCT

From 1 April 2014, the salary threshold for non-workmen employees to be covered under 
the working hours-related provisions under Part IV of the Employment Act will be raised 
from $2,000 to $2,500 basic monthly salary.  

Why was the Part IV basic monthly salary threshold for non-workmen raised from 
$2,000 to $2,500?

The increase from $2,000 to $2,500 basic monthly salary corresponds to a 25% 
increase in median salaries since the Employment Act was last reviewed.

Should employers update the existing employment contracts of their non-workmen 
employees earning between $2,000 and $2,500 basic monthly salaries? 

From 1 April 2014, this group of employees will be covered by the Part IV 
provisions of the Employment Act, such as hours of work and overtime pay. 
Employers should update the relevant clauses in the contracts with the 
employee’s agreement, to comply with the requirements under the Employment Act. 

Q

Q

Q
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Improved employmenT sTandards and benefITs

auThorIsed deduCTIons

From 1 April 2014, a sub-cap of 25% of the employee’s salary will be imposed on authorised 
deductions for accommodation, amenities and services. This is within the existing total cap 
of 50% of the employee’s salary for authorised deductions. 

What is the purpose of the 25% sub-cap on deductions for accommodation, 
amenities and services? 

The further 25% sub-cap was introduced to protect employees against excessive 
deductions by employers. 

reTrenChmenT benefITs

From 1 April 2015, the minimum period of employment before an employee can request for 
retrenchment benefits if he is retrenched will be reduced from 3 years to 2 years.

Why was the minimum period that an employee has to work with an employer 
before he can request for retrenchment benefits reduced? 

This period was reduced from 3 years to 2 years to account for shorter 
employment tenures. In cases where an employment contract does not stipulate 
a quantum of retrenchment benefits to be paid, the amount is subject to 
negotiation between the employee and the employer.

Why does the change only come into effect from 1 April 2015?

The amendment will only come into effect from 1 April 2015 so as to provide 
sufficient time for employers and unions to make the necessary adjustments to 
their collective agreements.

2 Transfer includes the disposition of a business as a going concern and a transfer effected by sale, amalgamation, 
merger, reconstruction or operation of law.  

Transfer of employmenT

From 1 April 2014, an existing collective agreement between a transferor and trade union 
will remain valid between the transferee and trade union for a period of at least 18 months 
after the date of the transfer, or until the expiry of the collective agreement, whichever is 
the later. 

Why was the validity period of an existing collective agreement in the event of a 
transfer extended ?

This amendment allows unions to continue to represent employees who are 
transferred to a new company for 18 months after the date of transfer or until the 
expiry of the collective agreement, whichever is the later, so as to provide greater 
reassurance to the affected employees. 

Q
Q

Q

Q
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neW

overTIme paymenT

From 1 April 2014, the overtime rate payable to non-workmen will be 
capped at the basic monthly salary level of $2,250. 

flexIbIlITy for employers

CurrenT

Why is the overtime rate payable to non-workmen employees capped at the basic 
monthly salary level of $2,250?  

 With the increase in the basic monthly salary threshold for coverage of non-
workmen under Part IV of the Employment Act from $2,000 to $2,500, employers 
were concerned about an increase in labour costs. The cap on the overtime 
rate payable will help employers manage these costs while allowing more 
non-workmen employees to enjoy protection under the working hours-related 
provisions of the Employment Act.

TrIparTITe guIdelInes on IssuanCe of ITemIsed payslIps

A set of Tripartite Guidelines was released to encourage employers to provide itemised 
payslips to all employees. The adoption of the guidelines will be closely monitored before 
the requirements are phased in over time.

Why does MOM not mandate the issuance of payslips this year, along with the 
other changes in the Employment Act? 

Many smaller companies, especially enterprises such as ‘mom-and-pop’ shops 
and hawkers, find issuing itemised payslips challenging. The Tripartite Guidelines 
therefore aim to prepare these businesses to change their practices in a sustainable 
way, so that they are able to comply when we make it a legal requirement.

Where can I find the Tripartite Guidelines?

The Tripartite Guidelines on Issuance of Itemised Payslips can be downloaded at 
http://www.mom.gov.sg/employment-practices/resources/.

Q

Q

Q
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For non-workmen earning a basic monthly salary not exceeding $2,500, can the 
employer and non-workman mutually agree to waive off the overtime payment 
and grant time-off-in-lieu of instead?

 No, overtime payment is a statutory entitlement under the Employment Act and 
cannot be contracted out.

For non-workmen who earn a basic monthly salary of between $2,250 and 
$2,500, can the employer use the employees’ actual basic salary to compute the 
overtime payment instead of capping it at $2,250?

