
Restraint of Trade Clauses in Singapore: Confirmed Rules

Description

Singapore has no published tripartite guideline that creates a universal salary threshold,
maximum duration or automatic enforcement rule for restraint-of-trade clauses. As at 19 July
2026, the confirmed position remains fact-specific: a post-employment restraint must protect a
legitimate proprietary interest and be reasonable between the parties and in the public interest.
Employers and employees should not treat a template non-compete as self-enforcing.

This explainer is for Singapore employers and employees deciding what to review before signing,
enforcing or challenging a restrictive covenant. It is general information, not legal advice; an
employment lawyer should assess the contract and facts.

What the Government has actually confirmed

In its 8 January 2025 parliamentary answer, the Ministry of Manpower said it was discussing with NTUC
and SNEF how and when restrictive clauses should be used, based on principles articulated by the
courts, and that more details would follow. LBRD found no later MOM page publishing a restraint-of-
trade guideline by 19 July 2026. That means proposed salary floors, fixed maximum periods and claims
about automatic work-pass sanctions should not be presented as current rules.

MOMâ??s employment-contract guidance still requires written key employment terms for covered
employees but does not make every restrictive covenant enforceable. TAFEPâ??s fair-contract guide
also stresses clear terms and fair, consistently implemented policies. These sources govern
employment-practice expectations; the courts decide enforceability in a dispute.

The two legal questions a court asks

The Singapore Court of Appealâ??s Man Financial judgment explains that an employer needs a
legitimate proprietary interest and that the restraint must be reasonable. The High Courtâ??s Shopee v
Lim Teck Yong judgment identifies recognised interests such as trade secrets, customer connections
and, in an appropriate case, a stable trained workforce. It also warns that a restraint may need to
protect something beyond confidential information already covered by another clause.
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Question Documents that matter Red flag
What interest needs
protection?

Role description, access logs, client
responsibility and confidentiality terms

â??Preventing competitionâ?•
without a specific protectable interest

Is the restriction no
wider than necessary?

Duration, geography, restricted
activities and actual market

A worldwide or role-wide ban
unrelated to the employeeâ??s work

Non-compete, non-solicitation and garden leave are different

A non-compete blocks specified competitive work after employment. A non-solicitation clause targets
approaches to clients or staff. Garden leave operates during the notice period while employment and
pay continue. The label is not decisive; the wording and practical effect are. In HT SRL v Wee Shuo
Woon, the High Court found a one-year worldwide restriction wider than necessary on the facts. That is
an example, not a rule that every one-year clause fails.

LBRD clause-to-evidence audit

This records-review method is an original LBRD value unit. Score each covenant against four evidence
files before deciding whether to keep it in a new template:

1. Interest file: name the trade secret, customer connection or other interest; do not use a generic
label.

2. Role file: identify what this employee actually accesses or controls.
3. Scope file: map each restricted activity, place and month to the risk it addresses.
4. Alternatives file: test whether confidentiality, non-solicitation, notice or access controls would

protect the same interest with less restraint.

If HR cannot populate one of the four files with contemporaneous records, that is a decision signal to
seek legal advice before copying the clause into another contract.

LBRD proportionality check

This second value unit is a labelled planning comparison, not a legal test. A clause covering 12 months,
20 countries and every role at any competitor creates 240 country-months of geographic-time restriction
before role scope is considered. Narrowing it to six months and the two markets in which the employee
actually managed protected customer relationships produces 12 country-months. The arithmetic does
not decide enforceability; it exposes how much wider one draft is and forces counsel to justify each
extra dimension.

What an employer should do now

Inventory restrictive covenants by role instead of assuming one template fits the workforce.
Remove speculative references to unpublished thresholds or guideline dates.
Keep evidence of the interest and the employeeâ??s access at the time the clause is agreed.
Explain the clause before signature and give the employee a copy of the final contract.
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Seek advice before threatening enforcement; an overbroad demand can create cost without
protecting the business.

