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Proposals For the Amendment of the 

Regulations Issued under the 

Employment of Foreign Manpower Act 

(EFMA) 

 

 

EFMA governs the employment of foreign staff in Singapore. The great majority of non-
Singaporean employees are low-salaried migrant workers. Out of over one million non-
Singaporeans employed in the country in 2011, 870,000 are low paid workers 
considered to be semi-skilled who are present on work permits. Perhaps another 
100,000 are S-Pass holders. Currently, work permits are issued for workers employed 
on salaries of less than S$2000 a month; S-Passes are issued to workers earning more 
than that and considered to have a higher skills level. The recommendations that follow 
concern the regulations covering work permits and S-Passes, but not the employment 
passes issued to foreign professionals on high salaries. 

 

TWC2 brought together a legal team to work on proposals for the amendment of EFMA 
and the regulations issued under it – specifically, the different types of work pass. TWC2 
is grateful to those who contributed time and thought to putting together the proposals. 

 

In this document, the proposals are interspersed within the pre-existing text of the 
recommendations and highlighted in colour, with the text of each proposed amendment 
followed by an explanatory note. The text of the recommendations on EFMA is 
contained in a separate document in the same format. 

 

 

4
th

 June 2012 

 

 

 

Transient Workers Count Too 
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Employment of Foreign Manpower (Work Passes) Regulations 

 
FIRST SCHEDULE 

 
CONDITIONS OF WORK PERMIT 

 
PART I 

 
CONDITIONS TO BE COMPLIED WITH BY EMPLOYER OF 

FOREIGN EMPLOYEE WHO IS DOMESTIC WORKER 
 

 
Application of this Part 
 
1. The conditions in this Part shall apply to the employer of every foreign employee whose 
occupation as stated in the Work Permit is that of a “domestic worker”. 
 
Employment 
 
2. The foreign employee shall be under the employer’s direct employment and the employer 
shall be responsible for the control and supervision of the foreign employee. The employer shall 
not permit the foreign employee to be employed by or contracted to any other person or 
business to do work for that person or business. 
 
3. The employer shall employ the foreign employee to only perform household and domestic 
duties at the residential address as stated in the Work Permit. 
 
Upkeep, maintenance and well-being 
 
4. The employer shall be responsible for and bear the costs of the foreign employee’s upkeep 
and maintenance in Singapore. This includes the provision of adequate food, as well as medical 
treatment. The employer shall provide safe working conditions and take such measures as are 
necessary to ensure the safety and health of the foreign employee at work. The employer shall 
also provide acceptable accommodation for the foreign employee. Such adequate food, medical 
treatment, safe working conditions and acceptable accommodation must be consistent with any 
and all applicable written laws, regulations, directives, guidelines, circulars or other similar 
instruments issued by the Government of Singapore, including but not limited to the Foreign 
Domestic Worker Employer's Guidebook and Workplace Health and Safety Regulations. 
 
‘Adequate food’ is defined as: Three reasonably balanced meals a day of sufficient quantity, in 

keeping with the reasonable customs of both the worker and household.   

 

‘Medical treatment’—as determined by Condition 6. 

 

‘Safe working conditions’ shall be as provided for in Foreign Domestic Worker Employer's 

Guidebook and Workplace Health and Safety Regulations. 
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‘Acceptable accommodation’ is defined as a room with a reasonable amount of privacy, that is 

hygienic and ventilated, with access to a bathroom and shower, and includes at least a 

mattress, bedsheets, blankets, pillows, pillow-cases and a wardrobe with a chest of drawers that 

can be locked. In addition, the sharing of a room by a foreign domestic worker with individuals of 

the opposite gender who have reached puberty shall be prohibited. 

 

Reasons 

We strongly suggest that the level of acceptable accommodation, medical treatment, work 
safety conditions and food be standardized. These are foreign workers basic necessities. They 
should be objectively defined so that both employers and foreign workers are clear on what is 
required. These recommended minimum standards comply with Article 6 of the Domestic 
Workers Convention adopted at the ILC 2011.  
 
 
5. The employer shall ensure that the foreign employee resides at the residential address stated 
in the Work Permit. 
 
6. The employer shall purchase and maintain medical insurance with coverage of at least 
$50,000 with maximum excess payable under such contract of $500 per 12-month period of the 
foreign employee’s employment (or for such shorter period where the foreign employee’s period 
of employment is less than 12 months) for the foreign employee’s inpatient and outpatient care 
including day surgery and medical consumables except as the Controller may otherwise provide 
by notification in writing. 
 
Reasons 

 

For the reasons above (Condition 4), we recommend compulsory medical insurance coverage 

that is more comprehensive than the present level. The medical insurance should also extend 

beyond a hospitalization policy and cover day-to-day medical expenses and medical 

consumables.  

 

The medical insurance coverage should be increased to $50,000 to cover foreign workers who 

fall seriously ill. Under a policy of $15,000 only minor operations or very short hospital stays will 

be covered. 

  

Comment 

 

Currently, foreign workers are not entitled to subsidized outpatient treatment at polyclinics nor 

public hospitals. Requiring employers to be responsible for all the costs pertaining to medical 

treatment of foreign workers, without assistance, is unsustainable. As employers begrudge 

paying medical costs, the foreign workers are prejudiced (especially in cases of long-term 

illness). Our research shows that often foreign workers will hide their illnesses for fear of being 

dismissed, knowing they will incur their employer medical expenses. We propose a restoration 

of the subsidies to foreign workers to make medical costs affordable to employers. These 

subsidies can be partially funded by the employers’ monthly levy for the foreign worker. 
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7. Any salary period agreed between the employer and foreign employee shall not exceed one 

month. The salary shall be paid through General Interbank Recurring Order (GIRO) into the 

foreign employee’s bank account in a bank established in Singapore on the last day of the 

salary period. Before the employee has a Singapore bank account the employer shall pay the 

salary (including allowances) due to the foreign employee not later than 7 days after the last day 

of the salary period. The employer shall maintain a complete and accurate record of the monthly 

salary paid to the foreign employee and produce the record upon request by the foreign 

employee or any public officer acting in his official capacity. The employer shall bear the burden 

of proving that he or she has paid the foreign employee his or her monthly salary and/or any 

other sums statutorily or contractually due to the foreign employee. Failure by the employer to 

produce timely, complete and accurate salary records shall give rise to a presumption that no 

salary was received by the foreign employee during the period. 

 
Reasons 

 

Non or late payment of salary is one of the most common defaults by employers of foreign 

workers. Other problems include (i) incomplete salary records, (ii) employers compelling the 

foreign workers to sign falsified salary vouchers, and (iii) the retention by the employer of the 

passbook. We would ask that salary payment should be made through GIRO as a default. This 

would have the added advantage of providing a reliable record of payments for tracing 

purposes. 

