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Millennials are defined as those born between 1980 and 2000.

Foreword by Editor
aAdvantage has been conducting our Singapore 
Workforce Engagement Studies since 2011. Quite 
consistently from 2011 to 2016, our data indicate that 
learning & development and career opportunities are 
important factors in impacting employee engagement 
and positive work of mouth of employers; this is 
especially important for Millennials. Millennials currently 
make up nearly 40.0% of Singapore’s workforce1 and 
over the next few years, the incoming Generation Z  
which would gradually form the core of our workforce.

In a tight labour market with slow increase of local 
talent, due to a low birth rate, and with a need to 
continue to build a strong Singaporean Core workforce, 
there is a war for talent whereby companies in the public 
sector, global multinationals are competing for the same 
talent pool.  Companies who clearly articulate their 
employee value proposition and pay attention to the 
Employee Experience they want will be more successful 
in this war for talent.

SMEs therefore need to enhance their human capital 
practices to effectively attract and retain talents to meet 
these needs. SMEs who take on the challenge of 
adopting progressive human capital practices and 
embark on a transformation of their human capital today 
will be more resilient to meet current and future business 
challenges.  Resilience suggests that our people have 
the right mindset, values & behaviours and capabilities 
to meet the fast-changing and challenging business 
environment.

We are happy to share with you the findings from 
aAdvantage’s 2016 Singapore Workforce Engagement 
Survey.  We hope that our insights will be a call to action 
to SMEs to embark on their Human Capital 
Transformation journeys and to build a highly productive 
workforce with a strong Singapore Core.

Jacqueline Gwee, Director
aAdvantage Consulting Group Pte Ltd



Small and Medium Enterprises (SMEs) form a significant 
pillar of Singapore’s economy, accounting for 
approximately half of our GDP growth and two-thirds of 
employment2. In a parliamentary speech by Minister for 
Trade and Industry, Mr. S. Iswaran shared that SMEs 
are the primary focus of development efforts. Aside 
from being a core contributor to the local economy, he 
foresees SMEs to be the key engine of Singapore’s 
future growth, and integral to the competitiveness of 
economic clusters. The Singapore Government is thus 
resolute in its commitment to support SMEs, through 
various initiatives and assistance schemes. 

Amidst a challenging labour market, Minister for 
Manpower Mr Lim Swee Say emphasised at the launch 
of the Human Capital Movement in SMEs3 that

Even with investments in financial and manufactured 
capital, an organisation’s potential and capability to 
grow remains highly dependent on its human capital.

For a long time and still so, talent attraction and 
retention has constantly been a key challenge cited by 
SMEs. A large part of this can be attributed to 
weaknesses in human capital & organisational 
development practices. In a study conducted by 
SPRING and Hay Group in 2014 on the maturity of 
human resource practices in SMEs, findings revealed 
SMEs did not have strong human resource practices.  

SMEs, in general, are less favourably perceived as 
employers of choice, when compared to large and 
multinational companies (MNCs) by University 
graduates. In a study by Randstad Workmonitor, 75% of 
employees in Singapore, Malaysia and Hong Kong 
prefer MNCs as their workplace, over SMEs and 
start-ups. Mr Michael Smith, Managing Director of 
Randstad Singapore, Hong Kong and Malaysia, 
attributed it to MNCs having been able to successfully 
capitalise on their global brand and reputation, along 
with strong resources and company culture, to attract 
job seekers.4

Introduction
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human capital will increasingly 
become the most valuable asset 
of any organisation,
and to do well SMEs need to 
make their investment in people 
a core priority.



Gaining insights on the employee experience and 
perceived gaps in organisation development practices 
begins with measuring employee engagement. 
Organisations with high employee engagement 
achieves better business results compared to market. 
According to a Harvard Business Review on The Impact 
of Employee Engagement on Performance, having a 
highly engaged workforce not only maximises a 
company’s investment in human capital and improves 
productivity, but can also significantly reduce costs, 
such as turnover, that directly impact the bottom line.5 
Conversely, a disengaged workforce tends to engage in 
counter-productive behaviour, such as absenteeism 
and contributing to an uncooperative work 
environment6. This makes employee engagement not 
just a HR agenda, but a business need.

