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A Wave of Changes to Employment Laws 

in Singapore – Employment Act Extended 

to All Employees  

Introduction 
 

On 2 October 2018, the Singapore Parliament introduced the Employment (Amendment) Bill (“Bill”), setting out 

several proposed changes (“Proposed Amendments”) to the Employment Act (Cap 91, 2009 Rev Ed) (“Act”). 

 

The Proposed Amendments will see ALL employees being accorded greater protection and rights. Some of the key 

changes include expanding the core provisions of the Act to cover all managers and executives regardless of their 

salary levels, amending the definition of dismissal to include forced resignation, mandating statutory leave 

entitlements to all employees and not just Part IV employees, and increasing the salary level threshold of employees 

entitled to statutory protections under Part IV of the Act (including stipulations such as working hours and rest days).  

These Proposed Amendments are introduced against a backdrop of changes to Singapore’s employment legislation 

and regulations the past 2 years. 

 

With the employment landscape in Singapore becoming more employee-centric, businesses must keep abreast of 

these developments and make the necessary adjustments to their employment practices to avoid infringing any 

employment legislation or regulation. This Update provides a high level summary of the proposed changes to the 

Act. 

 

Key Changes to the Employment Act 
 

Removal of Salary Cap for PMEs 
 

The single biggest change introduced by the Proposed Amendments is the removal of the salary cap of S$4,500 a 

month for professionals, managers and executives (“PMEs”). This means that nearly all employees (except for 

public servants, domestic workers and seafarers) will be entitled to key statutory benefits under the Act. These 

benefits include minimum days of annual leave, paid sick leave, hospitalisation leave, reimbursement of medical 

fees, and compensation for wrongful dismissal. Currently, PMEs in receipt of a salary exceeding S$4,500 a month 

are not covered by the Act. With the salary cap removed, the Act’s coverage will be extended to benefit an additional 

430,000 PMEs.  

 

Statutory Leave Entitlement to Extend to All Employees 

 

The Proposed Amendments will extend statutory entitlement to annual leave to all employees by shifting the leave 

provision out of Part IV into the general section of the Employment Act.  Part IV of the Employment Act currently 

only applies to workmen earning up to S$4,500 in basic monthly salary, and non-workmen earning up to S$2,500 

in basic monthly salary. Practically, one may argue that this change is not drastic as the statutory entitlement is 
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minimal at a maximum of 14 days, obtained after several years of service.  Yet, the statutory requirements mean 

that employers cannot simply forfeit leave which may have been untaken, for example. 

 

Raising the Salary Threshold of Employees Entitle to Part IV Benefits 

 

The Proposed Amendments will also see the salary cap in relation to non-workmen increased to S$2,600. Currently, 

non-workmen earning more than S$2,500 in basic monthly salary are not covered by Part IV of the Act and are 

therefore excluded from statutory protections that stipulate mandatory rest days, hours of work and other conditions 

of service. The revision in salary cap will see more non-workmen benefitting from these statutory protections. 

 

Under the Proposed Amendments, the salary cap for an employer’s payment of overtime to non-workmen will be 

revised upwards from S$2,500 to S$2,600. Currently, only non-workmen earning up to S$2,500 in monthly salary 

are entitled to overtime pay. This amendment will benefit an additional 100,000 workers. 

 

Note that there are stringent requirements as regards the payment for overtime work.  This also has Central 

Provident Fund implications. Employers who fail to heed the stringent requirements associated with overtime pay 

will have to deal with severe consequences. 

 

Dispute Resolution 

 

Under the Proposed Amendments, the Employment Court Tribunal (“ECT”) will be empowered to hear, in addition 

to salary-related disputes, wrongful dismissal cases where an employee alleges that he has been dismissed by his 

employer without just cause or excuse. Currently, wrongful dismissal claims are adjudicated by the Ministry of 

Manpower (“MOM”). Salary-related disputes, on the other hand, are mediated at the Tripartite Alliance for Dispute 

Management (“TADM”) and if they are unresolved, these disputes are escalated to the ECT. The Proposed 

Amendments will therefore provide a one-stop service to both employers and employees in resolving their disputes, 

as employees are no longer required to go through two different routes to resolve their employment disputes. 

 

The definition of employee dismissal will also be expanded to cover situations involving the involuntary resignation 

of an employee. Currently, dismissal is defined as an employer terminating an employee’s contract of service, with 

or without notice and for misconduct or otherwise. With the proposed changes, employers who seek to suggest that 

employees resign, occasionally done to allow the employee to save face, may be taken to task if the employee can 

show that he did not resign voluntarily but was forced to do so because of the employer’s conduct or omission.  The 

implication of this change in definition is not to be taken lightly and it could impact upon strategies that companies 

employ when proposing to terminate employees.  

 

On salary disputes, under the Proposed Amendments, employers will be required to obtain their employees’ written 

consent before making any deductions from their salary for certain services such as accommodation or amenities. 

Written consent may also be withdrawn, without penalty in some scenarios, by the employee in written notice before 

the deduction is made.  

 

Medical Leave 

 

Under the Proposed Amendments, any medical practitioner can certify an employee's entitlement to paid sick leave, 

and any hospital or medical institution, such as community and public hospitals, will be considered an approved 

hospital and accepted for paid hospitalisation leave. Currently, the Act states that an employee’s paid sick leave 

can only be certified by medical practitioners appointed by the employer, and that employees can only qualify for 
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paid hospitalisation leave if they are admitted to an acute hospital or national centre. This leave is extended to 

employees warded at community hospitals only if they are referred there by acute hospitals. With the changes to 

the Act, employees can be entitled to hospitalisation leave when they are directly admitted to a community hospital. 

