
ENGAGING A
FUTURE-READY
WORKFORCE

A Singapore Workforce
Engagement Study 2019



2 Copyright © aAdvantage Consulting 2019. All Intellectual Property Reserved.

aAdvantage Consulting has been conducting its Singapore 
Workforce Engagement Study since 2011.

In 2018, we gathered feedback from over 2,000 employees across 
various industries and pro�les, including whether they work in SMEs 
or non-SMEs, to understand what drives employee engagement, 
and what organisations need to consider in driving employee 
engagement. In our study, we also highlight differences or 
similarities in the perception of employees working in SMEs versus 
non-SMEs. 

99% of enterprises in Singapore are de�ned as SMEs, with the 
majority of the Singapore workforce employed by an SME. With the 
increased competition for talent in our rapidly changing economy, it 
will be increasingly more important for SMEs to look into what 
drives employee engagement and loyalty in order to attract and 
retain the best �t talent for their respective organisations. 

Consistently since 2014, our study has found that employees 
working in non-SMEs were more engaged and more likely to 
recommend their organisation as a good place to work, as 
compared to employees working in SMEs. Nonetheless, we believe 
that an increasing number of SMEs are beginning to see the 
importance of driving employee engagement and loyalty as our 
Employee Engagement Index for SMEs has increased from 2016
to 2018. 

In this year’s paper, areas highlighted as key drivers of employee 
engagement were consistent with previous years which include 
leadership, career growth opportunities, rewards and recognition 
and progressive HR practices.

We are happy to share the �ndings from aAdvantage’s 2018 
Singapore Workforce Engagement Survey. We hope that our 
�ndings will provide SMEs with insights on key areas to drive 
employee engagement, as well as aid non-SMEs in further 
understanding how else they can continue sustaining employee 
engagement at a healthy level.

F O R E W O R D  B Y
E D I T O R

Jacqueline Gwee
Director
aAdvantage Consulting Group Pte Ltd
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“ The boundaries around digital
workplace initiatives are �exible, and many 
organizations �nd that new or revised roles 

and responsibilities at the executive level are 
needed to drive adoption, sustain momentum 
and keep the focus on employees…Whatever 
the framework or initiative, the fuel has to be 

employee engagement.

B r i a n  A n d e r s o n ,  C M O  o f  P O P i n ”



”
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aAdvantage Consulting de�nes an engaged employee as one who:

Employee Engagement Index (EEI)

Employee Net Promoter Score® (eNPS®)

aAdvantage Consulting tracks three indicators of Employee Engagement and Loyalty in its annual Singapore 
Workforce Engagement Study:

Since 2011, aAdvantage Consulting has been measuring the Employee Net Promoter Score® in its annual Singapore 
Workforce Engagement Study. The eNPS® measures the likelihood of employees to recommend their organisations 
as a good place to work.

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?”

Methodology

These outcomes form our Employee Engagement Index.

Employee Likelihood to Speak Positively™ (eLSP™)
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 in�uence of social 
factors in the likelihood of recommending the organisation as a good place to work, we included another indicator 
of employee engagement – the likelihood to speak positively about the organisation to others (eLSP™). We believe 
employees who are more engaged have a higher likelihood of sharing positive experiences with others.

We hope that measuring and tracking the the employee engagement, Employee Net Promoter Score® and eLSP™ 
indices would provide meaningful insights on the efforts and effectiveness of organisations’ policies and practices 
to attract and retain talent.

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”

Net Promoter®, Net Promoter Score® and NPS® are trademarks of Satmetrix Systems, Inc., Bain & Company, Inc., and Fred Reichheld.

Employee Likelihood to
Speak Positively™

(eLSP™)(eNPS®)

Employee Net
Promoter Score®

(EEI)

Employee Engagement
Index

Feels proud and happy
working for his / her organisation

Experiences a sense of
fulfilment in the course of work

Would recommend the
organisation as a good place to work
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How engaged is the Singapore Workforce?

