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Over the past two years, the COVID-19 pandemic has 
disrupted businesses, economies, and fundamentally 
changed the way we live and work. Across various sectors, 
organisations have seen an accelerated push towards digital 
transformation and technological adoption; many of these 
trends has inevitably impacted the employee experience and 
expectations. As we emerge from the pandemic, it is 
imperative that we understand the long-lasting impact of 
these trends and respond appropriately to keep our 
workforce motivated.

New working models, such as the hybrid model of working 
from home and in of�ce, have been widely adopted by many 
companies post-pandemic. As many of these trends are here 
to stay, organisations will �nd value in relooking at their existing 
employee engagement approach to foster collaboration and 
improve workplace participation. To improve and sustain 
employee engagement levels, organisations ought to monitor 
key success factors regularly and identify the remaining gaps 
of existing employee engagement efforts.

In our 2022 Singapore Workforce Engagement Study, we 
explored the following topics:
• How has the recovery from the COVID-19 crisis impacted 

employee engagement?
• What drives employee engagement in the post-COVID era?
• What are key priority areas to focus on to improve the 

employee experience in 2022?

Key �ndings from our 2022 Singapore Workforce Engagement 
Study revealed an improvement in (i) Employee Engagement 
Index (EEI) – the level of involvement employees feel towards 
work and (ii) Employee Net Promoter Score (eNPS®) – the 
likelihood for employees to recommend their employer. In our 
white paper, we uncovered the key drivers impacting employee 
engagement, and outlined key recommendations to boost 
employee engagement levels.

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

Jacqueline Gwee
Director
aAdvantage Consulting Group Pte Ltd



C O N T E N T

Methodology

How Engaged is the Singapore 
Workforce?

What Drives Employee Engagement?

Key Priority Areas for Action

Supporting Work-Life Harmony in a 
Post-COVID Era

Reward & Recognise Employee 
Achievements

Care for Employee Health and 
Well-being

Concluding Remarks

About aAdvantage Consulting

Notes and References

Other Research and Insights Studies 
by aAdvantage Consulting

aAdvantage’s Human Resource 
Transformation Solutions

4

5

7

8

9

13

14

16

16

17

18

19



eNPS®
EMPLOYEE NET 
PROMOTER 
SCORE®

PROMOTERS

Advocates of the 
organisation who will 
recommend qualified 
individuals to join the 
organisation.

Ratings of “9” and “10”

EEI
EMPLOYEE 
ENGAGEMENT 
INDEX
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aAdvantage Consulting tracks two indicators of Employee Engagement and Loyalty in its annual Singapore Workforce 
Engagement Study:

Methodology

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

Employee Engagement Index (EEI)

These outcomes form our Employee Engagement Index.

Feels proud and happy
working for his / her organisation

Experiences a sense of
accomplishment in the course of work

Would recommend the
organisation as a good place to work

Employee Net Promoter Score® (eNPS®)
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?”

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

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

DETRACTORS

Dissatisfied and unhappy 
employees who will speak 
negatively of the 
organisation to others.

Ratings of “0” to “6”

PASSIVES

Satisfied employees who 
make few referrals to others. 
High propensity to move over 
to a competitor’s 
organisation if being wooed. 

Ratings of “7” and “8”
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aAdvantage Singapore Workforce Study 2022 was 
conducted from September 2021 to July 2022, where 
1,796 responses were collected from employees 
across various industries and demographic groups.

In recent years, there has been a general upward trend 
in employee engagement back to pre-COVID levels, 
rising from 76.0 in 2019 to 77.7 in 2021.

Industries with above-average employee engagement 
levels include Financial and Insurance Services
(85.5), Health and Social Services (84.4), and 
Information & Communications (82.6). Conversely, 
industries with below-average engagement levels 
include Administrative & Support Services (67.1) and 
Accommodation & Food Services (69.0).

Similarly, an uptrend is observed for eNPS®, which 
achieved a score of +0.9 in 2021, as compared to 
-13.5 the previous year. Notably, this is the �rst time 
eNPS® has achieved a positive value since 
aAdvantage’s �rst study in 2011, with the highest 
percentage of Promoters at 28.1% of respondents.