Based on research conducted by the Barrett’s Values 
Centre (BVC) across more than 2,000 organisations 
globally, high organisational performance is significantly 
influenced by the level of cultural entropy in an 
organisation and is inversely correlated to employee 
engagement. Cultural entropy reflects the degree of 
functionality in an organisation’s culture, as a result of 
actions and behaviours that either drives or inhibits the 
performance of employees.  

www.valuescentre.com © Barrett Values Centre

When the level of cultural entropy in an organisation 
increases due to dysfunctional actions and behaviours of 
leaders, trust and internal cohesion decreases in an 
organisation. This impacts engagement levels as 
employees will find it more challenging to work with one 
another, and accomplish work effectively. 

Beyond the Singapore Workforce Engagement Survey, 
aAdvantage Consulting periodically conducts other 
studies such as the National Values Assessment (using 
BVC methodology) and Employee Emotional Study. 
Synthesising data across our studies, this paper on 
Engaging Your People for Success provides leaders and 
management with insights on the key attributes that drive 
employee engagement, and the desired employee 
experience, so organisations may influence its ability to 
attract and retain talent.

Factors that slow the 
organisation down 
and prevent rapid 
decision-making

Factors that cause 
friction between 

employees

Factors that prevent 
employees from 

working effectively
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Elements of Entropy



Since 2011, aAdvantage Consulting has been measuring the Employee Net Promoter Score® (eNPS)7 in its annual 
Singapore Workforce Engagement Study. Conceptualised by Bain and Company, it provides organisations with an 
indicator of employee engagement by determining the likelihood of employees to recommend their organisations as a 
good place to work. 

We observed that employee satisfaction levels did not parallel with the likelihood of employees to recommend the 
organisation to others, for reasons such as career misalignment or preferences. Recognising the influence of social 
factors in the likelihood of recommending the organisation as a good place to work, we included a variation of the 
Employee Net Promoter Score, as another indicator of employee engagement – the likelihood to speak positively about 
the organisation to others (eLPS). We believe employees who are more engaged have a higher likelihood of sharing 
positive experiences with others.

SMEs: Strengthening the Employer Brand

Employee Net Promoter Score® (eNPS)
Respondents were asked “On a scale of 0 to 10, with 0 being not at all and 10 being very likely,

how likely would you recommend your company as a good place to work?”

Employees working for SMEs were not only less likely to recommend their organisation as a good place to work, they were 
also less likely to speak positively about their organisations to others, when compared to employees working for non-SMEs.   
For both questions, the percentage of detractors was higher for employees working in SMEs as compared to non-SMEs, 
even though the percentage of promoters were more similar.

Passives DetractorsPromoters

Advocates of the organisation who 
will recommend qualified 

individuals to join the organisation.

Satisfied employees who make few 
referrals to others. High propensity 

to move over to a competitor’s 
organisation if being wooed. 

Dissatisfied and unhappy 
employees who will speak 

negatively of the organisation to 
others.

Ratings of “9” and “10” Ratings of “7” and “8” Ratings of “0” and “6”

Promoters Passives Detractors

37.9%20.4% 41.7%

eNPS - Non-SMEs
1.5

eNPS - SMEs
-17.5

eLPS - SMEs
-14.0

eLPS - Non-SMEs
2.1

24.0% 53.6% 22.5%

21.8% 42.5% 35.8%

25.0% 52.1% 22.9%
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Net Promoter, Net Promoter Score and NPS are trademarks of Satmetrix Systems, Inc., Bain & Company, Inc., and Fred Reichheld.



What would drive employees to speak positively of their workplace?

Employee Engagement: SMEs to Step It Up
aAdvantage Consulting defines an engaged employee as one who feels proud and happy working for his/her 
organisation, experiences a sense of fulfilment in the course of work, and would recommend the organisation as a good 
place to work. These outcomes form our Employee Engagement Index.

As organisations compete to create a great place for work, measuring employee engagement would provide meaningful 
insights on the efforts and effectiveness of organisation development policies and practices. This understanding enables 
management to identify and understand the key drivers of employee engagement, and take the necessary actions to 
enhance the organisation’s systems, policies and processes.

Across the last three years, employees in SMEs were consistently less engaged when compared to employees in 
non-SMEs. Furthermore, the engagement levels of employees in SMEs have remained relatively similar across the years, 
suggesting recurring gaps in how SMEs are engaging employees. This suggests that SMEs can do more to increase 
employee engagement levels. 