 
8. Except where the foreign employee is on no-pay leave outside Singapore, the employer shall, 
regardless of whether there is actual work for the foreign employee, and subject to any written 
law, pay the foreign employee no less than the fixed salary amount declared in the application 
for a Work Permit submitted to the Controller. 
 
9. The employer shall send the foreign employee for a medical examination by a registered 
Singapore doctor as and when directed by the Controller. The employer shall also bear any 
medical expenses incurred by the foreign employee for the medical examination. 
 
10. The employer shall not ill-treat the foreign employee, and shall not cause or knowingly 
permit the foreign employee to be ill-treated by any other person. A foreign employee is ill-
treated if — 
 
(a) the foreign employee is subjected to physical or sexual abuse, or to criminal intimidation; 
 
(b) the employer or other person does, or causes the foreign employee to do, any act which 
causes or is likely to cause injury to the health or safety of the foreign employee; 
 
(c) the employer or other person neglects or abandons the foreign employee in circumstances 
which cause or are likely to cause injury to the health or safety of the foreign employee; or 
 
(d) the employer or other person commits an act detrimental to the welfare of the foreign 
employee. 
 
11. The employer of the foreign employee shall grant the foreign employee — 
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(a) at least 8 hours of continuous rest per 24-hour period excluding reasonable breaks for meals 
and showers; and 
 
(b) 1 rest day per week, provided that-- 
 
(i) If the employer and the foreign employee mutually agree that the foreign worker will work on 
a rest day, the foreign employee shall be compensated at the following hourly rate: 
 
  [(Monthly wage of foreign employee ÷ 24) x 2]  ÷ 8 and 
 
(ii) The foreign employee shall in any event have a mandatory minimum of 2 rest days per 

month.  

 
Reasons 
 
Our research shows that domestic workers who do not have access to a weekly day off spend 
84 hours per week working while those who have a weekly day off spend 72 hours of work per 
week and that only 12% of domestic workers have a weekly day off. We would strongly suggest 
that a minimum amount of daily rest and recuperation (8 hours) be stipulated, that shall exclude 
reasonable time for meals and showers. We also strongly suggest that the default position be 
that every foreign worker has one off-day per week. At the same time we would suggest that 
allowance be made for employers who require the foreign workers to work on the off-day 
provided the foreign worker agrees to this. The foreign employer will be compensated for this 
work at double the usual hourly rate (where such a rate is calculated on an 8-hour work day to 
maintain consistency with corresponding formulae used in the Employment Act). However, the 
foreign worker should not be allowed to have less than two rest days per month (regardless of 
agreement). These recommendations comply with Article 10 of the Domestic Workers 
Convention adopted at the ILC 2011. 
 
12. The employer shall not cause the foreign employee to be engaged in any illegal, immoral or 
undesirable conduct or activity. 
 
Reason 
 
To increase trust between employers and foreign workers, it is suggested that employers not be 

held liable for passively permitting their foreign workers to be engaged in illegal, immoral or 

undesirable activities. If employers can be liable under such circumstances the employers may 

tend towards not trusting the foreign workers at all, thereby instituting draconian measures to 

guard against falling foul of this Condition. The employers should continue to be liable for 

causing their foreign workers to be engaged in such activities though. 

 
13. The employer shall, so far as is reasonably practicable, ensure that the life or personal 
safety of the foreign employee is not endangered during and in the course of employment, and 
that the foreign employee acts in a manner which is in accordance with the work practices 
stipulated by the Ministry of Manpower in its training courses and relevant safety and training 
materials. 
 
Cancellation of Work Permit and visit pass and duties before or upon repatriation of 
foreign employee 
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14. The employer shall apply for the cancellation of the Work Permit and visit pass of the foreign 
employee if the employer terminates the foreign employee’s services. The employer shall inform 
the Controller in writing within 7 days after such termination and return the Work Permit and visit 
pass to the Controller within 7 days after the cancellation of the Work Permit. 
 
15. The employer shall give the foreign employee reasonable notice of the foreign employee’s 
repatriation. 
 
16. Subject to paragraph 17, the employer shall repatriate the foreign employee to the 
international port of entry that affords reasonable access to the foreign employee’s hometown 
within the foreign employee’s home country when the Work Permit and visit pass of the 
employee expire or are cancelled or revoked and if the employee is not earlier employed by 
another employer. In the event of any dispute about the international port of entry to which the 
foreign employee shall be repatriated, the dispute shall be referred to the Controller, whose 
decision shall be final. 
 
17. The employer may repatriate the foreign employee to a destination other than that specified 
in paragraph 16 
— 
(a) if the foreign employee so requests, and the Controller is informed by the employer of the 
employer’s intention to do so, before the repatriation occurs; or 
 
(b) if the Controller so determines. 
 
18. The employer shall bear the full cost of repatriation and shall ensure that all outstanding 
salaries or moneys due to the foreign employee have been paid 14 days before the foreign 
employee’s repatriation. 
 
Reason 
In addition to the notice period (above), the foreign worker should be paid in full 14 days before 

repatriation. Our case notes and research show that there are foreign workers who are not paid 

in full when they are repatriated. Under such circumstances, the foreign workers will be 

incapacitated from seeking recourse to be paid what they deserve and are denied their rights. 

 
19. If the foreign employee breaches any of the Work Permit conditions applicable to the foreign 
employee, and the employer has knowledge of the breach, the employer shall inform the 
Controller and, if required by the Controller, apply for the cancellation of the foreign employee’s 
Work Permit and visit pass and comply with any other instruction from the Controller with 
respect to the breach. 
 
 
Proposed amendment: REPEAL 

 

Reason 

 

To increase trust between employers and foreign workers, it is suggested that employers not be 

held liable if they know of their foreign workers are engaged in illegal, immoral or undesirable 

activities. If employers can be liable under such circumstances the employers will tend towards 

not trusting the foreign workers at all, thereby instituting draconian measures to guard against 
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falling foul of this condition. Despite reassurance from MOM of changes to the security bond 

conditions, sentiments expressed in the print media and online media suggest that employers 

do not want to be subjected to such liabilities influencing their views on a weekly day off.  

 
General 
 
20. The employer shall pay the monthly foreign employee levy through General Interbank 
Recurring Order (GIRO) or by such other means as may be approved by the Controller in 
writing. 
 
21. The employer shall not be related to the foreign employee. 
 
22. The employer shall not, directly or indirectly, engage or use the services of an unlicensed 
employment agency in connection with the employment or change in employment of the foreign 
employee. 
 