Findings from aAdvantage’s Singapore Workforce Engagement Study revealed that the Employee Engagement 
Index (EEI) increased from 2013 to 2014 and thereafter, it has remained relatively stable. From 2014 to 2018, the EEI 
was statistically similar. On the bright side, employee engagement has not deteriorated however, in the last 4 years, 
neither has it signi�cantly improved.

EEI in both SMEs and non-SMEs have increased from 2013 to 2018. EEI in SMEs increased signi�cantly from 2013 
to 2018 (73.4 to 76.4) and EEI in non-SMEs has also signi�cantly increased from 2013 to 2018 (76.5 to 80.3). 
Although the EEI has increased for both segments, it will be important to observe if the rate of increase in Employee 
Engagement in SMEs can catch up with that in non-SMEs.

Consistently since 2014, employees working in non-SMEs were more engaged and more likely to recommend 
their organisation as a good place to work, as compared to employees working in SMEs. If SMEs want to attract 
more talent, more attention is required to build its human capital capabilities and pay more attention to building 
workplaces to engage their employees more effectively. The Employee Experience begins with employers clearly 
de�ning the Desired Employee Experience and ensuring that across all “Touch Points”, actions are taken to effect 
the Desired Experience.

Employee Engagement Index

SMEs vs. Non-SMEsSingapore Workforce

2017: 77.3

2018: 78.2

2016: 77.2

2015: 76.8

2014: 77.3

2013: 74.8

SMEs

2018: 76.4

2017: 76.0

2016: 74.2

2015: 75.0

2014: 76.0

2013: 73.4

Non-SMEs

2018: 80.3

2017: 77.8

2016: 80.3

2015: 79.0

2014: 78.2

2013: 76.5
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From 2014 to 2018, there is a general increasing trend of Employee Net Promoter Score® from -12.4 to -2.4 and 
increase in Likelihood to Speak Positively from -6.4 to +1.0 from 2016 to 2018. The percentage of Promoters for 
eNPS increased from 19.0% to 23.3% from 2014 to 2018; more employees are more likely to recommend their 
organisation as a good place to work. 

From 2014 to 2018, increase in eNPS® in non-SMEs increased from -8.2 to 9.2 which is an improvement of 17 
percentage points. The proportion of detractors decreased, and proportion of promoters increased. In comparison, 
from 2014 to 2018, eNPS® for SMEs increased from -17.4 to -13.1, an improvement of only 4 percentage points. 
From 2015 to 2018, the proportion of detractors and proportion of promoters decreased. This suggests that 
although the percentage of detractors have progressively decreased, SMEs have not been successful in their 
actions to convert their passives to promoters. The eNPS® remains in the negative zone at -13.3 in 2018 indicating 
that there are much more detractors than promoters in SME organisations. 

SMEs clearly need to do more to improve their employee engagement and retention strategies, including working on 
their employer branding and clearly de�ning their employee value proposition. There is a need to adopt more 
progressive human capital practices and move towards more attention to de�ning and delivering the employee 
experience that will support their business strategies.

Employee Net Promoter Score®

eLSP™
Over all

-1.7

1.0

-6.4

SMEs

-6.9

-14.0

-5.4

Non-SMEs

2.1

-4.3

8.1

2016 2017 2018

-15

-20

-10

-5

0

5

10

2017 20182014 2015 2016

eNPS®

-15

-20

-10

-5

0

5

10
Over all

-1.5
-2.4

-7.4

-11.7
-12.4

SMEs

-7.1

-13.3
-14.5

-17.5-17.4

Non-SMEs

-10.1

-8.2

1.5
0.5

9.2
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The trend observed in 2017 where engagement levels and likelihood to recommend or speak positively of one’s 
organisation decreased as we moved down the hierarchy is again observed in 2018. There were more Detractors 
amongst the Support / Operational group of employees, as compared to the Executive, Senior Executive, Middle 
and Senior Management groups of employees.

The EEI for Senior Management employees was the highest (90.1). This index decreased as we moved down the job 
levels, with the EEI for Support / Operations employees being the lowest (73.2). This similar trend was also observed 
for eNPS and eLSP, where the scores were the highest for Senior Management employees at 53.3 and 58.2 
respectively. These scores declined as we moved down the job levels, with the Support / Operations group of 
employees being the lowest at -27.8 and -22.8 respectively.