We also see a decreasing trend of Detractors in
2019 at 39.2% to 27.1% in 2021. These positive 
trends in engagement point towards the workforce’s 
adaptation and eventual adjustment to the disruption 
caused by COVID-19.

How engaged is the
Singapore Workforce? 

eNPS® Across Years
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Consistent with results from previous years, employees
in non-SMEs were found to be signi�cantly more engaged 
(79.9) than their counterparts in SMEs (74.7). Similarly, 
eNPS® scores in SMEs (-9.0) continue to trail behind 
non-SMEs (+7.8) in 2021. SMEs were also found to have a 
signi�cantly higher proportion of Detractors and signi�cantly 
lower proportion of Promoters compared to non-SMEs.

While EEI and eNPS® scores have improved from 2020, it is 
interesting to note that SMEs are seeing greater 
improvements in eNPS® (+16.3) than non-SMEs (+13.3).
It appears that SME employers have focused on 
strengthening their human capital development and 
employee engagement strategies in a bid to retain their top 
talent. Moving forward, SMEs ought to continue investing in 
employee engagement initiatives and make it a strategic 
priority even as the organisation evolves.

How engaged are employees in SMEs and Non-SMEs?

My organisation adopts fair and progressive 
Human Resource practices to meet the needs 
of the diverse workforce.

SME: 58.2%

Non-SME: 71.8%

2021

SME: 52.9%

Non-SME: 68.4%

2020

EEI by Year
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Workforce engagement levels directly impact organisational 
performances. In today’s �ercely competitive industry, 
employee engagement has become a crucial factor in 
business success. An engaged workforce can signi�cantly 
outperform their competitors by 22% in pro�tability and 
21% in productivity.1 High levels of engagement enhance 
organisational performance and stakeholder value while 
encouraging talent retention, fostering customer loyalty, and 
improving customer satisfaction.

To better understand the factors that have the greatest 
impact on workforce engagement, we measured various 
key drivers of employee engagement, such as con�dence 
in leadership, teamwork, open communication, effective 
work processes, and opportunities for professional growth 
and development. 

Results highlight that organisations across all key 
industries continue to perform comparatively well on the 
following areas that are critical for employee engagement.

Over 65% of surveyed respondents agreed that their 
organisation established role clarity, institutionalised fair 
and progressive HR practices, had effective managers, 
and demonstrated a positive work culture and open 
communication.

In comparison to the previous year, SMEs observed a 
slight dip in agreement rating for most key drivers, except 
for fair and progressive HR practices which saw an 
increase from 52.9% to 58.2%.

Non-SMEs fared slightly better and observed 
improvements from previous year for three key drivers:
fair and progressive HR practices (from 68.4% to 71.8%), 
effective managers (72.4% to 72.6%), and open 
communication (from 61.3% to 66.7%).

SME: 62.4%

Non-SME: 74.0%

2021
SME: 67.5%

Non-SME: 76.1%

2020

Staff are clear of their roles and goals to support 
organisational success.

SME: 58.2%

Non-SME: 71.8%

2021
SME: 52.9%

Non-SME: 68.4%

2020

My organisation adopts fair and progressive Human 
Resource practices to meet the needs of the diverse 
workforce.

SME: 60.3%

Non-SME: 72.6%

2021
SME: 61.7%

Non-SME: 72.4%

2020

Immediate supervisors constantly motivate and guide 
staff at work.

SME: 64.3%

Non-SME: 72.8%

2021
SME: 66.1%

Non-SME: 74.1%

2020

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

SME: 64.7%

Non-SME: 66.7%

2021
SME: 65.2%

Non-SME: 61.3%

2020

There is open communication across all levels of
my organisation.

Top Five Drivers of Employee Engagement to Continue to
Do Well in

What Drives Employee Engagement?
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Key Priority Areas for Action
From our results, we highlighted three priority areas to 
boost employee engagement. These are areas which were 
identi�ed to be critical and correlated to employee 
engagement, but unfortunately, less than half of the 

employees felt that their current organisation was doing 
well for these key drivers: work-life harmony, rewards and 
recognition, and employee mental health and well-being.