23. The employer shall provide such information, documents and statements relating to the 
employment of the foreign employee which are true and correct as and when required by the 
Controller, an employment inspector, or any other person duly authorised by the Controller for 
this purpose. 
 
24. The employer shall not retain possession of the foreign employee’s original Work Permit, 

visit pass, passports, bank account passbooks and other personal documents and shall allow 

the foreign employee to retain possession of the foreign employee’s Work Permit, visit pass, 

passports, and other personal documents. 

 
Reason 
Our research shows that employers will often confiscate passports and other travel and/or 

identity documents to have a hold or leverage over the foreign worker. This is a deprivation of 

their freedom. In other instances, employers have withheld educational certificates to prevent 

foreign workers from obtaining better work prospects. 

 
25. The employer shall produce the foreign employee to the Controller as and when the 
employer is required by the Controller to do so. 
 
26. The employer shall inform the Controller of any change to the employer’s residential 
address stated in the work pass application form within 14 days after such a change. 
 
27. If the foreign employee goes missing, the employer shall inform the Controller within 7 days 
after the employer becomes aware of the foreign employee going missing. 
 
28. If the foreign employee dies while in Singapore, the employer shall inform the Controller 
within 12 hours after the employer becomes aware of the foreign employee’s death. The 
employer shall — 
 
(a) bear the cost of burial, or the return of the body, or cremation and the return of the body or 
remains to the country of origin; 
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(b) bear the cost of returning the foreign employee’s belongings to the foreign employee’s 
family; 
And 
 
(c) pay any outstanding moneys due to the foreign employee to the administrators of the foreign 
employee’s estate. 
 
Restrictions on employer receiving or recovering moneys from foreign employee 
 
29. Prohibited payments: An employer shall not deduct from any salary payable to a foreign 
employee, or demand or receive (directly or indirectly) from the foreign employee, any sum or 
other benefit — 
 
(a) as consideration or as a condition for employing the foreign employee; 
 
(b) as consideration or as a condition for continuing to employ the foreign employee; or 
 
(c) as a financial guarantee related, in any way, to the employment of the foreign employee. 
 
30. Payments to be borne by employer not recoverable from foreign employee: An employer 
shall not deduct from any salary payable to a foreign employee, or recover (directly or indirectly) 
from the foreign employee, in whole or in part, any of the following sums paid or payable, or any 
other benefit given or to be given, by the employer: 
 
(a) fees associated with the application, issuance, renewal or reinstatement of a Work Permit; 
 
(b) costs associated with furnishing a security deposit required by the Controller; 
 
(c) costs associated with purchasing and maintaining medical insurance coverage for the 
foreign employee, as required by the Controller; 
 
(d) costs associated with medical examinations required by the Controller; 
 
(e) levy payments under the Act; 
 
(f) costs associated with training a foreign employee, where the training is provided by the 
employer or required by the Controller; 
 
(g) costs associated with repatriating a foreign employee at any time; and 
 
(h) such other similar sums connected with or related to the employment or change in 
employment of a foreign employee. 
 
Restriction on employer receiving moneys in connection with employment of foreign 
employee 
 
31. An employer shall not demand or receive any sum or other benefit from an employment 
agency or any other person in connection with the employment or change in employment of a 
foreign employee. 
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PART II 
 

CONDITIONS TO BE COMPLIED WITH BY EMPLOYER OF 
 

FOREIGN EMPLOYEE WHO IS NOT DOMESTIC WORKER 
 
 

Application of this Part 
 
1. The conditions in this Part shall apply to the employer of every foreign employee in respect of 
whom a Work Permit is issued, except for foreign employees whose occupation as stated in the 
Work Permit is that of a “domestic worker”. 
 
Employment 
 
2. Except as provided in paragraphs 7 to 13 of Part III, the foreign employee shall be under the 
employer’s direct employment and the employer shall be responsible for the control and 
supervision of the foreign employee. The employer shall not permit the foreign employee to be 
employed by or contracted to any other person or business to do work for that person or 
business. The employer shall not employ the foreign employee in either an occupation or a 
sector which is different from that specified in the Work Permit. 
 
Upkeep, maintenance and well-being 
 
3. The employer shall be responsible for and bear the costs of the foreign employee’s upkeep 
and maintenance in Singapore. This includes the provision of medical treatment, except that the 
foreign employee may be made to bear part of any medical costs in excess of the minimum 
mandatory coverage if — 
 
 (a) the part of the medical costs to be paid by the foreign employee forms not more than 10% of 
the employee’s monthly salary; and 
 
(b) the foreign employee’s agreement to pay part of any medical costs is stated explicitly in the 
foreign employee’s employment contract or collective agreement. 
 
4. The employer shall provide safe working conditions and take such measures as are 
necessary to ensure the safety and health of the foreign employee at work. The employer shall 
also ensure the foreign employee has acceptable accommodation. Such safe working 
conditions and acceptable accommodation must be consistent with any and all applicable 
written laws, regulations, directives, guidelines, circulars or other similar instruments issued by 
the Government of Singapore. 
 
NOTE:  Please see Part I, Section 4. 
 
5. The employer shall purchase and maintain medical insurance with coverage of at least 
$50,000 with maximum excess payable under such contract of $500 per 12-month period of the 
foreign employee’s employment (or for such shorter period where the foreign employee’s period 
of employment is less than 12 months) for the foreign employee’s inpatient care and outpatient 
care (including day surgery and medical consumables) except as the Controller may otherwise 
provide by notification in writing. Where the employer purchases group medical insurance policy 
for his foreign employees, the employer shall not be considered to have satisfied the obligation 
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under this condition unless the terms of the employer’s group medical insurance policy are such 
that each and every individual foreign employee is concurrently covered to the extent required 
under the conditions in this Part. 
 
NOTE: We recommend an increase of the minimum insurance requirement to $50,000 to 
provide a more reasonable coverage for illnesses, injuries and medical conditions.  We also 
recommend the inclusion of “medical consumables”, i.e. medical dressings, swabs, needles, 
syringes and other disposable  medical products that are part of the prescribed treatment.   
 
Separately, we seek the restoration of subsidies for foreign employees at polyclinics and public 
hospitals out of employers’ foreign worker levy payments. 
 