In an Employee Emotions survey conducted by 
aAdvantage Consulting in 2016, findings revealed that 
respondents of SMEs who indicated feeling ‘Happy’ and 
‘Purposeful’ at work were more likely to recommend and 
speak positively of the organisation. Additionally, feeling 
‘Valued’ also had a significant influence on the likelihood 
to recommend (ENPS), while feeling ‘Inspired’ had a 
significant influence on the likelihood to speak positively 
(ELPS).

Wouldn’t it be interesting to know what emotions your 
employees are experiencing today? Has your organisation 
defined the employee experience? 

The employee experience is becoming an increasingly 
important area of focus for Human Resource leaders, due 
to the changing social contract between employers and 
employees. In the “war” to attract and retain talents, 
organisations now endeavour to create a place where 
people want to work. Similar to how the customer 
experience is critical for a business to attract and retain 
customers, the employee experience does the same for 
employees. The Employee Experience, centred on how 
employees feel (i.e. the emotional experience), can be a 
powerful tool in attracting and retaining talents.

SMEs Non-SMEs

2014 2015 2016
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What had the most influence on employee engagement for SMEs?

Findings from our study found that confidence in leadership and culture are most important for employee engagement.

Staff are confident of leaders' ability
to lead the organisation to success.

Staff are empowered to make decisions
that are appropriate to our job level.

Staff are encouraged to come up with
new and better ways to do things.

Staff's behaviours reflect the
organisation's desired culture and values.

Strongly Disagree Disagree Slightly Disagree Slightly Agree Agree Strongly Agree

1.7%

4.1%

11.0%

27.8%

40.4%

15.0%

1.9%

5.0%

13.0%

25.0%

38.6%

16.5%

2.3%

6.5%

15.4%
26.0%

36.7%

13.0%

1.9%

4.6%

9.1%

27.6%

40.6%

16.2%

* All questions on engagement attributes used a 6-point rating scale from strongly disagree to strongly agree.
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Understanding the Core Issues
Resources are finite and companies need to determine their priories for action, both short and long-term. With reference 
to the above findings, the key areas which have a strong impact on Employee Engagement, ENPS and ELPS are as 
follows:

We will explore in more detail the results of these areas.

Open
Communication

Rewards and
Recognition

Balance
(Work/Life)
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- Aldous Huxley

There are things known and 

there are things unknown, 

and in between are the

doors of perception.

PAGE 10

1. Open communication remains a challenge in most organisations
    (including non-SMEs).

When employees are unable to obtain information 
needed to make informed decisions, accomplish tasks 
effectively, or understand their performance for 
development needs, it is commonly attributed to a lack 
of open communication. Our findings indicate that 
across all organisations, open communications is less 
experienced by non-management staff.  However, the 
lack of communication is a symptom of other underlying 
problems such as dysfunctional actions and behaviours 
of employees, or gaps in the organisation’s policies and 
processes that does not support open communication.  
One typical reason for this is the lack of 
structure/process to cascade information from 
management to the ground and not necessarily the lack 
of commitment of management to share information. 

individual performance 
implementation of the organisation’s strategic plans, and 

rationale behind the need for change.

For the past three years, open communication has 
consistently been identified as a key driver of employee 
engagement for both SMEs and non-SMEs in our 
Singapore Workforce Engagement Studies. Focus group 
discussions with employees of SMEs across industries 
similarly revealed communication issues as an area of 
concern. Examples of communication issues often 
identified include the lack of clarity on:
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Within SMEs, we found that a larger proportion of respondents in managerial positions (69.6%) indicated they ‘Agree’ or 
‘Strongly Agree’ to having open communications across all levels in the organisation. In contrast, only 49.9% of respondents 
in non-managerial positions ‘Agree’ or ‘Strongly Agree’ to the statement. This can either be due to deliberate action to not 
want to cascade information or SME managements need to be more effective at communication.

Question asked: “There is open communication across all levels of my organisation.”

49.9%
Non-Management

Leaders and managers are continuously looking at ways to improve business performance, but how many actually engage 
employees to ensure buy-in or involve them in the change by soliciting their ideas or suggestions? And even if they do, 
employees might not speak up for several reasons. Some common reasons cited include - fear of ‘looking stupid’, of taking 
on more work, of being ‘blacklisted’ if the idea does not resonate with the leaders.

The lack of open communication causes employees to withhold information on challenges, and ideas to overcome those 
challenges8. Without a culture of open communication, employees would still withhold knowledge and ideas due to a fear of 
repercussions, or simply because they do not feel there is anything to gain. 

