IMPLEMENTATION
FOR MANAGING HIV
GUIDE IN THE WORKPLACE

IMPLEMENTATION GUIDE

Employers can play an integral role in reducing
stigma and prejudice towards HIV in Singapore
Human immunodeficiency virus (HIV) damages the body’s
protective immune system and makes it vulnerable to opportunistic
infections. It currently affects over 5,000 individuals in Singapore, with
approximately 450 new cases being detected every year¹. However,
the actual prevalence of the disease is estimated to be much higher
since almost half of cases are not detected until they are in the latestage of HIV infection.

Working Towards Earlier Diagnosis
Those diagnosed with late-stage HIV cite the fear of real or perceived
workplace stigmatisation and discrimination as a reason for not getting
tested earlier². However, with early detection and treatment, people living
with HIV can remain healthy for many years and be just as productive
in the workplace. Even today, there are still misconceptions about the
disease as well as stigmatisation and discrimination towards people living
with HIV.

As part of Singapore’s commitment to achieving the three zeros³: Zero New HIV Infections, Zero
Discrimination, and Zero AIDS-Related Deaths, this implementation guide aims to shape the
attitudes, environment and policies in the workplace to:
 Change the stigma and prejudice surrounding HIV
 Encourage early detection and treatment
 Reduce the spread of HIV
This guide also offers a three-tier approach to better managing HIV, which workplaces
may refer to.
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QUICK FACTS

Around half of those diagnosed
in Singapore are already at the
late-stage of HIV infection

HIV detected through voluntary
testing is more likely to be at an
earlier stage of infection

Early detection and treatment
will slow down the progression
of HIV

HIV CAN be transmitted through:

Unprotected sexual
intercourse

Receiving infected blood
or blood products

Sharing of injection
needles

Pregnancy, delivery or
breastfeeding

HIV CANNOT be transmitted through:
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Coughs or sneezes

Hand-to-hand contact

Insect bites

Toilet seats

Swimming pools

Sweat

Sharing eating or
drinking utensils

Sharing work surfaces
and facilities
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Putting the three-tier approach into action
The three-tier approach offers a framework for workplaces to be effective in implementing positive
change and creating a more inclusive work environment.

TIER 1
DEVELOP Personal Knowledge and Skills
There is still a lack of understanding of, and many misconceptions around, the subject of HIV. Providing
relevant information and training gives employees the knowledge and tools to handle themselves well in the
workplace in relation to HIV matters.
Pledge your support by committing to three or more of these examples:

i

Make available or circulate educational materials

Organise regular educational talks and
workshops

HIV

Organise interactive exhibitions or
edutainment activities

Organise quizzes or contests with attractive
prizes

Conduct training for staff on handling matters
related to HIV
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WELCOME

HIV
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TIER 2
BUILD a Supportive Workplace Environment
A supportive environment can create a culture of empowerment, trust, care, respect and shared beliefs
among employees. This can positively impact people living with HIV.
Pledge your support by committing to three or more of these examples:

Participate in Corporate Social Responsibility
activities with organisations caring for people
living with HIV

Encourage employees to attend HIV-related
events

Have incentive or recognition programmes
for employees who participate in HIV-related
activities

Display posters that communicate the
necessity to keep personal medical
information confidential

Form a support group

Provide a counselling service or helpline

Provide training to supervisors and managers
to develop supportive leadership skills
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TIER 3
ENHANCE Workplace Policies
Workplace policies formalise the approach of the organisation and provide guidance for decision-making
at all corporate levels. They demonstrate and enforce the organisation’s attitudes and commitment to
eliminating discrimination and stigmatisation towards people living with HIV.
Pledge your support by committing to three or more of these examples:

Ensure employees are allowed time off to
participate in activities to support people living
with HIV

Include medical benefits for treatment of HIV

Have a clearly stated policy on maintaining
confidentiality of personal medical information

Have a clearly stated policy on non-tolerance
of discriminatory behaviour in the workplace

Accommodate a switch to alternative work
arrangements (if necessary)
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Recommendations
Employers are urged to use the following recommendations for managing HIV in the workplace.

Medical Screening
HIV cannot be transmitted through normal workplace activities so it is unnecessary to know the
HIV status of employees. Medical screening for HIV is not recommended where it is not required
by law (e.g. foreigners on long-term stay).

Declaration of Medical Conditions
HIV status should not be explicitly asked for in any declaration of medical conditions and no
one should be expected to declare their HIV status. There should not be any repercussions for
employees should they be found to have omitted that they are living with HIV, as their HIV status
should not affect their employability.

Confidentiality
Employers and employees are required to maintain the confidentiality of personal data, including
HIV status. Disclosure to any other individuals without the expressed consent of the employee is
not allowed and any breach may incur civil liabilities.

Medical Benefits
Employers may consider including co-payment of medical treatment for HIV as an employment
benefit. This would reduce the financial strain and may improve the mental wellbeing of affected
employees.

Responsibility to Provide a Safe and Healthy Work Environment
Since HIV is not transmitted through normal workplace activities, additional measures to provide
a safe and healthy work environment are not needed.

Job Scope
Employees living with HIV should be allowed to continue in their existing work roles, as long as
they are able to fulfil their job requirements. If an employee living with HIV is certified unfit or has
exhausted all medical leave, the employer may consider offering alternative work arrangements. If
it is the usual practice of the employer to maintain the original terms of employment for employees
with major illnesses that have transferred to lighter work, the employer should extend the same or
similar practices for employees living with HIV.