This may suggest that more organisational effort is still required to ensure HR policies and engagement activities 
continue to cater to employees across all job levels. There were more Detractors amongst the Support / Operational 
group of employees, as compared to the Executive, Senior Executive, Middle and Senior Management groups
of employees. 

Engagement levels for di�erent job levels

We observe in our consulting work that there are more conscious efforts to engage Executives and above through 
various engagement/communication platforms. Depending on the business nature, perhaps employers can
consider various mechanisms to engage the Support/Operations staff levels and recognise their contributions to
the organisation.

EEI eNPS® eLSP™

Senior Management 53.3 58.2

Middle Management84.4 22.7 27.2

(Senior) Executives79.3 7.8 7.7

Support / Operations73.2 -27.8 -22.8

By Job Level

90.1
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2018’s results also showed differences in eNPS® and eLSP™ by length of service; the longer the length of service,
the higher the eNPS® and eLSP™. Amongst employees who have been with their organisations for less than a year, 
40.8% are Detractors as compared to those who have stayed in the organisation for more than a year (the 
percentage of Detractors ranged from 20% to 29%). For this same group, about 21% are Promoters which are 
higher than those who have been in the organisation from 1 to 5 years. This suggests that new hires are not 
suf�ciently engaged to highly recommend or speak positively. Perhaps those who are more well inducted into the 
organisation are more engaged and more likely to speak positively. Perhaps organisations who pay more attention 
to employer branding and employee experience do well in attracting candidates who already have a positive 
perception of the organisation. 

In the next section, our Paper discusses the key factors that in�uence employee engagement and loyalty. Let us 
dive deeper into the areas our employers are performing well in, as well as priority areas for our employers to 
address in driving engagement and loyalty.

eNPS® & eLSP™ by Length of Service

Less than 1 year

21.6% 37.6% 40.8%

-19.2

Length of Service eNPS®

18.3% 52.9% 28.8%

1 to less than 3 years -10.5

19.8% 54.7% 25.5%

3 to less than 5 years -5.8

23.4% 55.1% 21.5%

5 to less than 10 years 1.9

31.1% 46.6% 22.3%

10 to less than 20 years 8.8

36.6% 42.7% 20.7%

20 years or more 15.9

Less than 1 year

20.2% 39.9% 39.9%

-19.7

Length of Service eLSP™

19.2% 52.0% 28.8%

1 to less than 3 years -9.6

20.0% 56.4% 23.6%

3 to less than 5 years -3.6

24.8% 56.4% 18.8%

5 to less than 10 years 6.1

36.0% 45.7% 18.3%

10 to less than 20 years 17.7

37.8% 42.7% 19.5%

20 years or more 18.3

eNPS® by Length of Service

eLSP™ by Length of Service



“ Clients do not come �rst.
Employees come �rst.

If you take care of your employees,
they will take care of the clients.

R i c h a r d  B r a n s o n ,
C E O  &  F o u n d e r  o f  V i r g i n  G r o u p  

”



”
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The bene�ts of having engaged employees are: lower attrition rates, better talent retention, enhanced productivity, 
and ultimately revenue growth. When employees are more engaged, it is more likely that they would identify with 
organisational outcomes and proactively go the extra mile at their job. Organisations are also more likely to reap the 
rewards of capability building efforts, when employees stay long enough to acquire adequate skills and knowledge 
to make valuable contributions to the organisation.

The following are key factors that positively impact employee engagement and positive word of-mouth (similar for 
respondents from SMEs and Non-SMEs) and in which respondents were more satis�ed with in this year’s study:

In last year’s Paper, “Staff are con�dent of Leaders' ability to lead the organisation to success” and “Staff are clear 
of their roles and goals to support organisational success” were also highlighted as areas in which respondents 
were more satis�ed with. Another �nding worth highlighting is that although “I feel inspired by my Leaders” was 
highlighted as a priority area for improvement in last year’s Paper, respondents seem to be more agreeable in 2018 
that their Leaders inspire them. The results indicate a promising outlook for organisational growth in the Singapore 
workforce, as the �ndings suggest that employees are con�dent of their Leaders’ ability, perceive that their Leaders 
are inspiring and are clear of their job roles to deliver success. We look forward to seeing if these areas will be 
highlighted as areas done well again in the next Paper.

