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Foreword 

Studies have demonstrated the importance of 
employee engagement – an engaged employee is more 
productive, has a lower absenteeism rate and takes 
greater pride in the work that he or she does. 
 
To better understand the sentiments of employees 
working in Public Accounting firms, we have partnered 
the Institute of Singapore Chartered Accountants (ISCA) 
to conduct an Employee Engagement Study to 
understand the employee engagement level and help 
firms better understand the key factors impacting 
employee engagement.  
 
In October 2013, we launched the study and invited 
Public Accounting firms to participate in this study. At 
the end of this study, each company was presented 
with an individual report of the company’s results. This 
enabled firms to uncover insights specific to their firms. 
The consolidated findings were presented during a 
seminar organised by ISCA in May this year, where we 
also had the opportunity to meet some of the 
participating firms. We hope the findings would enable 
the participating firms to better understand and 
prioritise interventions to address their Human Capital 
issues. 
 
Additionally, results from this study were also 
compared to aAdvantage Consulting’s Singapore 
Workforce Engagement Study.  
 
We are delighted to have partnered ISCA to conduct a 
first of its kind study with the Accountancy Sector. We 
would like to thank ISCA for their insights and direction 
in the report. We would also like to thank the 14 firms 
that participated in this study. Moving forward, we 
hope to repeat this study either annually or biennially 
and look forward to greater participation in future 
studies. Most importantly, we hope this study will 
benefit HR practitioners in the Accountancy Sector. 
 
 
 

The tightening manpower crunch has reinforced the 
importance of attracting and retaining talent, training 
and managing them, and keeping them motivated so as 
to raise, if not maintain, productivity. In line with this, 
the Institute of Singapore Chartered Accountants (ISCA) 
collaborated with aAdvantage Consulting Group to 
conduct an Employee Engagement Study (EES) for the 
Accountancy Sector in end 2013. This was conducted 
with the aim of providing accounting firms with an 
objective sense of how they engage their employees, 
how they compare with their peers in the sector as well 
as with the overall Singapore workforce in general, and, 
of importance, which areas they should focus on in 
their follow-up to better engage their employees.  
 
A total of 536 employees from 14 Public Accounting 
firms participated in the survey. The firms included 
mid-tier and smaller practices. Although encouraged by 
the good participation for an inaugural survey, we are 
cognisant that the findings are only indicative for a 
segment of the Accountancy Sector. Even so, the 
findings could be instructive in general.  
 
In addition to each participating firm being provided an 
individual report of the employee engagement in their 
respective firm, the survey results were aggregated to 
produce an overall study report. Beyond relevant 
findings, the survey also highlights the priority areas 
which the small, medium and large firms could focus in 
their follow-up. The report also points to relevant 
government schemes which our firms can leverage for 
follow-up. The survey results were also shared at a 
seminar, with seminar participants providing positive 
feedback on the effort.  
 
We would like to thank the firms and survey 
respondents for taking part in the survey, and convey 
our special thanks to aAdvantage for providing its 
invaluable support and expertise in conducting the 
survey and producing the overall study report.  
 
We hope you will find the report useful. To help make 
the findings more representative, the benefits more 
widespread across the sector, and the overall survey 
more impactful, we like to encourage more firms to 
take part in the next employee engagement survey 
which we are planning. 
 
 
  Jacqueline Gwee 

Director 
aAdvantage Consulting Group Pte Ltd 

Yee Cheok Hong 
Executive Director 
Policy & Strategic Planning / Industry Development 
Institute of Singapore Chartered Accountants 
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Introduction: Objectives of the Study 

As part of the Institute of Singapore Chartered 
Accountants’ (“ISCA”) initiatives in boosting the 
capabilities of the Accountancy Sector, an Employee 
Engagement Study was conducted with 14 Public 
Accounting firms, in collaboration with aAdvantage 
Consulting Group Pte Ltd (“aAdvantage”). The study 
aims to: 

1. Understand current employee engagement level 
in Public Accounting Firms  

2. Understand the key drivers that have the 
greatest impact on employee engagement 

3. Recommend area(s) for improvement to 
increase the employee engagement level of 
Public Accounting firms in the Accountancy 
Sector 

Results from aAdvantage’s Singapore Workforce 
Engagement Study were used to benchmark against 
the results from this study. 