6. The employer shall undertake the following in relation to the salary of the foreign employee: 

 

a.  Any salary period agreed between the employer and the foreign employee shall not exceed 

one month; 

 

b.  The salary shall be paid via General Interbank Recurring Order into the foreign employee’s 

bank account in a bank established in Singapore on the last day of the salary period. Before the 

employee has a Singapore bank account, the employer shall pay the salary (including 

allowances) due to the foreign employee not later than 7 days after the last day of the salary 

period; 

   

c.  The employer shall not have control or access to employee bank accounts, whether directly 

or acting through an employment agent, contractor or other third party; and  

 

 

d. The employer shall maintain a timely, complete and accurate record of the monthly salary 

paid to the foreign employee, including deductions and withholdings made to such salary, and 

produce the record upon request by the foreign employee or any public officer acting in his 

official capacity. Failure by the employer to produce timely, complete and accurate salary 

records shall give rise to a presumption that no salary was received by the foreign employee 

during the period.  

 

NOTE 1: Similar to Section 20 of Part 1 which requires GIRO payments of foreign worker levies, 

we recommend that GIRO payment of salaries be made compulsory so that payments can be 

tracked properly.  

 

NOTE 2: We recommend that individual employees should hold passbooks issued under their 

name for their payroll bank accounts, and that neither the employer nor the employment agency 

or other third parties acting for the employer should be permitted to have control or access to 

employee bank accounts, passbooks or ATM cards. By eliminating employer access to 

earnings, undue power over the employee and the risk of unauthorized deductions (which could 

compound existing debt bondage) may be significantly avoided.  
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NOTE 3: One of the mechanisms that can be employed to reduce what foreign employees earn, 

and how much money they have control over, is by withholding part of the wages as a form of 

“forced savings” to be paid out to the worker at the end of the contract. At times, a portion of the 

wages is withheld as a form of “runaway insurance” as a means to guarantee against premature 

termination or transfer or employment. Workers’ pay can also be structured so that they are 

penalized for not meeting quotas. The proposed wording seeks to protect against such unfair 

mechanisms that do not expressly fall under Prohibited Payments. 

 

NOTE 4:  The last sentence proposes the inclusion of a regulatory presumption of unpaid 

wages arising from a failure to produce, on request, salary records according to standard.  This 

closes the loop in the current status where a foreign employee making a claim for unpaid wages 

is effectively placed with the burden to prove it, when in principle, his claim is founded on the 

bare fact that he did not receive a salary or salary documentation (e.g. pay slip).  Although 

employers are already required by law to keep and produce salary records (among other 

employment records), there is ample room for violation unless the obligation is tightened by 1) 

having a clear standard of the record-keeping that is being required (“timely, complete and 

accurate”), and 2) shifting the evidentiary burden to the employer to produce salary records 

according to standard.  

 

7. Except where the foreign employee is on no-pay leave outside Singapore, the employer shall, 
regardless of whether there is actual work for the foreign employee, and subject to any written 
law, pay the foreign employee no less than the fixed salary amount declared in the application 
for a Work Permit submitted to the Controller. 
 
8. The employer shall send the foreign employee for a medical examination by a registered 
Singapore doctor as and when directed by the Controller. The employer shall also bear any 
medical expenses incurred by the foreign employee for the medical examination. 
 
9. The employer shall register or update the foreign employee’s accommodation address in 
such form or manner as the Controller may determine, within 5 days of the commencement of 
the foreign employee’s employment in Singapore or of the foreign employee moving to a new 
address. Unless specified, this condition applies as long as the foreign employee is not 
repatriated. 
 
Cancellation of Work Permit and visit pass and duties before or upon repatriation of 
foreign employee 
 
10. The employer shall apply for the cancellation of the Work Permit and visit pass of the foreign 
employee if the employer terminates the foreign employee’s services. The employer shall inform 
the Controller in writing within 7 days after such termination and return the Work Permit and visit 
pass to the Controller within 7 days after the cancellation of the Work Permit. 
 
11. The employer shall give the foreign employee 21 days notice of the foreign employee’s 
repatriation. 
 
NOTE: From our research, we note that employers could withhold giving notice of repatriation 
until the last minute to prevent their employees from running away to avoid repatriation. In other 
cases, repatriation is threatened to keep employees in line, or carried out with little or no notice 
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to get rid of difficult employees and prevent them from lodging a complaint with the authorities. 
In place of the “reasonable notice” provision, we suggest a period of at least 21 calendar days to 
notify the employee of the scheduled repatriation. This should also give the employee time to 
make the necessary arrangements, such as looking for alternative employment, if he or she can 
find another sponsoring employer, or make claims for outstanding salary, as applicable. 
 
12. Subject to paragraph 13, the employer shall repatriate the foreign employee to the 
international port of entry that affords reasonable access to the foreign employee’s hometown 
within the foreign employee’s home country when the foreign employee’s Work Permit and visit 
pass expire or are cancelled or revoked and if the foreign employee is not earlier employed by 
another employer. In the event of any dispute about the international port of entry to which the 
foreign employee shall be repatriated, the dispute shall be referred to the Controller, whose 
decision shall be final. 
 
13. The employer may repatriate the foreign employee to a destination other than that specified 
in paragraph 12 
— 
(a) if the foreign employee so requests, and the Controller is informed by the employer of the 
employer’s intention to do so, before the repatriation occurs; or 
 
(b) if the Controller so determines. 
 
14. The employer shall bear the full cost of repatriation and shall ensure that all outstanding 

salaries or moneys due to the foreign employee have been paid no later than 14 days before 

the foreign employee’s repatriation.  

 

NOTE: We recommend that the Ministry establish a compliance window of at least 14 calendar 

days prior to the employee’s repatriation for the sponsoring employer to fully settle any 

outstanding salaries. Non-receipt of full salary at the end of the 14-day period should give rise to 

a cause of action for aggrieved workers to lodge a complaint before the Ministry and afford them 

recourse to the system while they are still in Singapore. 

 

15. If the foreign employee breaches any of the Work Permit conditions applicable to the foreign 
employee, and the employer has knowledge of the breach, the employer shall inform the 
Controller and, if required by the Controller, apply for the cancellation of the foreign employee’s 
Work Permit and visit pass and comply with any other instruction from the Controller with 
respect to the breach. 
 
General 
 
16. The employer shall pay the monthly foreign employee levy through General Interbank 
Recurring Order (GIRO) or by such other means as may be approved by the Controller in 
writing. 
 
17. The employer shall ensure that every Singapore Citizen and Permanent Resident who is 
actively employed by the employer is accurately reflected in the employer’s Central Provident 
Fund employer contribution. 
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NOTE: This change ensures against “phantom workers” employed for the purpose of helping 
the employer become eligible for a higher foreign manpower quota. This is consistent with the 
Regulations’ Second Schedule, Part I, Section 10, which is the equivalent obligation towards S 
Pass holders.  
 
18. The employer shall not, directly or indirectly, engage or use the services of an unlicensed 
employment agency in connection with the employment or change in employment of the foreign 
employee. 
 