Areas Done Well: What drives engagement within the workforce

Key Drivers of Employee Engagement:
What matters to our people?

Note: All questions on engagement attributes used a 6-point rating scale from strongly disagree to strongly agree.
Values above re�ect the proportion of respondents who select ‘Agree’ and ‘Strongly Agree’ in the respective statements.

**also identi�ed as areas in which respondents were more satis�ed with in 2017

69.0% 74.1% 73.3%

Sta� are con�dent of Leaders' ability 
to lead the organisation to success *

Sta� are clear of their roles and goals 
to support organisational success *

I feel inspired
by my Leaders

Areas Done Well: Higher Performing Key Drivers

Clarity of individual job
roles to deliver success

Leadership
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Having leaders who set clear strategic 
direction for the organisation is important as it 
impacts employees’ engagement levels. Even 
if organisations’ leaders are able to set clear 
strategic direction, it may be challenging to 
ensure that the entire organisation is 
strategically aligned1. Therefore, being able to 
effectively communicate the organisation’s 
strategic directions and plans is also critical.

In 2017, we found no signi�cant difference in 
the perception of employees in SMEs or 
non-SMEs in terms of whether their Leaders
set clear strategic direction to address 
changing business needs. Interestingly, in 
2018, the results revealed that more 
respondents working in non-SMEs were 
agreeable that their Leaders set clear 
strategic direction. This could be due to a 
higher possibility of clearer processes and 
communication platforms in larger 
organisations.

With the rapid progression of the workforce, both employees’ and employers’ needs have changed and become 
more diverse. With changes in needs and expectations, it becomes all the more important for us to look into 
enhancing our talent attraction and retention efforts.

In the previous section, we discussed about the areas in which respondents were more satis�ed with. While it is 
commendable, it is also crucial for us to focus on areas for improvement for us to ensure our employees continue to 
feel engaged and happy. In this section, we delve deeper into the following areas, which have been identi�ed as 
lower performing factors that affect our employees’ engagement level and loyalty:

Priority Areas for Action: What can we do more of?

LEADERS
SETTING CLEAR AND 

STRATEGIC DIRECTION

FAIR & PROGRESSIVE 
HUMAN RESOURCE 

PRACTICES

RECOGNISING & 
REWARDING STAFF
FOR EXCELLENCE

Leaders Setting Clear and Strategic Direction

My Leaders set clear strategic direction
to address changing business needs.

SMEsOverall Non-SMEs

Note: Values above re�ect the mean score on a scale of 1 - 6.

4.72
4.49
4.59

Similar to 2017’s results, it was found that respondents in supervisory roles (i.e. senior and middle management) 
were also more agreeable that their Leaders set clear strategic direction. While it could be unintentional, it is 
possible that in many organisations, employees in higher job levels tend to be more engaged and involved in 
decision-making and discussions on the organisation’s strategic direction and plans, compared to those in
lower job levels.
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Further analysis also revealed that longer-serving employees were more satis�ed with their Leaders in this aspect of 
setting clear strategic direction, as compared to employees who have been with the organisation for less than a 
year. Employees who have only been with the organisation for less than a year are considered new and still adapting 
to the new work environment. As such, it could be that they are not as clear or aware about the organisation’s 
strategic plans, as compared to longer-serving employees. 

It is important for organisations to ensure that there is effective communication of the organisation’s strategic 
direction, partcularly in times of ambiguity and strategic uncertainty. Effective communication means that the 
communication must be done in a purposeful and clear manner such that all employees in the organisation, 
regardless of job level or length of service, are clear and aware. For a start, perhaps more emphasis could be placed 
on engaging new employees and those that are in lower job levels. The following platforms could be considered and 
as important is to continuously assess the effectiveness of these platforms for different staff segments.