Values Desired by Employees at the Work Place

Our study found that across job 
levels, non-executives and 
executives (Non-Management) were 
less agreeable to experiencing open 
communication, as compared to 
management staff. To improve how 
an organisation functions, SMEs 
need to identify and understand 
what is causing low levels of open 
communication in their organisation.

69.6%
Management

11 Copyright © aAdvantage Consulting 2017. All Intellectual Property Reserved.



Desired 
Values
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Why Open Communication is Essential

A National Values Assessment (NVA) conducted by aAdvantage Consulting in 2012 and 2015 similarly 
suggests that employees in Singapore want a workplace characterised by “relational” elements – 
teamwork, co-operation, caring, engagement, coaching/mentoring, respect. A study by Gallup also 
found higher engagement levels when employees feel managers are invested in them as individuals. 
Most of these values (except Teamwork) did not surface among the top 10 values employees 
experienced in their current work culture. 

Open communication drives the actions and behaviours of employees, playing an important role 
in shaping the culture of the organisation. It influences the way employees interact with one 
another, which impacts their experience with the organisation. 

Results from the NVA 2015 also found ‘confusion’ and ‘blame’ were amongst the top 10 values that 
limits organisational performance. Similarly, through focus group discussions with employees of 
organisations across several industries, we found that confusion and blame are commonly the results of 
communcation issues.

Employee
Recognition

Coaching/

Mentorin
g

Balance
(Home/Work)

Employee
Engagement

Cooperation

Fairness C
ar

in
g

Ef
fic

ie
nc

y

Resp
ect

Team
w

ork
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Values Desired by Employees at the Work Place

#1 #2

#3

#4

#5
#6

#7

#8

#9

#10



2. What do employees really want when it comes to rewards and recognition?

Organisations have commonly associated rewards and 
recognition with more tangible and measurable forms 
such as salary increments, bonuses, or even 
promotions. However, financial-based rewards and 
recognition are becoming less effective at motivating and 
engaging employees, when compared to non-financial 
rewards. With dynamic societal trends, how employees 
want to be rewarded and recognised for their work and 
performance is also changing. Focus group discussions 
with employees across various industries have 
uncovered that employees desire less tangible forms of 
rewards and recognition, such as a simple pat on the 
back. This signals a strong desire of our local talent and 
Leaders need to address how the culture supports this.

In Wee’s experience, “client-facing staff tend to receive 
compliments and recognition more often, compared to 
corporate service staff.”

Our study also found that only 38.6% of employees of 
SMEs at the Support and Operations level agreed that 
staff are being rewarded and recognised for excellent 
work, when compared to 54% of Executives and 
Managers. This could indicate an ill-designed rewards 
and recognition programme, which does not consider 
how employees at different levels want to be rewarded 
and recognised. SMEs need to rethink the way they 
reward and recognise employees to make it meaningful 
and memorable. 

The social exchange theory/psychological contract is a 
cost-benefit analysis that determines how individuals 
perceive the value of a relationship they are in. For an 
employee, this means a cost-and-benefit comparison 
between what they contributed to the organisation, and 
the rewards and recognition they would in turn receive. 
The perceived value from the cost-benefit comparison 
directly influences employee engagement levels. It has the 
ability to motivate employees to deliver better 
performance, and make them feel valued for their efforts 
and contribution. 

In an interview with Angeline Wee, CEO of HCA Hospice 
Care, she shared that, “Employee recognition has always 
been an important factor in addressing staff motivation. 
They come in many forms, such as monetary rewards, 
open recognition in townhalls and company events, and 
even just a pat on the back from their supervisors and 
colleagues.”

A research by Gallup revealed employees who do not feel 
adequately recognised for their contribution or efforts, 
were twice as likely to develop an intention to quit9.  In 
contrast, organisations with a balanced/favourable 
employee recognition programme, experienced higher 
levels of engagement, and had better employee retention 
rates. ‘Employee Recognition’ was one also one of the 
top 10 desired organisational values by employees in the 
National Values Assessment 2012/2015. 

Question asked: “My organisation rewards and recognises staff for excellence.”

Respondents in Support and Operations roles were less agreeable being rewarded and 
recognised for excellence in the organisation, as compared to respondents holding

executive level and above roles.