19. The employer shall maintain a timely, complete and accurate record of, and provide such 

information, documents and statements relating to the employment of the foreign employee 

which are true and correct as and when required by the Controller, an employment inspector, or 

any other person duly authorised by the Controller for this purpose, for a period of three years 

from the cessation of employment of the last sponsored foreign employee.  Failure by the 

employer to produce timely, complete and accurate employment records shall result in a finding 

in favor of the foreign employee in a dispute where such compliant records are required to be 

produced. 

 

NOTE: We propose that the scope of the obligation to keep records and produce authentic 

documents continue for up to three years after the last day of employment of the last sponsored 

foreign employee. This takes into consideration pending worker claims, future Ministry audits or 

investigations and the like. The employer should maintain records of its compliance with work 

pass conditions in a form that is capable of reproduction and verification by an employment 

inspector or other authorized person.  As with the salary records obligation (Part II, Section 6), 

the burden of proving compliant record-keeping should rest on the employer during a dispute 

resolution process. 

 
20. The employer shall not, directly or indirectly, retain possession of the foreign employee’s 

original passport, Work Permit, visit pass, bank savings account passbook and other personal 

documents. The employer shall allow the foreign employee to retain possession of these travel, 

identity and personal documents. 

 
NOTE:  Similar to the retention of a Work Permit or visit pass, the retention of the employee’s 
original passport, bank savings account passbook, educational certificate and similar personal 
documents constitutes arbitrary deprivation of property with the purpose of forcing them to work 
for the employer.  For example, we have encountered workers who have had their educational 
certificates confiscated by employers to prevent them from sourcing for alternative employment 
within Singapore.  Employers could also prevail upon their employees to hand over their own 
mobile phones, medication or other personal property. 
 

The proposed amendment is not intended to go around requirements for the foreign employee 

to provide these documents for legally sanctioned purposes as ordered by a court or competent 

authority. Moreover, employers are entitled to retain copies of the documents in the employee’s 

file as part of their record-keeping obligations, but the employees should keep the originals. 

 
21. The employer shall produce the foreign employee to the Controller as and when the 
employer is required by the Controller to do so. 
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22. The employer shall inform the Controller of any change to the business address stated in 
the Work Pass application form within 14 days after such a change. 
 
23. If the foreign employee goes missing, the employer shall inform the Controller within 7 days 
after the employer becomes aware of the foreign employee going missing. 
 
24. If the foreign employee dies while in Singapore, the employer shall inform the Controller 
within 12 hours after the employer becomes aware of the foreign employee’s death. The 
employer shall — 
 
(a) bear the cost of burial, or the return of the body, or cremation and the return of the body or 
remains to the country of origin; 
 
(b) bear the cost of returning the foreign employee’s belongings to the foreign employee’s 
family; and 
 
(c) pay any outstanding moneys due to the foreign employee to the administrators of the foreign 
employee’s estate. 
 
Restrictions on employer receiving or recovering moneys from foreign employee 
 
25. Prohibited payments: An employer shall not deduct from any salary payable to a foreign 
employee, or demand or receive (directly or indirectly) from the foreign employee, any sum or 
other benefit — 
 
(a) as consideration or as a condition for employing the foreign employee; 
 
(b) as consideration or as a condition for continuing to employ the foreign employee; or 
 
(c) as a financial guarantee related, in any way, to the employment of the foreign employee. 
 
26. Payments to be borne by employer not recoverable from foreign employee: An employer 
shall not deduct from any salary payable to a foreign employee, or recover (directly or indirectly) 
from the foreign employee, in whole or in part, any of the following sums paid or payable, or any 
other benefit given or to be given, by the 
employer: 
 
(a) fees associated with the application, issuance, renewal or reinstatement of a Work Permit; 
 
(b) costs associated with furnishing a security deposit required by the Controller; 
 
(c) costs associated with purchasing and maintaining medical insurance coverage for the 
foreign employee, as required by the Controller; 
 
(d) costs associated with medical examinations required by the Controller; 
 
(e) levy payments under the Act; 
 
(f) costs associated with training a foreign employee, where the training is provided by the 
employer or required by the Controller; 
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(g) costs associated with repatriating a foreign employee at any time;  
 
(h) costs associated with the employer’s compliance with statutory requirements including, but  
not limited to, the Workplace Safety and Health Act; and 
 
(h) such other similar sums connected with or related to the employment or change in 
employment of a foreign employee. 
 
Restriction on employer receiving moneys in connection with employment of foreign 
employee 
 
27. An employer shall not demand or receive any sum or other benefit from an employment 
agency or any other person in connection with the employment or change in employment of a 
foreign employee. 
 
NOTE: For the sections on prohibited payments (Part II, Sections 25, 26 and 27, and Part IV, 
Sections 18, 19 and 20), we recommend that the Ministry increase the penalties consistent with 
our recommendation for Section 22 of the EFMA. 
 
 
 

PART III 
ADDITIONAL CONDITIONS TO BE COMPLIED WITH 

BY EMPLOYER OF FOREIGN EMPLOYEE WHO 
IS CONSTRUCTION WORKER 

 
Definitions of this Part 
 
1. In this Part — 
“construction site” means any worksite for the purpose of general building construction or civil 
engineering works; 
 
“employer” means the employer of a foreign employee to whom these conditions apply. 
 
Application of this Part 
 
2. The conditions in this Part shall apply to the employer of every foreign employee whose 
occupation as stated in the Work Permit is that of a “construction worker”. 
 
Specified activities 
 
3. A foreign employee to whom these conditions apply may perform any of the following 
specified activities: 
 
Basic construction 
 
(1) erection of any building or part thereof; 
(2) renovation of any building or part thereof; 
(3) installation of roofs; 
(4) waterproofing of basement, roofs and wall; 
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(5) erection of perimeter fences and gates; 
(6) concrete repairs, which encompass the reinforcement of structures and joints through the 
use of cement-sand-mortar mix, the injection of slurry into the joints and cracks in concrete 
structures, and the application of spraying of cement-sand-mortar onto surfaces of reinforced 
concrete works; 
(7) repainting and minor non-structural repair of buildings and existing structures; 
 
Roadworks 
 
(8) marking and painting of roads; 
(9) laying asphalt; 
(10) laying underground pipes and the subsequent reinstatement of roads and other surfaces; 
(11) installation of underground cables and subsequent reinstatement of roads and other 
surfaces; 
 