Top Three Priority Areas

REWARD & RECOGNITION

40.4%

My organisation rewards and recognises staff 
for excellence.

EMPLOYEE MENTAL HEALTH & WELL-BEING

44.0%

My organisation cares for employees’ mental 
health and well-being.

WORK-LIFE HARMONY

34.2%

Staff are able to achieve work-life harmony in 
my organisation.
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SUPPORTING WORK-LIFE 
HARMONY IN A POST-COVID ERA

The COVID-19 pandemic has pushed us to rethink about 
our priorities and shifted our perspectives towards our work. 
With employees yearning for greater work-life balance and 
�exible workplace arrangements2,3(p10), businesses are now 
rethinking of ways to meet these growing priorities. 

The bene�ts of work-life balance are observed in many 
organisations and includes: increases engagement, boosts 
productivity, and reduces stress, which can lead to greater 
organisational outcomes such as reduced absenteeism 
and turnover4. Our �ndings revealed that only 34.2% of 
respondents believed that they could achieve work-life 
balance in their organisations. Notably, we are seeing a 
sharp decrease in work-life harmony over the last few 
years.  Prior to 2018, over half of the respondents agreed 
or strongly agreed that work-life harmony was attainable.  
The proportion of these respondents has decreased to 
about one-third in recent years.

Percentage of respondents who ‘Agreed’ or ‘Strongly Agreed’ 
that they are able to achieve work-life harmony

2013 2014 2015 2016 2017 2018 2019 20212020

Year

A
ve

ra
ge

 o
f E

EI
 1

00
 P

oi
nt

 In
de

x

0%

40%

20%

60%

80%

100%

53.3%
61.5%

56.8%
51.7%

55.9%

31.4%
25.4%

34.4%
34.2%

We identi�ed two potential areas organisations can work 
on to support greater work-life harmony. Namely, through 
the implementation of the �exible work arrangement and 
hybrid work. However, to mitigate burnout as a result
of an “always on” work culture, there will be a need for 

greater consciousness and deliberate articulation of what 
are acceptable and not acceptable work norms. Else, 
implementation of hybrid work can result in reduced 
work-life harmony and opposite to its intended objectives.



aAdvantage was commissioned by IHRP to 
develop a Hybrid Work Playbook to provide 
resources that employers can consider when 
implementing hybrid work.
Employers can access the information here.
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In Singapore, the proportion of �rms which offered at least 
one formal �exible work arrangement rose from 53% 
pre-COVID-19 to 78% in 2020.5 This included remote 
working and staggered working hours, and part-time work 
arrangements. The hybrid work model is a �exible 
approach that allows employees to split their time between 
working from home and in the of�ce. There are various 
types of hybrid work models that differs in the extent of 
�exibility afforded to employees:

With the ease in workplace safe management measures, 
the majority (57.7%) of the respondents are required to 
return to the workplace on all days. Around four in 10 
(38.9%) have retained a hybrid working arrangement – 
24.8% works remotely depending on agreement with their 
supervisor or team and 14.1% goes back to the of�ce for 
up to 3 days a week. A small minority (3.4%) is able to work 
completely remotely from home. The results indicate that 
the majority of companies have not implemented hybrid 
work. Although more organisations are introducing 
permanent �exible working arrangements6, there is still a 
need for those who are open to implementing it, as policies 
may not be formalised yet.

Interviews with employers in the course of our work 
indicate that the main concerns in implementing hybrid 
work are that it will negatively impact teamwork and 
employee engagement, and that performance will be

negatively impacted. In our study, 68.2% of respondents 
reported that there was little or no impact to their 
collaboration and connection with co-workers because of 
remote working. Additionally, 62.9% felt less stressed or 
perceived no changes in stress levels when working 
remotely, compared to working in of�ce. This perception 
gap between what is experienced by employees and what 
is perceived by employers may pose a barrier in 
implementing hybrid work more extensively.