Yes, employers may use the employee’s actual basic monthly salary which is 
between $2,250 and $2,500 instead of capping it at $2,250 for the purpose of 
calculating overtime payment.

unfaIr dIsmIssal redress for managers and exeCuTIves

From 1 April 2014, managers and executives earning a basic monthly salary of not more 
than $4,500 may seek redress against unfair dismissal by their employers by filing a 
written appeal for reinstatement to their former employment to the Minister for Manpower 
within one month of the dismissal. 

However, if such employees are dismissed with the necessary notice or salary-in-lieu of 
notice, they must have at least 12 months of service with the same employer before they 
can seek redress. They will also need to substantiate their claims of unfair dismissal. 

Why are managers and executives required to have served with their employer 
for at least 12 months before they can seek redress if they are dismissed with 
notice or with salary-in-lieu of-notice?  

 The minimum qualifying period gives employers more flexibility to manage 
their workforce. This takes into account the common practice of placing such 
employees on probation during the initial stage of their employment to assess 
their suitability for the job.

How does the employer compute overtime payment for non-workmen who are 
covered under Part IV of the Employment Act?

• Non-workmen employees who earn a basic monthly salary not exceeding 
$2,500 will be entitled to overtime payment. For each hour of overtime work, 
they are minimally entitled to receive 1.5 times their hourly basic rate of pay. 

 The overtime rate payable for non-workmen earning more than a basic 
monthly salary of $2,250 will be capped at that payable for a salary of $2,250. 

 Example 1: 

 The non-workman earns a basic monthly salary of $1,600. For each hour of 
overtime, he will be paid at 1.5 times his hourly basic rate of pay of $8.40. He 
will not be affected by the amendments. 

 Computation:  
Hourly basic rate of pay = ($1,600 x 12) / (52  x 44 )= $8.40 
Overtime hourly wage = $8.40 x 1.5= $12.60

 Example 2: 

 The non-workman earns a basic monthly salary of $2,250. He is currently not 
entitled to overtime payment. With the amendments to the Employment Act, 
he will now be entitled to overtime payment.  For each hour of overtime, he 
will be paid at 1.5 times his hourly basic rate of pay of $11.80.

 Computation:  
Hourly basic rate of pay = ($2,250 x 12) / (52 x 44) = $11.80 
Overtime hourly wage = $11.80 x 1.5 = $17.70

 Example 3: 

 The non-workman earns a basic monthly salary of $2,400. He is currently not 
entitled to overtime payment. With the amendments to the Employment Act, 
he will now be entitled to overtime payment.  However, in the computation 
of his hourly basic rate of pay, it will be capped at a basic monthly salary 
of $2,250. For each hour of overtime, he will be paid at 1.5 times his hourly 
basic rate of pay of $11.80.  

 Computation:  
Hourly basic rate of pay = ($2,250 x 12) / (52 x 44) = $11.80 
Overtime hourly wage = $11.80 x 1.5 = $17.70

QQ
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Q



1514

Why are employers given the additional option to grant time-off-in-lieu for work on 
a public holiday for managers and executives only?

 Employers had concerns about the costs associated with requiring their 
managers and executives to work on a public holiday, as they were not covered 
under the Employment Act previously. The option for employers to grant time-off-in-
lieu to such employees instead of compensating them with an extra day’s pay or a 
substitute day off gives employers flexibility and helps them manage these costs.

Is a manager and executive entitled to time-off-in-lieu if he worked on a public 
holiday on his own accord and it was not required by his employer to do so?

 The employee is entitled to time-off-in-lieu only if the employer had required the 
employee to work on the public holiday. The employer and employee should 
mutually agree on the number of hours of work on the public holiday. If an 
employee chooses to work on a public holiday on his own accord, there would 
be no time-off-in-lieu for the employee. 

Why doesn’t the 12-month qualifying period also apply to rank-and-file employees? 

 Currently, rank-and-file employees do not need to serve for a minimum period 
before they can seek redress against unfair dismissal. It is important not to 
impose a minimum qualifying period for this group of employees as it is likely to 
create hardship for them.

If an employer dismisses a manager and executive employee by paying salary-
in-lieu of notice, does the period for which salary-in-lieu of notice is paid count 
towards the 12-month qualifying period?

 The 12-month qualifying period needs to be “served” with the employer. The 
period for which salary-in-lieu of notice is paid does not count towards this 
qualifying period.

 Example:

 If a manager and executive was dismissed after 9 months of service and given 
3 months’ salary-in-lieu of notice, he would not meet the 12-month qualifying 
period required to be able to seek redress against unfair dismissal with notice as 
he had only served the employer for 9 months.