Specialised installation activities 
 
(12) installation of integrated signposting systems for complexes, airports and shopping centres; 
(13) installation of cold rooms and ventilation systems; 
(14) installation of microprocessor or computer based control systems, such as integrated 
environmental control, fire and security computer control systems, and industrial process control 
systems; 
(15) installation of communications system, such as intercom and wireless radio, and security 
systems, such as closed circuit television, security alarms, car park security control and card 
access systems; 
(16) installation of central antenna television systems; 
(17) installation of electrical based systems such as switch gears, transformers and large 
generators, including electrical installations in buildings; 
(18) installation of fire alarms, fire prevention and fire protection systems; 
(19) installation of low-tension and high-tension overhead wires, and poles for overhead cable 
and street lighting; 
(20) installation of lifts, escalators and travelators; 
(21) installation of mechanical plant, machinery, power generators and turbines systems; 
(22) installation of aluminium, steel, steel alloy and timber structural components, metal 
scaffolds and curtain walls; 
(23) installation of water and gas pipes, sanitary works and plumbing fixtures; 
(24) installation of traffic light systems, and the setting-up of signs along roads; 
(25) installation of all heavy sheet piles, driven precast reinforced and prestressed concrete 
piles, bored cast-in-situ piles and timber piles; 
 
Telecommunication works 
 
(26) laying underground telecommunication cables; 
(27) laying underground pipes for the purposes of telecommunications; 
(28) wiring work within a building for telecommunication purposes; 
 
Earthworks and soil sampling 
 
(29) excavation and earthmoving works; 
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(30) collection of or removing earth samples for the purpose of investigation and testing services 
to determine soil classification, strength and composition, and soil stabilization works such as 
micro piling, ground anchoring, sand drains and ground grouting; 
 
Landscaping works 
 
(31) provision of landscaping works, excluding grass cutting and nursery work; 
 
Demolition works 
 
(32) general demolition works; 
 
Marine construction works 
 
(33) works involving marine piling and the construction of marine structures such as jetties, 
wharves, sea and river walls; 
 
Dredging and land reclamation works 
 
(34) works involving the dredging of canals, rivers and offshore waters for the purpose of 
deepening; 
(35) works involving the reclamation of land; and 
 
Corrosion protection works 
 
(36) corrosion protection work on metal surfaces and structures, including processes such as 
cathodic, anodic and electrolytic protection; 
 
Driving 
 
(37) driving vehicles within construction sites, and shall not include driving vehicles in the course 
of work on public roads. 
4. A foreign employee to whom the conditions in this Part apply shall only perform the specified 
activities at construction sites, with the following exceptions: 
 
Fabrication works 
 
(a) the fabrication of structural precast concrete products, such as slab panels, wall panels, 
column and beams; and 
 
(b) the fabrication of prefabricated steel reinforcement products, such as beam cages and pile 
cap cages. 
 
5. Subject to paragraph 7, the employer shall ensure that the foreign employee is not sent to 
work for any other person. 
 
6. Subject to paragraph 9(b), the employer or his employees shall supervise the foreign 
employee and ensure that the foreign employee performs only the specified activities. 
 
Contracts for supply of labour 
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7. Notwithstanding paragraph 5, an employer may, with the consent of the foreign employee, 
enter into a contract for the supply of labour with an eligible third party engaged in the 
construction industry, in relation to a foreign employee to whom the conditions in this Part apply. 
 
8. The employer shall verify the eligibility of the third party with the Controller, through such 
means as may be provided by the Controller, before entering into any such contract for the 
supply of labour. 
 
9. Any such contract for the supply of labour shall provide that — 
 
(a) the third party shall pay the employer the salary (including allowances) of the foreign 

employee at an agreed time to enable the employer to  promptly remit the same in accordance 

with paragraph 6, Part II; 

 

(b) the third party shall allow the foreign employee to have rest period in a day, the duration of 

which must at least be  one continuous hour; 

 

(c) the party that  is responsible for the provision of the foreign employee’s meals should provide 

three reasonably balanced meals a day of sufficient quantity, in keeping with the reasonable 

custom of the foreign employee and consistent with any and all applicable written laws, 

regulations, directives, guidelines, circulars or other similar instruments issued by the 

Government of Singapore.  

 

NOTE:  It is suggested that the Regulations expressly require the party responsible for providing 

meal to the foreign employee to give such acceptable meal that meets the minimum 

requirements set out by the legislation.  

 

(d) the party that is responsible for the provision of accommodation of the foreign employee 

should provide  accommodation that is consistent with any and all applicable written laws, 

regulations, directives, guidelines, circulars or other similar instruments issued by the 

Government of Singapore.  

 

(e) the third party shall ensure that the foreign employee is not sent to work for any other 
person; 
 
(f) the third party or his employees shall supervise the foreign employee and ensure that the 
foreign employee performs only the specified activities as stipulated in the contract for supply of 
labour; 
 
(g) the third party shall, in collaboration with the employer, ensure the foreign employee’s safety 

and health in the workplace, including providing sufficient training, and ensuring that the latter is 

kept abreast  of any rules and regulations issued by the competent authorities  in relation to 

workplace safety and health;    

 
NOTE:  This confirms the obligations imposed by the Workplace Safety and Health Act (Part IV, 
WSHA) on employers, contractors, subcontractors, principals, occupiers .   
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(h) the third party shall notify and update the employer of the particular specified activities that 
the foreign employee will perform; 
 
(i) the third party shall notify and update the employer of the worksite address where the foreign 
employee will work; 
 
(j) the third party shall produce the foreign employee to the employer once the foreign 
employee’s services are no longer required, and the contract for the supply of labour shall be 
deemed terminated; 
 
(k) the third party shall produce the foreign employee to the employer if the contract for the 
supply of labour is terminated by either party, for whatsoever reason; 
 
(l) the third party shall inform the employer immediately if the foreign employee goes missing; 
and 
 
(m) the third party shall not retain the original Work Permit, visit pass, passport and other 
personal documents, and shall allow the foreign employee to retain possession of such Work 
Permit, visit pass, passport and other personal documents. 
 
10. The employer shall specify in the contract for the supply of labour that any breach by the 
third party of the contractual provisions stated in paragraph 9 shall be viewed as a material 
breach of the contract between them, entitling the employer to terminate the contract. 
 
11. In addition to the conditions set out in paragraphs 9 and 10, the contract for supply of labour 

shall expressly state that the employer and the third party shall be jointly and severally liable 

for the payment of the foreign employee’s salary (including allowances). 

 

NOTE: We propose to make the employer and the third party jointly and severally liable for the 

payment of the foreign employee’s salary to ensure that the foreign employee’s welfare is not 

jeopardised should the employer fail for whatever reason to pay the salary and allowances of 

the foreign employee.   