Continuous Engagement and Communications is Key

As presented earlier, the engagement level of staff at Support/Operations level is lower. It is important to ensure that 
all staff feel that they are being heard and that their needs are considered.

Onboarding for
new employees

Skip-level
meetings for
employees in

lower job levels

Townhall sessions

Small group
engagements

e.g. lunch time sharing,
department level

gatherings, tea sessions

Department
communication

champions trained
to facilitate and
gather feedback

Online feedback
channels, virtual

forums

Regular
pulse checks
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Similar to 2017, organisations’ adoption of fair and progressive Human Resource practices was also identi�ed as a 
key driver of employee engagement in 2018. By adopting fair and progressive Human Resource practices, 
organisations will be able to attract, develop and retain talent in this increasingly competitive, manpower-lean and 
diverse workforce2.

Let us take a closer look at this year’s results to �nd out if 2018’s results are similar to 2017.

When further analysis was conducted, both similarities and differences were observed between 2018 and 2017’s 
results. The tables below summarise the key similarities and differences:

It is encouraging to note that the respondents in SMEs do observe that their employers do adopt fair and 
progressive employment practices. This could be due to more efforts by the government agencies to create 
awareness and support local SMEs in their efforts, through various initiatives and grants, to adopt more progressive 
human capital practices. We have also noted that in the last �ve years our human capital consultancy practice has 
also experienced growth from the SME sector with greater interest for SMEs in the following areas:

•  Established a market competitive compensation & bene�ts framework to better enable SMEs to attract the hire 
    the right talent
•  Formalised the performance management system to create clarity and transparency of what are expectations so 
    as to better link performance to rewards & recognition
•  Developed customised Core Competency Framework to drive the desired culture to support the achievement of 
    organisational strategies and goals
•  Developed customised Functional Competency Framework aligned to the organisation’s career development 
    pathways and to ensure that staff are developed appropriately.
•  Formalised work-life policies including �exible work arrangements

Fair and Progressive Human Resource Practices 

2017 2018

No significant difference in 
perception between employees 
working in SMEs or non-SMEs

More than half of respondents
were agreeable57.5%

Respondents in Support / 
Operational roles were
less agreeable

50.0%

More than half of respondents
were agreeable60.4%

Respondents in Support / Operational 
roles were less agreeable44.6%

Respondents in non-SMEs were 
more agreeable65.3%

My organisation adopts fair and progressive employment practices.
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Although there seems to be more formalisation of HR systems and policies in SMEs, we have not observed much 
attention to clearly de�ning the employee experience and the ‘way we work’ or in the area of articulating and 
communicating the company’s employee Value Proposition or Employer Branding.

In a recent study commissioned by TAFEP
and conducted by aAdvantage, it was found that 
Flexible Work Arrangements (FWA) was a key 
consideration in helping staff manage work and 
family / personal responsibilities more effectively 
as well as attract them to join a company. 

Data from MOM’s Condition of Employment 
2018, show more �rms are recognising the 
importance and bene�ts of FWAs. 84.5% offer
at least 1 ad hoc FWA and 53.1% offer at least 
one formal FWA. The proportion of 
establishments offering at least 2 formalised 
Flexible Work Arrangements (FWAs) increased 
from 16.8% to 22.7%. This increase was 
observed across all sectors. The two most 
common FWAs implemented are part-time work 
(38.5%) and Flexi-time (29.3%) such as 
Staggered Work Hours.

Although it is encouraging to observe greater 
adoption of FWAs the the adoption rate is still not 
high (less than 25% of companies formalise at 
lease 2 FWAs). Our own observation is that there 
is limited attention to formalising FWAs in SMEs. 
In general, other work-life programmed related to 
health and wellness and team bonding tend to be 
more common and adopted by companies, and 
also in SMEs. 

From our survey results, it was observed that 1 in 
4 staff do not experience work life harmony in 
their organisations; less so in SMEs.

It is commendable that more organisations are making conscious efforts to review their HR practices in ensuring 
employees’ diverse needs are met and that fair and progressive practices are implemented. 