TIme-off-In-lIeu for managers and exeCuTIves

From 1 April 2014, employers will be allowed the additional option to grant time-off-in-lieu to 
managers and executives who are required to work on a public holiday. This is an alternative 
to paying the employee an extra day’s salary at the basic rate of pay and the gross rate of 
pay for that holiday, or mutually agreeing to substitute the public holiday for any other day.

Example: 

An employer may choose to grant time-off-in-lieu for work done on a public holiday by an employee 
who is a manager or executive. The duration of the time-off-in-lieu can be mutually agreed between 
the employer and employee (e.g. 2 hours of time-off-in-lieu for 2 hours worked on a public holiday). 

If there is no mutual agreement on the duration of time-off-in-lieu to be granted for work on a 
public holiday, the employer can decide on one of the following: 

a)  Pay an extra day’s salary at the basic rate of pay for one day’s work; or

b)  Grant time-off-in-lieu on a working day comprising 4 hours, if the employee worked on that 
public holiday for a period not exceeding 4 hours; or 

c)  Grant a full day off on a working day if the employee worked on that public holiday for more 
than 4 hours.

Q

Q

Q
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employers’ sICK leave oblIgaTIons for CosmeTIC TreaTmenTs

From 1 April 2014, employers will not be required to grant paid sick leave nor bear 
the medical consultation fees for employees seeking or undergoing medical treatment 
which, in the opinion of the doctor performing the examination, is for cosmetic purposes.

Why should employers be exempt from their sick leave obligations for 
cosmetic treatments?

 It is important that there is a balance of responsibilities between employers and 
employees. This change, which was based on employer feedback and with the 
support of unions, seeks to maintain this balance.

Q
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 What if an employer discovers that the sick leave was for cosmetic purposes after 
they’ve paid for the sick leave and medical consultation fees for that month?

 The wrongly-paid sick leave can be converted to paid annual leave if consent 
is given by the employee. Failing this, the sick leave should be converted to 
no-pay leave and the employer can recover the wrongly-paid amount through a 
deduction for overpayment of salary from the subsequent month’s salary.

      The medical consultation fees can be recovered from the employee through a 
deduction for overpayment of salary from the subsequent month’s salary.

InCreased penalTIes for employmenT aCT offenCes

From 1 April 2014, the penalties for the offence of failure to pay salaries in accordance 
with the Employment Act will be increased. An employer who is convicted of a first-time 
salary offence shall be liable to a fine of between $3,000 and $15,000, and/or a maximum 
of 6 months’ imprisonment. A repeat offender shall be liable on conviction to a fine of 
between $6,000 and $30,000, and/or a maximum of 12 months’ imprisonment. 

The maximum composition amount that may be imposed for any offence under the 
Employment Act will also be increased from $1,000 to $5,000.  

Current penalties for failure to pay salaries Revised penalties for failure to pay salaries

1st offence: 

Maximum fine of $5,000 and/or a 
maximum of 6 months’ jail

Subsequent offence: 

Maximum fine of $10,000 and/or a 
maximum of 12 months’ jail

1st offence: 

Fine of between $3,000 and $15,000 
and/or a maximum of 6 months’ jail

Subsequent offence: 

Fine of between $6,000 and $30,000 
and/or a maximum of 12 months’ jail

Current maximum composition amount Revised maximum composition amount

$1,000 $5,000

enhanCed enforCemenT and 
ComplIanCe WITh employmenT sTandards

Q
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presumpTIon Clause for CorporaTe offICers

From 1 April 2014, where a company commits an offence under the Employment Act, there will 
be a presumption clause in the Act which presumes that the offence is attributable to the neglect 
of corporate officers, such as directors of companies, if they are primarily responsible for the 
act or omission and fail to exercise reasonable supervision or oversight. They shall then be held 
personally liable for the offence committed by the company unless the presumption is rebutted.

What is the purpose of the presumption clause for corporate persons? 

The presumption clause aims to raise the accountability and ownership of 
individuals, such as company directors, for Employment Act offences committed 
by their companies.

  Can corporate officers deny responsibility under the presumption clause?

 Yes, but the onus shall be on the corporate officers to prove that they are not 
responsible for the Employment Act offences committed by the company. For 
example, the corporate officer would have to prove that he had exercised 
reasonable supervision to avoid commission of the offence.

poWers of employmenT InspeCTors

From 1 April 2014, employment inspectors will be granted expanded powers to enforce the 
Employment Act. This includes the power to enter any workplace to conduct checks and to 
arrest, without warrant, any person whom the inspector reasonably suspects is committing 
or has committed the offence of failure to pay salaries. 

Q
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