About aAdvantage Consulting’s Singapore Workforce 
Engagement Study 
 
Since 2011, aAdvantage has been conducting the Singapore 
Workforce Engagement Study on a yearly basis. Responses were 
collected via a street-intercept method and respondents came from a 
variety of background, reflecting the demographic distribution of the 
Singapore workforce.  
 
Results from this study were also analysed by respondents’ length of 
service, age group, education level, industry, organisation size etc.  
 
Results from aAdvantage’s study of the Singapore workforce enable 
organisations to benchmark its staff engagement level against the 
Singapore workforce.  
 
 
 

1,220 
Responses were collected in 

2013 

15 
Industry results were 

generated 

What MOTIVATES your people 
to give their best at work? 
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Introduction: Study Methodology 

This study was conducted via an online survey mode 
and each respondent was given a survey link to 
complete the study anonymously. Demographic 
information (e.g. length of service) was collected for 
analysis purposes only.  
 
The following six-point rating scale was used for this 
study: 

“1” – Strongly disagree 
“2” – Disagree 
“3” – Slightly disagree 
“4” – Slightly agree 
“5” – Agree 
“6” – Strongly agree 
 

 

In this study, an engaged employee is defined as 
one who: 
 

Is proud working for his or her organisation. 

Is happy working for his or her organisation. 

Has a great sense of accomplishment in his 
or her current job role. 

Would recommend his or her organisation 
as a good place to work. 

1 

2 

3 

4 

 

 

 

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

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

7.     Staff, within and across departments, work well together to achieve organisational goals. 

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

9.     My organisation is customer-focused. 

10.   My organisation is committed towards training and developing all staff. 

11.   There are sufficient opportunities for career growth in my organisation. 

12.   Immediate supervisors constantly motivate and guide staff at work. 

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

14.   There is open communication across all levels of my organisation. 

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

16.   Staff are able to achieve work-life harmony in my organisation. 

17.   My organisation rewards and recognises staff for excellence. 

18.   My organisation provides job security. 

 

Working Culture 

People Management & 
Development 

Leadership 

Communication 

Work Processes 

Work-life Balance 

Rewards & Recognition 

Job Security 

Each respondent had to answer 18 questions (inclusive of the four above): 
Employee Engagement 

Dimensions 

Note: Employee engagement dimensions are introduced to understand respondents’ agreement towards various aspects of their 
organisations. The purpose of these dimensions are for categorisation of the 14 questions. 
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Introduction: Respondents’ Demographics 

A total of 536 responses were collected from the 14 Public Accounting firms from October 2013 to February 2014. 
Respondents came from a variety of background, across various lengths of service and firm sizes.  

 

Of the 536 respondents,  

 

 

 

 

 

 

 

 

 

Small sized firms with 87 respondents 

Medium sized firms with 124 respondents 

Large sized firms with 325 respondents 

For the purpose of this study, the 
participating companies were segregated 
based on the following categories: 
 
SMALL SIZED FIRM 
Firm that has less than 30 employees 
 
MEDIUM SIZED FIRM 
Firm that has 30 to 100 employees 
 
LARGE SIZED FIRM 
Firm that has more than 100 employees 
 

Less 
than 1 
year 

1 to 3 
years 

3 to 5 
years 

5 to 10 
years 

10 to 20 
years 

More 
than 20 

years 

149 (27.8%) 219 (40.9%) 79 (14.7%) 52 (9.7%) 23 (4.3%) 14 (2.6%) 
respondents respondents respondents respondents respondents respondents 

S

L
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Executive Summary 

Findings from this study indicated that respondents from the 14 Public Accounting (PA) firms have a higher engagement 
level as compared to the Singapore workforce.1 In particular, respondents from this study were found to have a greater 
sense of accomplishment working in their organisations and were more likely to recommend their organisations as a 
good place to work. The top three reasons cited by respondents for their high likelihood to recommend their 
organisations as a good place to work were:  
1) Friendly work environment;  
2) Learning and development opportunities for staff; and  
3) Good working relationships and teamwork. 
 