In the study commissioned by TAFEP on the bene�ts of work-like, it was observed that pro work-life
companies achieved:

i) higher employee engagement
ii) a more positive culture
iii) lower resignation rate

It is also recognised that in these companies the achievement of these outcomes is not solely due to the presence 
of work-life progammes but that work-life strategy is certainly a key component of the organisations’ overall people 
strategy supported by a supportive and performance-driven culture anchored on trust and communications.

SMES need to consider its overall human capital strategy and what is must do to differentiate itself as an employer 
to attract and retain the right talent to achieve its organisational goals.

Need to Articulate Overall Human Capital Strategy, Adopt Fair & Progressive Human 
Capital Practices to Achieve Business Results

Sta� are able to achieve work-life
harmony in my organisation

Strongly DisagreeDisagreeSlightly Disagree

Slightly AgreeAgreeStrongly Agree

100.0%

80.0%

60.0%

40.0%

20.0%

0.0%

Overall

8.2%

15.7%

12.7%

32.0%

24.7%

6.7%

SME

10.2%

17.6%

12.1%

28.9%

24.6%

6.6%

Non-SME

6.2%

13.9%

13.3%

35.1%

24.7%

6.8%

iv) lower healthcare cost per employee
v) lower absenteeism
vi) lower un�lled positions



16 Copyright © aAdvantage Consulting 2019. All Intellectual Property Reserved.

The practice of both rewarding and recognising staff for their efforts within the organisation can have intrinsic 
bene�ts for talent motivation and retention.

Our study also found that rewarding and recognising staff for excellence was a key driver of employee engagement. 
Comparing the results between respondents in SMEs and non-SMEs, we found that employees working in 
non-SMEs were more agreeable that their organisations reward and recognise staff for excellence. When we further 
analysed the results, it was revealed that respondents in supervisory positions, especially senior management, were 
also more agreeable that their organisations reward and recognise staff for excellence. 

Furthermore, an article by the Society for Human 
Resource Management (SHRM)5 mentioned that 
successfully implementing rewards and recognition 
policies may be a challenge for HR teams in SMEs
due to budget constraints and prioritising efforts to 
resolve operational issues. Hence, it is not surprising 
that respondents in SMEs would be less agreeable
that their organisations reward and recognise staff
for excellence.

aAdvantage conducts a study of Singapre residents on 
the current workplace culture experience as well as the 
desired workplace culture every three years since 
2012. Consistently since 2012, ‘Employee Recognition’ 
as been selected in the top 2 most desired values / 
behaviours. It is noted that ‘Employee Recognition’ 
was not selected in the current culture suggesting that 
it is not experienced by employees.

When employees feel valued in their organisation, the 
likelihood of them remaining loyal to the organisation is 
higher. This loyalty is said to remain consistent even 
during times of economic uncertainty5.

In our work, we have found that reward and 
recognition are interpreted differently by staff 
depending on staff motivations. However what is
clear and consistent is fairness is important in the 
accord of rewards and recognition. Dissatisfaction
in the performance management system is often a
cause in the perception that reward and recognition 
system is unfair and hence not experienced.
Another reason why reward and recognition is not 
experienced is the absence of a culture of 
appreciation. This is when is it perceived that 
supervisors and leaders in the organisation do not 
appreciate individuals’ contributions. 

Recognising and Rewarding Sta� for Excellence

Overall

SME

Non-SME

JOB ROLE

JOB LEVEL

3.66

3.56

3.77

3.96

3.36

4.52

4.10

3.96

3.15

Supervisory

Non-supervisory

Senior Management

Middle Management

Executive and Senior Executive

Support/Operational
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Top 10 Words
Selected in 2012

balance (home/work)

teamwork

employee recognition

employee ful�llment

continuous improvement

continuous learning

respect

staff engagement

coaching/mentoring

leadership development

Top 10 Words
Selected in 2018

employee recognition

balance (home/work)

teamwork

continuous improvement

continuous learning

employee engagement

coaching/mentoring

employee health

open communication

employee ful�llment

Top 10 Words
Selected in 2015

balance (home/work)

employee recognition

teamwork

caring

coaching/mentoring

employee engagement

cooperation

fairness

ef�ciency

respect

Note: Words in orange above appeared in 2012, 2015 and 2018.