What an employee should check

Ask which activities, organisations, clients, places and dates are restricted.
Compare the restraint with separate confidentiality and intellectual-property clauses.
Keep the signed contract, amendments, role descriptions and correspondence.
Do not assume the clause is void or valid; obtain advice before joining a competitor, soliciting
clients or using information.

Source and limitation note

LBRD checked the MOM parliamentary answer and employment-contract page, TAFEP contract
guidance, and the cited Singapore judgments on 19 July 2026. The judgments illustrate legal principles
and fact-specific outcomes; they do not replace advice on a particular contract. This article has no
affiliated-business CTA.

Continue the employment-records review

For adjacent statutory records, use LBRDâ??s itemised-payslip checklist. Employers reviewing older-
worker contracts can separately check the retirement and re-employment age guide. Those pages
address different obligations and should not be used as evidence that a restraint clause is enforceable.

What the contract file should contain

MOMâ??s key-employment-terms page lists the written particulars required for covered employees,
including job title, duties, start date, working arrangements, salary components, leave, probation and
notice. A restraint review should sit besideâ??not replaceâ??those records. Keep the signed terms, the
version history, the employeeâ??s job scope when the covenant was agreed, and any later change
accepted by both parties. If the employer relies on client connection or confidential information, record
the employeeâ??s actual access rather than reconstructing it after departure. This contemporaneous
file helps legal counsel assess the facts; it does not make an unreasonable clause valid.

Run a four-file evidence test before relying on the clause

A restraint clause is not self-validating because it appears in a signed contract. The practical question is
whether the employer can connect the exact restriction to a legitimate business interest and explain
why a narrower protection would not work. That is the point at which employers and employees should
stop arguing in abstractions and assemble the records that a lawyer would need.

Evidence file Question it must answer Weak answer to avoid
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Role and
access map

Which confidential systems, customer relationships
or workforce responsibilities did the employee
actually handle?

â??Everyone in this grade is
restricted.â?•

Clause map
What activity, geography and period does each
restraint cover?

Reading several overlapping
clauses as one broad
prohibition.

Risk record
What concrete harm is reasonably anticipated from
the specific move?

General concern about
competition.

Narrower-
options record

Could confidentiality, garden leave, non-solicitation or
targeted access controls address the same risk?

No documented comparison.

LBRD proportionality worksheet

Create one row for every restriction and score four questions as â??supportedâ?•, â??unclearâ?• or
â??unsupportedâ?•: protected interest, activity scope, geographic scope and duration. This is a
records-review device, not a legal test or prediction of enforceability. A row with any â??unclearâ?•
answer is a signal to obtain Singapore employment-law advice before threatening enforcement,
resigning in reliance on an assumption, or accepting a competing role.

For employees, keep the signed contract, amendments, job description, access permissions and any
correspondence about the proposed move. For employers, preserve the same records plus the
decision note explaining the interest being protected. Do not copy confidential business material to build
a defence; record what access existed and let counsel manage evidence lawfully.

Decision tree for the first 48 hours

1. Identify the trigger. Is there only a proposed move, or has solicitation, disclosure or competitive
work already occurred?

2. Separate the promises. Treat confidentiality, non-solicitation and non-compete wording as
distinct obligations.

3. Preserve records. Do not delete messages, alter files or contact customers to create evidence.
4. Check urgency. A threatened injunction or start date may require immediate legal advice;

internal debate is not a substitute.
5. Choose a proportionate response. Clarification, undertakings or a narrower restriction may

resolve the risk without assuming that the broadest clause automatically applies.

The Ministry of Manpowerâ??s published position and the Singapore judgments linked above are the
controlling starting points for the claims in this guide. Individual facts can change the result. Nothing
here determines whether a particular clause is enforceable, and no first-hand legal outcome is claimed.

Official and judicial sources re-opened and claim-checked on 22 July 2026.
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