In terms of respondents’ length of service in their organisations, respondents who worked for less than a year and for 
more than 20 years had higher employee engagement levels as compared to the rest of the respondents. In contrast, 
respondents who have worked for one to three years in their organisations have the lowest employee engagement level. 
This group was especially less satisfied in the following areas: rewards and recognition, career development and 
immediate supervisors’ ability to guide and motivate staff. 
 
In terms of company size, the small sized firms (less than 30 staff) generally have higher agreement levels as compared to 
the large sized firms (more than 100 staff). Across all firm sizes, the common key drivers impacting employee 
engagement were:  
1) Rewards and Recognition; and  
2) Career Development Opportunities.  
 
As a follow-up, the participating firms are recommended to consider undertaking the following: 
 
1) Rewards and Recognition: 

• Firms to conduct a joint-salary benchmarking to provide data to enable firms to review their compensation 
structure; and 

• Firms lacking in a formal compensation and benefits structure and policy can tap on SPRING’s Innovation & 
Capability Voucher scheme. 

 
2) Career Development Opportunities: 

• Firms can consider developing a competency-based learning and development framework, and a training 
roadmap for all staff; 

• Firms can develop career management guidelines and enable supervisors to effectively carry out career 
discussions; and 

• Firms can conduct sessions to find out reasons behind staff’s perception on the lack of career growth 
opportunities in their organisations. 

 

 

 

 

 

 

 

 

 
 

 

“The questionnaire was very 
comprehensive on the whole and 
useful to understand overall staff 
engagement.” 
 
Dolly Ng 
Head, People & Culture 
Foo Kon Tan Grant Thornton LLP 
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Overview of Results: Comparison with the Singapore 
Workforce Engagement  

77.3 
74.9 

Employee 
Engagement 

Index 

Figure 1: This chart compares the Employee Engagement Index of this study with aAdvantage’s Singapore Workforce Engagement Study. The Employee 
Engagement Index is out of 100. 

In comparison, a higher EEI (77.3) was observed in this study, as compared to the Singapore workforce (74.9).2 This 
means that respondents working in the 14 PA firms are generally more engaged as compared to the overall Singapore 
workforce.  
 
The higher EEI in this study may be attributed to respondents having a greater sense of accomplishment in their current 
job roles. Additionally, these respondents were more likely to recommend their organisations as a good place to work, as 
compared to the Singapore workforce.  
 
Only 2.6% of respondents in this study disagreed that they had a great sense of accomplishment in their current job role. 
This was in contrast to the results of the Singapore workforce, where 7.1% of respondents disagreed with the same 
statement.3 

 
64.5% of respondents in this study will recommend their organisations as a good place to work. On the other hand, only 
52% of respondents in the Singapore workforce would do likewise.4 
 
 
 
 
 

2 Statistical significant testing was conducted for the EEI of this study with the Singapore workforce to identify if there was 
significant difference.  
3 Disagree is defined as respondents who rated disagree and strongly disagree. 
4 Agree is defined as respondents who rated agree and strongly agree. 

14 Public Accounting firms 

aAdvantage’s Singapore Workforce Engagement Study 

The Employee Engagement Index (EEI) of this study was compared with aAdvantage’s study of the Singapore workforce.  
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Overview of Results: Comparison with the Singapore 
Workforce Engagement  

Singapore workforce 

Figure 2: This chart compares the agreement levels between the 14 PA firms and the Singapore workforce. 
 
Note: In order to prevent unequal emphasis on large PA firms (due to their larger number of respondents), all data in this study was weighed as equal 
for each company regardless of firm size. This is to ensure equal emphasis is being given to all 14 firms and respondents. 

Of the eighteen questions, this study showed that eight had higher agreement levels as compared to the Singapore 
workforce.5 Of these eight questions, four were under the category of Working Culture. Thus, employees working in the 
14 PA firms were found to be more satisfied with the working culture of their organisations, as compared to the 
Singapore workforce. 