13 Copyright © aAdvantage Consulting 2017. All Intellectual Property Reserved.

SMEs 43.3%

Non-SMEs 57.2%

Support & Operations (SMEs) 38.6%

Executive Level & Above (SMEs) 54.0%

Level of
Agreement



How a Culture of Recognition and Appreciation
Adds Value to the Employee Experience

that a culture of recognition and appreciation provides an organisation with the means of allowing 
employees to feel ‘valued’ and ‘purposeful’. It encourages employees to show recognition and 
appreciation towards the efforts and contributions of another, thus enabling those emotions to be felt in 
the workplace more readily. 

Furthermore, employees indicated a desire for greater ‘recognition’ and ‘engagement’ in their current 
work place, which implies that organisations are not doing enough in these two areas.

I ntangible and personal in nature, recognition and appreciation is usually an emotional experience 
when received. To deliver the desired employee experience, leaders and managers need to create an 
experience that evokes emotions that positively influence engagement. Our findings also suggested

14 Copyright © aAdvantage Consulting 2017. All Intellectual Property Reserved.



3. Work-life harmony does not mean working lesser.

Having work-life harmony does not necessarily mean 
reduced working hours or workload. Although the 
National Values Assessment in 2015 revealed that 
employees in Singapore experience long hours at work, 
they also experience balance (home/work). In NVA 2012, 
“balance (work/home)” was not in the top 10 values in the

Values Desired by Employees at the Work Place

Current Culture. We see a positive shift in what Singapore 
employees experience in this area, indicating that more 
employers are paying attention to this area. However, 
Balance (home/work) is still the most frequently requested 
value in the desired workplace culture.

15 Copyright © aAdvantage Consulting 2017. All Intellectual Property Reserved.

Balance (home/work) and caring were amongst the top 10 values desired by employees 
at the work place. Employees also express a desire for more Employee fulfilment, 
Employee health and well-being at the work place.

Balance
(Home/Work)

Employee
Health

Well-being

Employee
Fulfilment

Caring



Work-life harmony surfaced as one of the key challenges SMEs face when it comes to engaging employees. A smaller 
percentage of employees working for SMEs agree that they achieve work-life harmony as compared to employees in 
non-SMEs. In our work with SMEs, the current mental model of many SME Leaders is that achieving work-life harmony is a 
secondary priority; they do not see a work-life as a strategic business imperative.

SME Leaders are usually preoccupied with the day-to-day operational challenges of a tight labour market which results in 
shortages of manpower leading to long work hours. The other common belief is that their foreign workforce is keen on 
longer work hours as their sole purpose is to earn sufficient compensation. This mental model may be true of a transient 
workforce, however in our encounters with foreign employees, this may not always be true, especially if Employers are keen 
on building a sustainable and high performing workforce. Hence, there is a need to challenge this current mental model.
It is not surprising that our findings indicate that a larger proportion of respondents in non-SMEs (55.1%) ‘Agree’ or ‘Strongly 
Agree’ to being able to achieve work-life harmony, as compared to only 47.3% of respondents in SMEs suggest.

Developing a work-life strategy thus becomes a necessity for SMEs to remain attractive, and retain an engaged workforce 
that is able to achieve personal and work fulfilment. A survey by Randstad found that employees in Singapore value ‘good 
work-life balance’, as the second most important factor behind ‘salary and employee benefits’ when choosing an 
employer10. Of those who were surveyed, 64.0% said they would like to have a flexible work schedule, while 73.0% indicated 
they would like the option of working remotely at times, further highlighting the shift towards flexible work arrangements.

47.3%
SME

55.1%
Non-SME

Question asked: “Staff are able to achieve work-life harmony in my organisation.”

Ability to Achieve Work-Life Balance
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Enabling employees to achieve work-life harmony comes with an authentic culture 
that respects, accepts and encourages work-life harmony, empowering employees 
to achieve a healthy balance of both ‘work’ and ‘life’.

According to a Harvard Business Review on ‘Managing the High-Intensity 
Workplace’, it describes the commonplace belief, or pressure that employees feel, 
to pull long hours. It explains that providing employees with the freedom to manage 
their work and non-work lives “can heighten employees’ fears that their choices will 
signal a lack of commitment”. Without the supporting culture that empowers 
employees to achieve work-life harmony, employees tend to “default to the 
ideal-worker expectation, suppressing the need to live more balanced lives”. 

However, we found that employees in Singapore may be willing to trade hours with 
derived fulfilment at work. Our findings suggested that while employees of SMEs 
who felt ‘Unmotivated’ were less likely to speak positively of their organisation and 
recommend the organisation as a good place to work, those who felt ‘purposeful’ 
and ‘inspired’ in their course of work were more likely to do so. 