The advancement in digital technologies have also enabled 
employees to adapt quickly to a new paradigm of work and 
allowed them to remain productive when working remotely. 
We believe that employers can do more to establish the 
desired behaviours or “rules of engagement” as well as 
formalise the dos and don’ts as part of the implementation 
process and crafting their policies on Hybrid Work 
arrangements to mitigate any challenges and 
misconceptions of hybrid work.

HYBRID WORK MODEL

Employees have the
autonomy to choose
which day(s) they
come into the office.

The organisation
assigns which days
employees must work
on-site and which
days are remote.

HYBRID
MANAGER-
SCHEDULING

HYBRID
MIX

HYBRID
AT-WILL

HYBRID
SPLIT-WEEK

Managers can select
which day(s) their
team has to come
into the office.

A combination of the
three types above.

My company has established policies or 
guidelines (e.g. clear application process, how 
many days a week) that enables me to work 
from home or off-site.

How many days are you required to go back to 
the office in a week?

24.9% 52.8% 11.4%

5.7% 4.8% 0.4%

Strongly Agree

Slighty Disagree

Agree

Disagree

Slightly Agree

Strongly Disagree

Note: All questions on engagement attributes used a 6-point rating scale 
from strongly disagree to strongly agree.

57.7% 24.8%

7.4% 6.7% 3.4%

Must work on-site/office

1-2 Days

Flexible agreement with supervisor

Only work from homeUp to 3 days per week

https://myhr.sg/guest/contentdetails?id=050e8ad2-31ad-4480-a272-7fb92e66ef80
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Staff are able to achieve work-life harmony in 
my organisation.

34.2%

I am less stressed or there is no change in 
my stress levels, when working remotely 
compared to working in the office.

a.

62.9%

The level of collaboration and connection 
with my colleagues is not affected or little 
affected as a result of working from home 
or off-site.

b.

68.2%

SURESH KUMAR

WALMART CTO

As we’ve moved to virtual work, 
we haven’t just coped, we’ve 
actually thrived. We are more 

focused on the things that have the 
greatest impact for our customers, 

associates and the business.

In a quick poll by aAdvantage recently, the key challenge 
cited by HR practitioners in implementing hybrid work is 
the lack of support by top management. Certainly, more 
can be done to explore how these perceived challenges 
can be overcomed and business leaders need to assess 
the impact of not implementing hybrid work and whether 
they will lose out in the “war for talent”.

It is important to identify and establish organisational 
structures to ensure that hybrid work arrangements remain 
sustainable and bene�cial to both employees and the 
organisations in the long run. While speci�c appropriate 
policies and guidelines would defer across organisations 
and industries, companies should consider the following 
principles before formalising permanent �exible working 
arrangements7,8 : 

• Congruence of �exible working arrangements with
employees’ needs and preferences

• Clear communication of expectations across all levels
• Continual optimisation of technology and

communication platforms to support employee
collaboration and productivity

• Intentional opportunities for relationship and team
building between colleagues

• Con�dentiality and security towards sensitive data
• Healthy boundaries between work and home life
• Need to review processes (e.g. learning, performance

management, operational process to access data) to
support remote work
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Learning and development opportunities continue to 
in�uence employee engagement in organisations. However, 
it appears that employees are less satis�ed in the level of 
commitment by their employers in this area. More than four 
in 10 employees (42.3%) felt that their organisations were not 
committed towards training and developing staff. Moreover, 
nearly half (46.6%) disagreed that there are suf�cient 
opportunities for career growth in their organisation.

For sustainable Hybrid Work implementation to support 
Work-Life Harmony, employers need to review how we 
support employees in their Learning and Development. In 
an uncertain and fast-changing business environment, it is 
increasingly important to identify the longer-term needs of 
the organisation and that workforce skills remain relevant.

The mode of learning has transformed and during the last 
two years, classroom trainings were replaced by online 
learning through various communications technologies 
such as Zoom. We noted mixed reviews on its effectiveness 
but it certainly is a mode that will continue to be 
implemented although there are challenges.

Those who support online learning say that the target 
audience is critical and more suited for those who are 
self-directed learners.  Our results show that about 65% of 
respondents say that that online learning is effective and 
engaging. There is still a need to have forms of “live 
engagement” even when learning is delivered online.