4.40 

4.28 

4.50 

4.47 

4.41 

4.58 

4.33 

4.57 

4.39 

4.64 

4.36 

4.31 

4.57 

4.44 

4.60 

4.56 

4.43 

4.96 

4.31 

4.37

4.51 

4.55 

4.58 

4.58 

4.59 

4.60 

4.62 

4.63 

4.64 

4.65 

4.65 

4.67 

4.69 

4.69 

4.72 

4.78 

Organisation rewards and recognises staff

Sufficient opportunities for career growth

Encouraged to come up with new & better ways

Immediate supervisors motivate and guide

Sense of accomplishment

Clear of their roles and goals

Empowered to make decisions

Confident of leaders' ability to lead

Achieve work-life harmony

Proud working for organisation

Open communication across all levels

Recommend organisation as a good place

Organisation provides job security

Staff work well together

Happy working for organisation

Behaviours reflect desired culture and values

Organisation is committed to training and development

Organisation is customer focused -0.18 

0.29 

0.13 

0.09 

0.23 

0.08 

0.34 

0.28 

-0.01 

0.23 

0.03 

0.26 

0.00 

0.17 

0.08 

0.01 

0.09 

-0.09 

Results were lower than the Singapore workforce 
Results were higher than the Singapore workforce 
Results were similar to the Singapore workforce 

Comparison of agreement level (out of “6”) with the Singapore Workforce  
Difference 

14 Public Accounting firms 

5 Statistical significant testing was conducted for all questions in the study to identify if there were significant differences in 
agreement levels. Significant differences were noted only for nine questions. 

The agreement level for each question was computed using a six-point rating scale. Results from this study were again 
compared with the Singapore workforce. 
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Overview of Results: Comparison with the Singapore 
Workforce Engagement 

The results also indicated that the 14 PA firms were more committed towards the training and development of their 
employees’ skillsets. While only 56% of the Singapore workforce agreed that their organisations were committed 
towards training and development, 67.3% of respondents in this study rated likewise.6 
 
Respondents in this study had a lower agreement level than the Singapore workforce in one area. These respondents 
were less agreeable that their organisations were customer focused – the agreement level in this study was 4.78, while 
the agreement level for the Singapore workforce was 4.96. However, this question still had the highest agreement level 
among all 18 questions in this study. 
 
One of the common areas that all respondents (from both this study and the Singapore workforce) had low agreement 
levels in was rewards and recognition (agreement levels of 4.31 and 4.40 respectively). Some respondents in this study 
cited that the compensation package tends to be more conservative as compared to the larger Accounting firms. While 
some organisations do provide employees with an annual pay increment, respondents perceived the increment rate as 
less competitive compared to the market rate in their sector. As most of the participating PA firms were small and 
medium sized, it is not surprising that respondents were observed to be less satisfied with their compensation packages.  
 
Another common area that respondents from both this study and the Singapore workforce had low agreement levels in 
was regarding the sufficiency of opportunities for career growth (agreement levels of 4.37 and 4.28 respectively). Some 
respondents cited the size of their organisations as the limiting factor in the amount of exposure that they are able to 
gain while working in their organisations. Other respondents cited the absence of a rigorous performance management 
system in their organisations, which impedes career growth for employees. Some of these respondents further 
highlighted dissatisfaction with the fairness of their performance management system. 
 
Based on the results of this study, the following four questions had the lowest agreement levels, arranged in ascending 
order: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

My organisation rewards and recognises staff for excellence. 

There are sufficient opportunities for career growth in my organisation. 

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

Immediate supervisors constantly motivate and guide staff at work. 

1 

2 

3 

4 

6 Agree is defined as respondents who rated agree and strongly agree.  

Insights 

While the 14 participating firms have performed well in the area of learning and developing employees’ technical 
competencies, the results indicated that leadership capabilities in the 14 participating firms were not as strong. This can 
be seen through the lower agreement level for immediate supervisors constantly motivating and guiding staff 
(agreement level of 4.55). In addition, while learning and development (agreement level of 4.72) is observed to be well 
provided for in the 14 participating firms, respondents felt that opportunities for career growth were lacking (agreement 
level of 4.37). As such, there is a need for proper people management skills in order for supervisors to motivate and 
guide sufficiently, as well as for staff to grow in their careers.  
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Overview of Results: Length of Service and its Implications 

An analysis was conducted to further understand the sentiments of respondents working in PA firms, based on the 
various lengths of service. The breakdown of the bottom four questions (highlighted in the previous page) by length of 
service is shown below. 