Terminating a Contract
People living with HIV can remain healthy for many years and be as productive in the workplace
as anyone else. An employment contract should not be terminated just because:
• the employee is living with HIV,
• there is a fear of adverse reaction from customers,
• there is a fear of damage to the corporate image, or
• colleagues refuse to work with the employee living with HIV.
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Case Studies
The following case studies illustrate some of the challenges companies may face in dealing with
employees living with HIV.

All names have been changed in the following case studies to protect the identity of the people involved.

Case Study 1
Jim has been living with HIV for over 10 years but has never
disclosed his HIV status to his company. His condition has not
affected his ability to perform his job.
One of the company’s vendors informed the company that
Jim was seen entering the Communicable Disease Centre.
Subsequently, the company instructed Jim to undertake a medical
screening inclusive of HIV testing for the purpose of upgrading
his medical coverage. Jim suspected that the company knew
about his HIV status as no one else was asked to undertake the
screening. He contacted his social worker for advice.

His employer should not
have requested Jim to take
the HIV screening or ask him
about HIV status.
Employees’ employability
should not be dependent on
their HIV status.

With Jim’s consent, the social worker spoke to the company.
The social worker explained that HIV cannot be transmitted in
the workplace, even in Jim’s current work position. The company
offered an alternative work position, which Jim found to be more
favourable to him. There was a mutual agreement on the change
of job scope and the company maintained all other terms of
employment.
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It is good that the company
did not force Jim to change
his job scope. It is also good
that the company maintained
the employment contract
terms and salary. However,
redeploying Jim to other
roles is not needed as HIV
cannot be transmitted in a
normal workplace setting.
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Case Study 2
Peter, a Singaporean, was based in an overseas office of a
Singaporean company. One day, he was suddenly called in for an
urgent meeting. His company doctor, as well as his direct supervisor,
company manager and Human Resources manager, had all flown in
from Singapore especially for the meeting.
The panel informed him that company medical tests had revealed
that he has HIV. All three of Peter’s company directors had been
informed of his HIV status before he knew of it himself. Peter could
not remember much more of the meeting, except panic and shock.

Peter’s HIV status should
have been kept confidential
and not have been disclosed
to others, including directors
of the organisation.

Peter was concerned that he would be asked to leave the company
and thought it would be tough for him to find a similar well-paying
job since he was already 40 years old.
The company assured him that he would not lose his job and
even arranged for him to be transferred to the Singapore office
so that he need not travel as much. Peter is grateful that the
company has stood by him, and even supported him beyond
what he thought was necessary.
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It is good that the
company was proactive in
exploring alternative work
arrangements.
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Case Study 3
Alan started working as a retail assistant and initially performed
well in his role. However, after a while, Kelvin, his reporting officer,
noted that Alan had started missing meetings and occasionally
did not report for work. He decided to speak to Alan to find out
what the issue may be. He did so in a sympathetic and openminded manner, which encouraged Alan to reveal for the first
time to anyone that he had been diagnosed with HIV some
months prior. Kelvin assured Alan that he need not worry about

Supporting leadership
skills and training related
to managing HIV in the
workplace can prepare
managers and supervisors to
handle situations such as this.

his employment status.
Alan also shared that he had not followed up on any of his
medical appointments nor had he started on any treatment.
Kelvin encouraged Alan to go for his medical appointments and
to start taking his medication regularly. He also assured him that
there would be no issue in him taking leave to attend his medical
appointments, as long as Alan informed Kelvin beforehand. Alan
felt comforted that Kelvin understood the situation well and was
able to provide him guidance.
With such a supportive work environment, Alan’s performance
improved and he was even promoted to Store Supervisor a few
months later as recognition of his great performance.
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It is good that the employer
provided a supportive
environment that gave
Alan peace of mind in what
may already be a stressful
situation. Maintaining the
health and wellbeing of staff
can have a positive effect
in the workplace, including
increasing productivity,
reduced turnover, and better
job satisfaction.
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Resources Available
Organisational Support

Legislation

Action for AIDS

Employment Act

– Information on local HIV clinical services and
workplace consultation, counselling and support,
free legal assistance, administrative support
– Consultation services for workplace matters relating
to HIV
info@afa.org.sg
Tel: 6254 0212

- Provides basic terms and working conditions for all
types of employees, with some exceptions

Ministry of Manpower
- Advice on employment matters
Tel: 6438 5122

Singapore National Employers Federation
- Educational materials and lunchtime talks
whp@snef.org.sg
Tel: 6290 7697

Trade Unions
– Advocacy for unionised employees

Employment of Foreign Manpower Act
- Regulates the employment of foreign employees
and protects their wellbeing

Industrial Relations Act
- Provides for the regulation of the relations of
employers and employees and the prevention and
settlement of trade disputes by collective
bargaining, conciliation, arbitration and tripartite
mediation of individual disputes

Infectious Diseases Act
- Deals with the prevention and control of infectious
diseases

Protection of Personal Data Act
- Comprises various rules governing the collection,
use, disclosure and care of personal data

Work Injury Compensation Act
- Lets employees make claims for work-related
injuries or diseases without having to file a civil suit
under common law

Publications
Guidelines on Managing HIV/AIDS at the Workplace (2011)
- Includes explanation of HIV-related legislation
www.snef.org.sg/wp-content/uploads/2016/10/hivguidelines.pdf

International Labour Organization – Code of Practice
- International recommendations to assist in formulating workplace policies
www.ilo.org/safework/info/standards-and-instruments/codes/WCMS_107779/lang--en/index.htm
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