Desired Workplace Culture- aAdvantage Consulting National Values Assessment 2012, 2015, 2018

Key Findings

Still important -
Balance (home/work), employee 
recognition & teamwork

Greater desire for continuous 
improvement, continuous 
learning

New areas -
Employee health,
open communication,
employee ful�llment

Organisations need to ensure that communication of its strategies and goals are effectively communicated to staff 
at all levels to ensure alignment. This is to ensure clarity and transparency of its performance management system 
so that individuals are clear of what is expected of them. Regular performance feedback is critical to ensure staff are 
on track and timely feedback provided to ensure no surprises when rewards and recognition are accorded. 

Beyond distribution of bonuses and monetary incentives, organisations should consider other forms of recognition 
e.g. recognition for demonstrating excellence in customer service, innovation, acts of kindness or support to 
colleagues, community etc.

A Robust Performance Management System is Critical to Ensure Fairness in the 
Accord of Reward and Recognition
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What’s Next?

Digital disruption is changing the world in which we live and 
work. Nonetheless, the rise of emerging technologies 
provides businesses an opportunity to transform the way they 
provide value to customers through digital transformation. 
Technology is an enabler of digital transformation, but 
success in digital transformation entails much more. It 
involves relooking at the organisation’s structure and 
processes, as well as how employees support the 
organisation to achieve success.

On top of that, organisations are facing skills shortage, 
increasing manpower constraints and an ageing workforce.
In the face of these challenges, people are the bedrock of the 
organisation’s success and digital transformation journey. 
Employee engagement is thus more necessary in this age, 
now than ever.

Our paper delved into some key issues SMEs and non-SMEs 
may experience today, and what organisations can do to 
improve employee engagement. These include:

1) Leaders setting clear and strategic direction
2) Adopting fair and progressive human resource practices
3) Recognising and rewarding staff for excellence

As organisations face challenges in disruptive technologies 
ahead, it is crucial not to neglect the human element of digital 
transformation – employee engagement. 

- Doug Conant, 
Former CEO of 

Campbell’s Soup

To win in the 
marketplace you 
must first win in
the workplace.
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Every 3 years since 2012, aAdvantage conduct a
National Values Assessment. Our �ndings were 
compared to similar global studies. The study also 
explored the type of workplace culture desired by 
employees. Results for 2012, 2015 and 2018 are 
available for download at the link below.

Since 2011, aAdvantage has conducted its annual
workforce engagement survey. Each year, more than 
1,500 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. 

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.

Resources from these studies are available for download at:
http://www.aadvantage-consulting.sg/Resources-&-Tools

Other Research and Insights Studies by 
aAdvantage Consulting

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

Periodically, aAdvantage conducts its Net Promoter 
Score® (NPS®) benchmarking study on selected 
industries. In 2018, we published our NPS® study on 
selected public sector agencies.

A Singapore 
Workforce
Engagement Study 

Singapore National 
Values Assessment
2018

Net Promoter Score® 

2018

ACCOUNTING
Industry Level Employee 
Engagement Study
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The Enterprise Development Grant (EDG) helps Singapore companies grow and transform. This grant supports 
projects that help you upgrade your business, innovate or venture overseas, under three pillars - 1. Core Capabilities, 
2. Innovation and Productivity, 3. Market Access.

aAdvantage can assist in building its core capabilities. Projects under Core Capabilities help businesses prepare for 
growth and transformation by strengthening their business foundations. These should go beyond basic functions such 
as sales and accounting. Areas include:

aAdvantage Consulting has experience in working with organisations in these areas:

Project may address any of these areas:

• Compensation & Bene�ts
• Employee Engagement & 
   Communication
• Employee Value Proposition
• HR Management
• International Mobility
• Job Redesign
• Learning & Development
• Manpower Planning
• Organisation Culture
• Performance Management
• Recruitment & Selection
• Talent Management & Succession 
   Planning

Leveraging the
Enterprise Development Grant (EDG)

 To improve your company’s
service delivery by gaining a

deeper understanding of
customers’ needs and 

decision-making
processes.