In a Work-Life Harmony report by the Ministry of Manpower11, the effective 
implementation of a Work-Life Strategy improves employee engagement and 
productivity. Work-life strategies helps organisations sustain high performance, by 
reducing work-life conflicts and work related stress.

Through anecdotal examples, organisations which have successfully implemented 
work-life strategies have experienced higher levels of productivity and employee 
engagement. When employees are empowered to manage their schedule in a 
manner that allows them to fulfil personal commitments, they would be able to 
focus better and manage their work demands. Has your organisation developed a 
work-life strategy to gain a competitive advantage?

Work Life and Desired Employee Experience



What’s Next?

In an increasingly competitive labour market and 
challenging global economy, SMEs must be nimble 
and latch onto growth opportunities by prioritising the 
development of a strong human capital management 
system. Doing so would enable SMEs to better 
harness its workforce potential to drive productivity 
and achieve its organisational outcomes. Even with 
comprehensive and sophisticated technologies, an 
organisation’s growth is contingent upon the quality of 
its human capital. Balancing resources between 
business development needs and investment in 
employees12 thus becomes an imperative for SMEs to 
take on the challenges of tomorrow. 

Organisations with high employee engagement have 
achieved better business results compared to market, 
and are more resilient in turbulent times. Additionally, 
an engaged workforce is a strong manner of employer 
branding for improved talent attraction and retention.   
Our findings revealed that SMEs in Singapore 
generally are not doing enough to engage their 
employees. This highlights the need for SMEs to 
review current systems and processes, and at the 
same time explore new approaches towards human 
capital management.

Our paper explored common key issues faced by 
most SMEs. However, as every organisation is unique, 
measuring the current organisational climate will 
provide leaders with valuable information on the 
organisation’s specific approach towards increasing 
employee engagement. 

Whilst progressive leaders recognise the importance of 
developing human capital, SMEs struggle to implement 
the necessary interventions due to a lack of internal 
capabilities. This, in turn, limits an organisation’s ability to 
drive the desired business performance.

We note that currently in many SMEs, the Human 
Resource personnel focusses on transactional activities 
such as payroll and benefits administration. capabilities.

This section introduces some of the key initiatives that 
have been introduced to support SMEs in its human 
capital development efforts. There is minimal activities 
related to people development, engagement, work-life 
integration or culture development. Hence to address the 
areas highlighted earlier may be a challenge without 
assistance. To address this, the SMEs can

i) bring in new talent and hire an experienced human
resource practitioner

ii) bring in a Mentor who can provide advice and transfer
knowledge and skills

iii) engage external consultants who can assist in the
development of structure and process as well as transfer
knowledge and skills to ensure successful
implementation.

One key area often not considered in the human capital 
transformation journey is the change management 
perspective. The success of our transformation journey is 
dependent on how well we implement the change. Before 
management designs its rewards & recognition, work-life 
or employee engagement policies, process or 
programme, do they know what are crucial factors that 
impact successful implementation? Are we addressing 
the needs of different employee segments? Are 
employees ready for the change? Do managers and 
supervisors equipped with the knowledge and skills to 
effect the change? We strongly encourage Leaders to 
consider these in your Human Capital Transformation 
journey for successful implementation.

18 Copyright © aAdvantage Consulting 2017. All Intellectual Property Reserved.

- Pablo Picasso

Action is the 

foundational key to 

all success.
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Other Research & Insights Studies
by aAdvantage Consulting

aAdvantage Consulting conducts several benchmarking studies across various areas, including desired workplace 
culture and employee engagement.

In 2012, aAdvantage conducted a National Values 
Assessment. Our findings were compared to similar 
global studies. The study also explored the type of 
workplace culture desired by employees and is 
conducted every 3 years.

Since 2011, aAdvantage has conducted its annual 
workforce engagement survey. Each year, 2,000 
employees across industries are interviewed to 
understand their level of engagement.  The study also 
analyses the key drivers of employee engagement and 
the importance of work life in the workplace.

A Singapore 

Workforce

Engagement

Study 

In 2014, aAdvantage partnered with the Institute of 
Singapore Chartered Accountants (ISCA) to conduct an 
industry level employee engagement study. The study 
aimed to identify the key drivers of employee 
engagement so as to address talent retention issues in 
the accounting sector, particularly in small and medium 
sized practices.