 

Another change includes the employer being liable to reimburse the employee any medical examination fees if the 

employee has worked for the employer for at least 3 months, subject to certain requirements being met. 

 

Our Comments 
 

The Proposed Changes are consistent with the wider trend of Singapore’s employment landscape becoming more 

pro-employee. Indeed, the past two years have seen several legislative and regulatory changes directed at 

increasing employees’ rights and protections, such as raising the re-employment age and expanding parental leave 

entitlements. The MOM has also worked with organisations like Tripartite Alliance for Fair and Progressive 

Employment Practices (“TAFEP”) to introduce guidelines to address common employment issues, such as 

retirement and re-employment discrimination, mass retrenchments and maintaining a Singaporean-core workforce, 

amongst others.  

 

The single most important change is the extension of the Employment Act to all employees, which will have much 

knock on consequences for employers.  

 

Separately, and perhaps notably, the Proposed Amendments to the dispute resolution provisions under the Act 

came after the constitution of the ECT and the introduction of the enhanced tripartite mediation framework for all 

PMEs in April 2017, and which also allowed for an expanded scope of claims to be mediated, such as disputes 

regarding re-employment, parental leave and other employment-related statutory benefits. As noted in our previous 

Update, these processes provide employees (particularly PMEs earning more than S$4,500 a month) a lower cost 

alternative to bringing actions against their employers. The increased focus on employees’ access to justice 

underscores the importance of businesses taking a more cautious and sensitive approach towards managing 

employment disputes in order to avoid prolonged and potentially costly claims when the changes kick in. 

 

It bears noting that the Proposed Amendments also require the ECT and the High Court (in deciding an appeal 

against the ECT’s order on an unfair dismissal claim) when deciding any claim involving a wrongful dismissal 

dispute, to have regard to the TAFEP guidelines on wrongful dismissal. Businesses are therefore advised to have 

due regard to these guidelines when terminating employees to avoid falling foul of them. 

 

We cannot emphasise the importance of employers understanding the changes more carefully, and exercising 

caution in ensuring that their organisations’ employment practices comply with relevant legislation, regulations and 

TAFEP guidelines. Should you have any questions or wish to discuss any of the above, please feel free to contact 

our team below. 
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Please feel free to also contact Knowledge and Risk Management at eOASIS@rajahtann.com 
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R&T Sok & Heng Law Office 

T  +855 23 963 112 / 113    

F  +855 23 963 116 

kh.rajahtannasia.com 

 

Rajah & Tann NK Legal Myanmar Company Limited 

T  +95 9 7304 0763 / +95 1 9345 343 / +95 1 9345 346 

F  +95 1 9345 348 

mm.rajahtannasia.com 

  

 

Rajah & Tann Singapore LLP 

Shanghai Representative Office 

T  +86 21 6120 8818    

F  +86 21 6120 8820 

cn.rajahtannasia.com 

Gatmaytan Yap Patacsil Gutierrez & Protacio (C&G Law)  

T  +632 894 0377 to 79 / +632 894 4931 to 32 / +632 552 1977 
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Surabaya Office 

T  +62 31 5116 4550    

F  +62 31 5116 4560 

www.ahp.co.id 

 

R&T Asia (Thailand) Limited 

T  +66 2 656 1991    

F  +66 2 656 0833 

th.rajahtannasia.com 

 

Rajah & Tann LCT Lawyers 

 

Ho Chi Minh City Office 

T  +84 28 3821 2382 / +84 28 3821 2673    

F  +84 28 3520 8206 

 

Hanoi Office 

T  +84 24 3267 6127    

F  +84 24 3267 6128 

www.rajahtannlct.com 

 

 

Rajah & Tann (Laos) Sole Co., Ltd. 

T  +856 21 454 239    
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Member firms are constituted and regulated in accordance with local legal requirements and where regulations require, are 

independently owned and managed. Services are provided independently by each Member firm pursuant to the applicable terms 

of engagement between the Member firm and the client. 
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Rajah & Tann Singapore LLP is one of the largest full-service law firms in Singapore, providing high quality advice to an impressive list of clients.  
We place strong emphasis on promptness, accessibility and reliability in dealing with clients. At the same time, the firm strives towards a practical 
yet creative approach in dealing with business and commercial problems. As the Singapore member firm of the Lex Mundi Network, we are able to 
offer access to excellent legal expertise in more than 100 countries.  
 
Rajah & Tann Singapore LLP is part of Rajah & Tann Asia, a network of local law firms in Singapore, Cambodia, China, Indonesia, Lao PDR, 
Malaysia, Myanmar, the Philippines, Thailand and Vietnam. Our Asian network also includes regional desks focused on Japan and South Asia.    
 
The contents of this Update are owned by Rajah & Tann Singapore LLP and subject to copyright protection under the laws of Singapore and, through 
international treaties, other countries. No part of this Update may be reproduced, licensed, sold, published, transmitted, modified, adapted, publicly 
displayed, broadcast (including storage in any medium by electronic means whether or not transiently for any purpose save as permitted herein) 
without the prior written permission of Rajah & Tann Singapore LLP. 
 
Please note also that whilst the information in this Update is correct to the best of our knowledge and belief at the time of writing, it is only intended 
to provide a general guide to the subject matter and should not be treated as a substitute for specific professional advice for any particular course 
of action as such information may not suit your specific business and operational requirements. It is to your advantage to seek legal advice for your 
specific situation. In this regard, you may call the lawyer you normally deal with in Rajah & Tann Singapore LLP or e-mail Knowledge & Risk 
Management at eOASIS@rajahtann.com. 