72.4% and 64.7% of respondents agreed that both 
synchronous and asynchronous forms of online learning 
were effective and engaging, respectively.

REMOTE LEARNING AND DEVELOPMENT
TO SUPPORT HYBRID WORK

Live online learning (e.g. via Zoom, Teams, 
WebEx) is effective and engaging.

a.

72.4%

Online learning which allows me to access 
course materials at my own time and pace 
through various technology platforms 
(such as company Learning Management 
System, Udemy, LinkedIn Learning etc.) is 
effective and engaging.

b.

64.7%

Live online learning (e.g. viaZoom, Teams, 
WebEx) is effective and engaging.

Online learning which allows me to access 
course materials at my own time and pace 
through various technology platforms (such as 
company Learning Management System, Udemy, 
LinkedIn Learning etc.) is effective and engaging.

25.1% 47.4% 15.7%

6.1% 4.2% 1.5%

21.7% 43.0% 19.2% 9.6%

4.8% 1.7%

Strongly Agree

Slighty Disagree

Agree

Disagree

Slightly Agree

Strongly Disagree

Note: All questions on engagement attributes used a 6-point rating scale 
from strongly disagree to strongly agree.

To develop a successful  remote learning initiative, 
organisations should consider the following:

1.

2.

3.

Pick the right remote training software. The 
selection of Learning Management System (LMS) 
depends on the type of remote learning that 
companies want (i.e. synchronous remote learning, 
asynchronous remote learning or blended remote 
learning).  Depending on the mode of remote learning 
chosen, companies will need to pick the best LMS that 
can cater to their platform design needs.

Enhance the learning experience through 
engagement tools and by creating a social learning 
environment. The gami�cation  of remote learning is an 
effective way to motivate and engage employees. 
Employees can gain points, level up, earn badges or 
compete with one another on a leader board. To 
facilitate interaction and mutual exchange between 
employees while learning remotely, forums and 
channels could also be set up where employees can ask 
questions or share their experiences with one another.

Establish cultures and routines in remote learning. 
In order to show employees that organisations are 
invested and committed to their professional 
development, it is crucial to drive a learning culture 
within the organisation that encourages upskilling 
and reskilling.
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REWARD & RECOGNISE 
EMPLOYEE ACHIEVEMENTS

Providing rewards such as bonuses, increments, and 
�exible bene�ts is also essential to retain the top talent in 
today’s tightening labour market. However, our �ndings 
reveal that one in three employees (35.9%) disagreed or 
strongly disagreed that their organisation rewards and 
recognises staff for excellence.

While pay and compensation can contribute greatly to job 
satisfaction, employers should also not overlook or 
undervalue the importance of providing recognition. 
Recognition can take many forms; it can be as simple as a 
written thank-you note and verbal praise or more elaborate 
such as a trophy or award.

Increasingly, employees in Asia-paci�c, including those in 
Singapore, are looking towards receiving individual 
recognition.11 Rather than being rewarded for team 
performance, employees are more highly motivated when 
they are validated for their individual skills and contributions. 

To implement successful employee reward and recognition 
schemes, employers need to ensure that employee 
achievements are recognised and rewarded regularly, 
fairly, in a timely manner and based on transparent and 
speci�c metrics.12 The failure to do so reduces the 
intended impact of the reward and recognition on the 
employees. For instance, the failure to provide timely 
reward and recognition could cause employees to doubt 
the authenticity of the validation.13

Employee reward and recognition can be achieved through 
different approaches – top-down recognition, peer-to-peer 
recognition and informal employee recognition.12 While 
top-down recognition involves supervisors acknowledging 
employees through awards and bonuses, peer to peer 
recognition empowers co-workers to recognise each 
other’s excellent performance. This includes peer 
nominations or workplace encouragement activities. 
Informal employee recognition, on the other hand, can 
occur on a day-to-day basis through words, gifts, or acts 
of service e.g. meal treats, messages of encouragement 
and appreciation, birthday celebrations.