ACCOUNTING
Industry Level Employee 
Engagement Study

Resources from these studies are available for download at: 
http://www.aadvantage-consulting.com/Resources-&-Tools
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Leveraging Various Government Grants to 
Build Organisational Capability

The Singapore Government has established a number of schemes to not only support SMEs improve their productivity but to also 

enhance its human capital.

aAdvantage Consulting is an approved service provider under several Government financial assistance programmes such as SPRING 

Singapore Innovation & Capability Voucher, SPRING Singapore Capability Development Grant and Ministry of Manpower WorkPro 

Work-Life Grant. These grants have enabled our clients, especially Small Medium Enterprises (SMEs), to embark on larger and more 

holistic capability development initiatives.

1. SPRING Singapore Innovation & Capability Voucher (ICV)
A simple to apply, easy-to-use voucher valued at $5,000, to encourage SMEs to take their first step towards capability development. 

SMEs can use the voucher to upgrade and strengthen their core business operations through consultancy in the areas of innovation, 

productivity, human resources, and financial management.

The areas aAdvantage Consulting is approved for are:

2. SPRING Singapore Capability Development Grant (CDG)
Aimed at raising the capabilities of SMEs in various development areas, SPRING’s CDG covers up to 70 per cent of project fees involving 

consultancy, training, certification, and equipment costs.

3. Ministry of Manpower WorkPro, Work-Life Grant
To encourage organisations to review recruitment policies, improve work-place processes, and job redesign, WorkPro helps organisations 

to implement HR strategies to recruit and retain local Singaporeans in their organisations.

Find out how you can leverage these grants to build your organisational capabilities. Drop us an email at 

enquiries@aadvantage-consulting.com or call us at 6853 2658.
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aAdvantage’s Human Resource 
Transformation Solutions
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aAdvantage Consulting is a business consultancy firm that partners organisations in leading their business and 
organisational transformation from “Vision to Results”. Established in 2002, we are now in our 15th year of operations.

We help our clients turn strategies into business results through our People, Process and Performance solutions. As part 
of our organisation development and business transformation consulting services, we provide holistic and customised 
solutions to assist clients achieve lasting change.

We believe that a shared leadership, vision, clear standards, processes and roles, performance management and people 
development all come together to ensure sustainable change in organisations.

If you would like to discuss these findings, or would like to embark on similar studies for your organisation or industry, 
please contact:

Jacqueline Gwee
Director
+65 6853 2658
jacqueline.gwee@aadvantage-consulting.com

aAdvantage Consulting Group Pte Ltd
2 Bukit Merah Central,
#18-03,
Singapore 159835

About aAdvantage Consulting

How does your organisation measure up against national standards?

Singapore Workforce Engagement Study
aAdvantage Consulting conducts an annual Singapore Workforce Engagement Study. Launched in 2011, 
the study uncovers the level of engagement of the Singapore workforce and the key drivers of 
engagement.

National Values Assessment
aAdvantage Consulting conducted a nation-wide values assessment in 2012. The survey uncovers the 
current and desired values and behaviours in the workplace.

To access the reports, contact us at:
enquiries@aadvantage-consulting.com
6853 2658

www.aadvantage-consulting.com
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BACK

This document contains general information only. aAdvantage Consulting are not, by means of this document, rendering any 
professional advice or services. This document is not a substitute for such professional advice or services, nor should it be 
used as a basis for any decision or action that may affect your business. Before making any decision or taking any action that 
may affect your business, you should consult a professional advisor. Whilst every care has been taken in compiling this 
document, aAdvantage Consulting makes no representations or warranty (expressed or implied) about the accuracy, suitability, 
reliability or completeness of the information for any purpose. aAdvantage Consulting or its employees accept no liability to any 
party for any loss, damage or costs howsoever arising, whether directly or indirectly from any action or decision taken (or not 
taken) as a result of any person relying on or otherwise using this document or arising from any omission from it.

Copyright © June 2017 by aAdvantage Consulting. All rights reserved. No part of this publication may be reproduced, stored 
in a retrieval system, or transmitted in any form by any means, electronic, mechanical, photocopying, recording or otherwise, 
without prior written permission from aAdvantage Consulting.

aAdvantage Consulting Group Pte Ltd

2 Bukit Merah Central,
#18-03,
Singapore 159835

Tel: (65) 6853 2658
Fax: (65) 6468 3686
Email: enquiries@aadvantage-consulting.com

www.aadvantage-consulting.com