To strengthen your 
company’s Human
Resource (HR) capabilities,
so as to support business
growth strategies.

BUSIN
ESS STRATEGY D

EVELOPMENT

STRATEGIC BRAND AND
MARKETING DEVELOPMENT
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HUMAN CAPITAL DEVELOPMENT
To spur the growth of

your company through
interventions in

business strategies.

To help your
company better capture target 

audiences and markets by
differentiating your brand,

and your products and services.

To optimise your
company’s �nancial
performance in order to
support corporate strategy
and growth and/or equip
your management team
with the right
competencies so
they can be good
stewards of
your company’s 
assets and 
resources.

Project may address any of these areas:

• Business Excellence *
• Corporate growth strategy
• Free Trade Agreement (FTA)
• Intellectual Property (IP) strategy

* aAdvantage Consulting is able to assist in 
this area.

BUSINESS STRATEGY
DEVELOPMENT

Project may address any of these areas:

• Diagnosis and gap analysis of 
   customer needs to improve 
   service levels and drive 
   customer-centric behaviour
• Service innovation, adoption 
   of advanced customer research, 
   analytics and service process 
   redesign to enhance
   customer experience

SERVICE
EXCELLENCE

HUMAN CAPITAL
DEVELOPMENT



22 Copyright © aAdvantage Consulting 2019. All Intellectual Property Reserved.

aAdvantage’s Human Resource 
Transformation Solutions
aAdvantage’s mission is to partner our clients to achieve impactful implementation & seamless transformation for 
sustainable growth. To achieve the desired transformation regardless of the context (i.e. business, human capital or 
service), we believe that attention to culture is critical to deliver sustainable change and transformation across all staff 
levels. Our consultants possess domain expertise to execute the desired vision to achieve the results.

Over the years, we are increasingly working with Leaders of local enterprises who recognise the importance the 
human capital and consciously building a culture to execute strategy. We believe that an organisation’s Human
Capital Strategy must support the Business Strategy. Our overall end-to-end approach to Human Capital 
Transformation begins with the end in mind to develop structured systems to attract, develop and retain the right 
talent for the organisation.

MODULE 1
KEY OBJECTIVES

a) Project Organisa�on
b) Gap Analysis of 
     Employee Engagement & 
     Desired Culture
c) Conduct Staff Interview 
     to Validate Findings

Organise & Understand the 
Desired Culture

MODULE 2
KEY OBJECTIVES

a) Alignment on Vision, 
    Mission, Success 
    Outcomes  and Desired 
    Culture
b) Develop HR Strategy & 
     HR Performance 
     Measures
c) Formulate Employee 
    Value Proposi�on and 
    Employee Experience

Define HR Strategy & 
Desired Culture

MODULE 3
KEY OBJECTIVES

a) Develop Core
     Competencies 
     Framework
b) Develop Func�onal 
     Competencies 
     Framework

Set Founda�on for HR 
Transforma�on

MODULE 4
KEY OBJECTIVES

a) Recruitment & Selec�on 
     System
b) Compensa�on & Benefits
c) Performance & 
    Management
d) Career Management
e) Learning & Development
f) Staff Handbook
g) Interna�onalisa�on 
    Policies

Design Core HR Systems
& Processes

MODULE 5
KEY OBJECTIVES

a) Launch Enhanced Policies 
    & Processes
b) Design & Conduct
     Values Programme
c) Personal Mastery 
    Programmes
d) Leadership Transi�on 
     Programmes
e) Leverage the Power of 
     Teams Programme
f) Measure Impact of 
    Change

Facilitate Sustainable 
Transforma�on
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aAdvantage Consulting is a business consultancy �rm that partners organisations in leading their business and 
organisational transformation from “Vision to Results”. Established in 2002, we are now in our 17th 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 �ndings, 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

About aAdvantage Consulting
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