 

12. The contract for the supply of labour shall likewise provide that the third party should comply 

with the requirements set out in the applicable provisions of Part IV of the Workplace Safety and 

Health Act.  Similarly, the employer must comply with the explicit requirements of the Act.  The 

duties and liabilities imposed by the Act on the third party and on the employer is not diminished 

or affected by the fact that they are imposed on both parties.  

 

NOTE: This provision reiterates the strict requirements  mandated by Part IV of the  Workplace 

Safety and Health Act and mirrors the wording of the relevant provision in the Act  

 

13.  The third party shall comply with his / its obligation under section 17 of the Work Injury 
Compensation Act in relation the foreign employee’s compensation in any personal injury by 
accident arising out of and in the course of his employment.  
 
NOTE: This incorporates the provision of section 17 of the Work Injury Compensation Act 
making the third party liable to pay to any employee employed in the execution of his / its work 
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(ie foreign employee) compensation which he / it would have been liable to pay if that employee 
(ie foreign employee) had been immediately employed by him. 
 
14. Subject to paragraphs 9, 10, 11, 12 and 13, no other responsibilities of the employer as 
specified in the conditions in this Schedule shall be delegated to the third party. 
 
15. The contract for the supply of labour shall be in writing, a copy of which shall be retained by 
both the employer and the third party for a period of no less than 3 years from the time of the 
execution of the document.  
 
16. Where the contract for the supply of labour is terminated or where the foreign employee is 
no longer working for the third party for any reason, the employer shall take all necessary 
measures to resume his general responsibilities to the foreign employee (as set out in the 
conditions in Part II) 
 
 

PART IV 
 

CONDITIONS TO BE COMPLIED WITH BY FOREIGN EMPLOYEE 
 

Employment 
 
1. The foreign employee shall work only for the employer specified and in the occupation and 
sector specified in the Work Permit. 
 
2. The foreign employee shall not engage in or participate in any business or be a self-
employed person. 
 
3. If the foreign employee whose occupation as stated in the Work Permit is that of a “domestic 
worker”, the foreign employee shall only perform household and domestic duties and reside at 
the employer’s residential address or residential premises as stated in the Work Permit and visit 
pass. 
 
4. Except for a foreign employee whose occupation as stated in the Work Permit is that of a 
“domestic worker”, the foreign employee shall reside at the address stipulated by the employer 
upon the commencement of employment of the foreign employee. The foreign employee is to 
inform the employer about any self-initiated change in residential address. 
 
5. The foreign employee shall undergo a medical examination by a Singapore registered doctor 
as and when directed by the Controller. If the foreign employee is certified medically unfit, the 
Work Permit of the foreign employee shall be revoked. 
 
6. The foreign employee shall carry the original Work Permit and visit pass issued to that 
employee at all times and must produce it for inspection on demand by any public officer. 
 
7. The foreign employee shall report to the Controller as and when required by the Controller to 
do so. 
 
Conduct 
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8. The foreign employee shall not go through any form of marriage or apply to marry under any 
law, religion, custom or usage with a Singapore Citizen or Permanent Resident in or outside 
Singapore, without the prior approval of the Controller, while the foreign employee holds a Work 
Permit, and also for 14 days after the foreign employee’s Work Permit has expired or has been 
cancelled or revoked.  
 
Reason 
The prohibition on foreign employees marrying local Singaporeans should only apply during the 
currency of their work permit.  The prohibition should not be an absolute bar over the course of 
the foreign employee’s lifetime. 
  
9. If the foreign employee is a female foreign employee, the foreign employee shall not deliver 
any child in Singapore during and 14 days after the validity period of her Work Permit, unless 
she is married and has the child with her husband. 
 
Reason 
It is morally objectionable to criminalize procreation between married people. In reality, the 
female foreign employee will lose her job due to the child. It is our recommendation that this 
scenario should  be governed by the law of contract and not by the employment law. 
 
10. The foreign employee shall not be involved in any illegal activities. 
  
Reason 
This condition is too broad in its application as it could potentially apply to any number of 
situations. Furthermore, it is too vague and subjective in its interpretation, which makes it unfair  
on the foreign workers who must adhere to it. 
 
 
 

SECOND SCHEDULE 
CONDITIONS OF S PASS 

PART I 
CONDITIONS TO BE COMPLIED WITH BY EMPLOYER 

 
Employment 
 
1. The foreign employee shall be under the employer’s direct employment and the employer 
shall be responsible for the control and supervision of the foreign employee. The employer shall 
not permit the foreign employee to be employed by or contracted to any other person or 
business to do work for that person or business. The employer shall not employ the foreign 
employee in either an occupation or a sector which is different from that specified in the S Pass. 
 
Upkeep, maintenance and well-being 
 
2. The employer shall pay the salary due to the foreign employee for the month not later than 7 
days after the last day of that month. The employer shall maintain a record of the monthly salary 
paid to the foreign employee and produce the record upon request by any public officer. The 
wages shall be paid through General Interbank Recurring Order (GIRO) or by such other means 
as may be approved by the Controller in writing, except where — 
 
(a) the S Pass is issued for a period of 3 months or less; 



 22 

 
(b) the salary represent the salary due to the foreign employee for the last month of employment 
of the foreign employee with the employer; 
 
(c) the salary represent salary for overtime work done by the foreign employee; or 
 
(d) the Controller, in his discretion, exempts the employer in writing from this condition. 
 
3. The employer shall be responsible for and bear the costs of the foreign employee’s medical 
treatment, except that the foreign employee may be made to bear part of any medical costs in 
excess of the minimum mandatory coverage if — 
 
(a) the part of the medical costs to be paid by the foreign employee forms not more than 10% of 
the employee’s monthly salary; and 
 
(b) the foreign employee’s agreement to pay part of any medical costs is stated explicitly in the 
foreign employee’s employment contract or collective agreement. 
 
4. The employer shall purchase and maintain medical insurance with coverage of at least 
$50,000 with maximum excess payable under such contract of $500 per 12-month period of the 
foreign employee’s employment (or for such shorter period where the foreign employee’s period 
of employment is less than 12 months) for the foreign employee’s inpatient and outpatient care 
(including day surgery) except as the Controller may otherwise provide by notification in writing. 
Where the employer purchases a group medical insurance policy for his foreign employees, he 
shall not be considered to have satisfied his obligation under this condition unless the terms of 
his group medical insurance policy is such that each and every individual foreign employee is 
concurrently covered to the extent required under the conditions in this Part. 
 
NOTE:  Please see Part II, Section 5. 
 
5. The employer shall send the foreign employee for a medical examination by a registered 
Singapore doctor as and when directed by the Controller. The employer shall also bear any 
medical expenses incurred by the foreign employee for the medical examination. 
 