When employees go the extra mile and demonstrates 
exemplary performance, rewards and recognition can help 
to boost morale and make employees feel appreciated and 
valued. Cultivating a culture of reward and recognition 
improves employee engagement, productivity, job 
satisfaction, and reinforces desired positive behaviours in 
the workplace.

Strongly Agree

Slighty Disagree

Agree

Disagree

Slightly Agree

Strongly Disagree

Note: All questions on engagement attributes used a 6-point rating scale 
from strongly disagree to strongly agree.

My organisation rewards and recognises staff 
for excellence.

14.4% 26.0% 28.5% 9.6% 9.3% 12.2%

SIR RICHARD BRANSON

FOUNDER OF VIRGIN GROUP

I have always believed that the 
way you treat your employees 
is the way they will treat your 

customers, and that people 
�ourish when they are praised.
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CARE FOR EMPLOYEE HEALTH 
AND WELL-BEING

Cited as the top reason for Singaporeans’ deterioration in 
mental health16, prolonged burnout can also lead to 
detrimental consequences for companies in the form of 
higher turnover rates and lowered employee engagement.

Employee mental health and well-being is an area that 
organisations in Singapore are currently underperforming 
in. In our study, less than half (44.0%) of employees agreed 
or strongly agreed that their employers care for their mental 
health and well-being.

This is aligned with results from other studies which found 
that 54% of employees are reported to be “not really 
satis�ed” or “not satis�ed at all” with mental health 
initiatives their companies currently have and 46% of 
employees feel that HR managers do not understand 
mental health issues well.17 This is unsurprising as only 
47% of Singapore employers in 2021 included mental 
health bene�ts as part of employees health packages.18

As more companies implement hybrid work, employers 
could have neglected the need to show care for employee 
mental health and well-being. They may assume that 
working remotely has been bene�cial for employees and 
that employee stress levels have not increased. However,     

active mental health initiatives are important for employee 
engagement as employees need to feel that their employers 
care for their well-being. This would facilitate the building of 
trust and commitment levels within the organisation, 
enabling companies to achieve collaborative success.

Poor mental health and well-being in the workforce can be 
costly, amounting to $3.2 billion annually for stress-related 
illness expenses.14 COVID-19 has further exacerbated the 
struggles and challenges we face at the workplace. 
Feelings of burnout and emotional exhaustion are 
becoming increasingly common, with one nationwide 
survey indicating that 78% of employees feeling burnt out.15

Strongly Agree

Slighty Disagree

Agree

Disagree

Slightly Agree

Strongly Disagree

Note: All questions on engagement attributes used a 6-point rating scale 
from strongly disagree to strongly agree.

My organisation cares for employees’ mental 
health and well-being.

8.9% 35.1% 32.6% 11.0% 10.1%

2.3%

How can Employers Better Care 
for Employees Mental Health 
and Well-being?
Actions taken to support employee mental health and 
well-being should not be carried out in a sporadic, quick
�x approach. Rather, it is essential for organisations to
put in place systems, structures, and policies using a 
multi-pronged approach at the Primary, Secondary and 
Tertiary levels.19

Primary

Secondary

Tertiary
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Preventing the onset of work-related mental health issues 
can involve organisational-level interventions that modify 
unfavourable working conditions and reduce job stressors 
and risk factors contributing to psychological health 
problems. Organisations can begin by assessing and 
identifying psychosocial stressors employees encounter in 
the workplace before taking targeted steps to address 
these issues.

In Singapore, tools like iWorkHealth provides companies 
with a tool to identify key workplace stressors, extent of 
workplace stresses and the overall state of mental 

well-being of their employees.20 With such information, 
companies could rethink and redesign workload and work 
scheduling bearing employee psychological health in 
mind. Thereby, this eliminates the source of work stress or 
minimises employee exposure to it.

Other organisational-level initiatives can focus on building 
employee resilience towards stress and adversity. For 
instance, the provision of workplace stress management 
training can help employees regulate dif�cult emotions and 
cope better with personal and workplace stressors.