Cancellation of S Pass and visit pass and duties before or upon repatriation of foreign 
employee 
 
6. The employer shall apply for the cancellation of the S Pass and visit pass of the foreign 
employee if the employer terminates the foreign employee’s services. The employer shall inform 
the Controller in writing within 7 days after such termination and return the S Pass and visit pass 
to the Controller within 7 days after the cancellation of the S Pass. 
 
7. The employer shall ensure that all outstanding salaries or moneys due to the foreign 

employee have been paid no later than 14 days before the foreign employee’s repatriation. The 

employer shall provide to the employee written proof of final payment, in the form of a pay slip, 

receipt or similar document, of all outstanding amounts owed to the employee. 

 

NOTE:  Please see Part II, Section 14. 
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8. If the foreign employee breaches any of the S Pass conditions applicable to that employee, 
and the employer becomes aware of the breach, the employer shall inform the Controller and, if 
required by the Controller, apply for the cancellation of the foreign employee’s S Pass and visit 
pass and comply with any other instruction from the Controller with respect to the breach. 
 
General 
9. The employer shall pay the foreign employee levy through GIRO or by such other means as 
may be approved by the Controller in writing. 
 
10. The employer shall ensure that his Central Provident Fund employer contribution record 
accurately reflects every Singapore Citizen or Permanent Resident who is actively employed by 
him. 
 
11. The employer shall not, directly or indirectly, engage or use the services of an unlicensed 
employment agency in connection with the employment or change in employment of the foreign 
employee. 
 
12. The employer shall provide information, documents and statements relating to the 
employment of the foreign employee which are true and correct as and when required by the 
Controller, an employment inspector, or any other person duly authorised by the Controller for 
this purpose. 
 
13. The employer shall not, directly or indirectly, retain possession of the foreign employee’s 

original passport, S Pass, and visit pass and other personal documents. The employer shall 

allow the foreign employee to retain possession of these travel, identity and personal 

documents. 

 

NOTE:  Please see Part II, Section 19. 

 
14. The employer shall produce the foreign employee to the Controller as and when the 
employer is required by the Controller to do so. 
 
15. The employer shall inform the Controller of any change to the business address stated in 
the Work Pass application form within 14 days after such a change. 
 
16. If the foreign employee goes missing, the employer shall inform the Controller within 7 days 
after the employer becomes aware of the foreign employee going missing. 
 
17. If the foreign employee dies while in Singapore, the employer shall inform the Controller 
within 12 hours after the employer becomes aware of that employee’s death. 
 
Restrictions on employer receiving or recovering moneys from foreign employee 
 
18. Prohibited payments: An employer shall not deduct from any salary payable to a foreign 
employee, or demand or receive (directly or indirectly) from the foreign employee, any sum or 
other benefit — 
 
(a) as consideration or as a condition for employing the foreign employee; 
 
(b) as consideration or as a condition for continuing to employ the foreign employee; or 
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(c) as a financial guarantee related, in any way, to the employment of the foreign employee. 
 
19. Payments to be borne by employer not recoverable from foreign employee: An employer 
shall not deduct from any salary payable to a foreign employee, or recover (directly or indirectly) 
from the foreign employee, in whole or in part, any of the following sums paid or payable, or any 
other benefit given or to be given, by the employer: 
 
(a) fees associated with the application, issuance, renewal or reinstatement of an S Pass; 
 
(b) costs associated with furnishing a security deposit required by the Controller; 
 
(c) costs associated with purchasing and maintaining medical insurance coverage for the 
foreign employee, as required by the Controller; 
 
(d) costs associated with medical examinations required by the Controller; 
 
(e) levy payments under the Act; 
 
(f) costs associated with training a foreign employee, where the training is provided by the 
employer or required by the Controller; 
 
(g) costs associated with repatriating a foreign employee at any time; and 
 
(h) such other similar sums connected with or related to the employment or change in 
employment of a foreign employee. 
 
Restriction on employer receiving moneys in connection with employment of foreign 
employee 
 
20. An employer shall not demand or receive any sum or other benefit from an employment 
agency or any other person in connection with the employment or change in employment of a 
foreign employee 
 
 

PART II 
 

CONDITIONS TO BE COMPLIED WITH BY FOREIGN EMPLOYEE 
 
Employment 
 
1. The foreign employee shall work only for the employer and in the occupation and sector 
specified in the S Pass and visit pass. 
 
2. The foreign employee shall not engage in or participate in any business or be a self-
employed person. 
 
3. The foreign employee shall reside at the address stipulated by the employer upon the 
commencement of the foreign employee’s employment. The foreign employee is to inform the 
employer about any self-initiated change in residential address. 
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4. The foreign employee shall undergo a medical examination by a Singapore registered doctor 
as and when directed by the Controller. If the foreign employee is certified medically unfit, the 
foreign employee’s S Pass shall be revoked. 
 
5. The foreign employee shall carry the original S Pass and visit pass issued to that employee at 
all times and must produce it for inspection on demand by any public officer. 
 
6. The foreign employee shall report to the Controller as and when required by the Controller to 
do so. 
 
Obligation to update residential address 
 
7. The foreign employee shall, for so long as the foreign employee’s S Pass is valid, inform the 
Controller of the foreign employee’s residential address, in such form or manner as the 
Controller may determine, within 5 days after the commencement of the foreign employee’s 
employment in Singapore and after each change of the foreign employee’s residential address, 
as the case may be. 
 
 

SUGGESTED NEW PROVISION ON BLACKLISTING 
 

The employer shall not intentionally keep a former employee from getting hired by another 
employer by spreading detrimental information about their work conduct unilaterally such as 
through an internet forum or by writing to the authorities, nor make threats to do so to an 
existing employee unless the employee was given an opportunity to be heard on the same and 
the detrimental information is justified. 
 
Comment:  “Blacklisting” occurs when an employer spreads detrimental information about the 
work conduct of a former employee to other employers such as through an internet forum or 
even by writing to the authorities without according the employee a right to be heard.  Since it is 
done without notice to the employees, they are not made aware until they re-apply for a work 
permit and their application is denied. The burden then shifts to the employees to seek to have 
their name removed from the list (at which point, the prospective employer might change their 
mind in intending to sponsor them). If left unregulated, the practice would continue to unfairly 
deprive foreign workers of employment opportunities without being given the chance to properly 
defend themselves. Employers also use the threat of blacklisting to control their employees and 
force them to remain in their employment. In recognizing that the employer may notify the 
authorities subject to the conditions that 1) the reported information is justified, and 2) the 
employee is given the opportunity to be heard on the same, the proposed provision strikes a 
balance between the employer’s and employee’s rights on this issue. 
 
 

 
 

 