Secondary prevention focuses on the early detection of 
psychological health problems in the workplace. Managers 
are especially important, as they are well-positioned to 
promptly identify and address the onset of employee 
mental health problems amongst their subordinates before 
it deteriorates further. To facilitate this process, 
management training workshops from the Health 
Promotion Board can equip leaders and managers to 
recognise and identify early behavioural signs of mental 
distress and direct them to appropriate channels of 
support. This builds a supportive workplace environment 

that encourage help-seeking behaviours.

Social support systems in the workplace with clear 
escalation protocols to refer colleagues to professional 
help, as well as open workplace cultures which encourage 
conversations about mental well-being and destigmatise 
mental health challenges would provide a safe and trusting 
work environment which encourage employees to seek 
help early. Managers are also encouraged to schedule 
regular check-ins with employees and respond sensitively 
to employee sharing.

For employees who are currently facing mental health 
issues, organisations ought to provide adequate and 
sustained support to employees. This could include 
implementing workplace adjustments that will empower 
employees who are struggling to perform due to mental 
health conditions.21 Implementing Employee Assistance 
Programmes (EAP) which provide counselling and 
consultation for employees would also ensure that 
employees receive continued support and professional 
help in the workplace. Allowing medical claims for mental 
health-related expenses would also support employees 
who need counselling sessions, and further send a signal 
to employees about the importance of mental health
and well-being.

For employees who require time off work to fully recover, 
support should be provided while they are off work and 
when they return to the workplace. This could involve the 
implementations of return-to-work policies and procedures 
for supervisors to follow, discussions of a Wellness
Action Plan and possible reallocation of job scopes for 
returning employees.

Organisations ought to prioritise mental health and 
well-being as a key focus if we want to see an 
improvement in Singapore’s mental health and well-being 
at the workplace.

PRIMARY PREVENTION

SECONDARY PREVENTION

TERTIARY PREVENTION
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Concluding Remarks
The road to recovery from the COVID-19 pandemic is a 
long and tumultuous one. While it is heartening to see 
improvements in employee engagement levels and eNPS® 
scores over the last two years, organisations must 
continue investing in employee engagement initiatives and 
make it a strategic priority. 

The three key priorities – better work-life harmony, rewards 
and recognition, and caring for employee mental health 
and well-being – are pertinent areas that organisations 
should focus on and address to boost employee 
engagement levels.

Recently, an increasing awareness towards mental health 
has also prompted companies to take additional steps in 
promoting overall well-being for employees. Care felt by 
employees for their mental health and well-being have also 
shown to correlate with EEI levels.

Social cohesiveness, feeling supported by superiors, open 
communication, having a similar goal and vision, and trust 
can all have an impact on engagement and productivity. 
Employees desire a sense of respect and worth in their 
work, as well as the assurance that their opinions are taken 
into consideration. Employees with high levels of 
engagement are more devoted to their employers and 
therefore more productive.

People are the heart of every business; they are the most 
valuable asset of an organisation. Employers have an 
essential role of building workplaces where both business 
and employee can �ourish. We hope this paper brings 
insights and practical steps for workplace leaders to take 
charge and make changes starting today.

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 20th 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
t +65 6853 2658 ext 101   |   f +65 6468 3686
jacqueline.gwee@aadvantage-consulting.com

About aAdvantage Consulting
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Resources from these studies are available for download at:
https://www.aadvantage-consulting.sg/publications

Other Research and Insights Studies 
by aAdvantage Consulting

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

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. 

A Singapore 
Workforce
Engagement Study 

This guidebook follows a recent survey on Workplace 
Culture co-sponsored by IHRP and aAdvantage conducted 
in early 2021. aAdvantage is pleased to share our Point of 
View on Leading and Managing Culture Development:
The “Why, What and How” of Culture.

Workplace Culture 
Guidebook 2021

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.

Singapore National 
Values Assessment
2018

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.

Net Promoter Score® 

(NPS®) 2018

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
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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

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

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

Set Founda�on for HR 
Transforma�on

MODULE 4

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

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

KEY OBJECTIVES KEY OBJECTIVES KEY OBJECTIVES KEY OBJECTIVES
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