1 My organisation rewards and recognises staff for excellence. 

It is observed that respondents who have worked for less than a year have the highest agreement level with regard to 
their organisations rewarding and recognising staff for excellence. However, the agreement level for respondents who 
have worked between one and three years was found to be significantly lower.7 The lowest agreement levels were found 
in respondents between one to three years and five to ten years of service in their respective organisations. 
 
 
 
 2 There are sufficient opportunities for career growth in my organisation. 

Figure 3: This chart illustrates the agreement level of respondents based on their length of service. 

Agreement level (out of “6”) based on length of service 

4.33 

4.29 

4.15 

4.34 

4.15 

4.57 

>20 yrs

10-20 yrs

5-10 yrs

3-5 yrs

1-3 yr

< 1 yr

Figure 4: This chart illustrates the agreement level of respondents based on their length of service. 

Agreement level (out of “6”) based on length of service 

4.56 

4.04 

4.39 

4.48 

4.22 

4.54 

>20 yrs

10-20 yrs

5-10 yrs

3-5 yrs

1-3 yr

< 1 yr

7 Statistical significant testing was conducted between the agreement levels for respondents who have worked for less than a year 
and for respondents who have worked between one and three years. 
 
Note: As 30 is the minimum sample size needed to ensure statistical robustness, no statistical testing was conducted for 
respondents who worked between 10 and 20 years and for more than 20 years. This is due to the small number of respondents with 
these two lengths of service.  
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Overview of Results: Length of Service and its Implications 

Respondents who have worked for more than 20 years had the highest agreement level with regard to having sufficient 
opportunities for career growth in their organisations. However, respondents who have worked between 10 and 20 
years in their organisations had the lowest agreement level.  
 

It is again observed that the agreement level for respondents who have worked between one and three years was 
significantly lower than for respondents who have worked for less than a year.8 

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

Figure 5: This chart illustrates the agreement level of respondents from the various length of service. 

Agreement level (out of “6”) based on length of service 

4.93 

4.49 

4.50 

4.61 

4.41 

4.54 

>20 yrs

10-20 yrs

5-10 yrs

3-5 yrs

1-3 yr

< 1 yr

Despite being one of the four lowest questions in this study, agreement levels were found to be similar across the 
various lengths of service with regard to staff being encouraged to come up with new and better ways to do things.9 

8 Statistical significant testing was conducted between the agreement levels for respondents who have worked for less than a year 
and for respondents who have worked between one and three years. 
9 Statistical significant testing was conducted and no significant differences were observed. 

4 Immediate supervisors constantly motivate and guide staff at work. 

Figure 6: This charts illustrates the agreement level of respondents from the various length of service. 

Agreement level (out of “6”) based on length of service 

4.89 

4.21 

4.57 

4.58 

4.41 

4.74 

>20 yrs

10-20 yrs

5-10 yrs

3-5 yrs

1-3 yr

< 1 yr
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Overview of Results: Length of Service and its Implications 

Insights 

Organisations could consider reviewing their retention strategies to better engage respondents who have worked 
between one and three years. This is because results indicated that respondents with one to three years of service tend 
to be significantly less engaged as compared to the rest of the respondents. Having served one to three years of service 
in their organisations, employees may start looking for newer or further opportunities of growth and fulfillment in their 
current job. If these are not met, the chances of these employees leaving their organisation may be high. As such, the 
challenge is for organisations to continuously sustain their Employers Value Proposition even past the first year of 
service.  

Pointers to ponder: 
 
• Are companies adequately compensating employees for their contributions to the organisation? 
• Are companies able to sustain their Employers Value Proposition beyond the employee’s first year of service? 
 

Respondents who have worked for more than 20 years have the highest agreement level for their immediate supervisors 
constantly motivating and guiding staff at work. However, respondents who have worked between 10 and 20 years in 
their organisations have the lowest agreement level across the various lengths of service.  
 

It is also noted that respondents who have worked for less than one year in their organisations had higher agreement 
level as compared to respondents who have worked between one and three years.10 

10 Statistical significant testing was conducted between the agreement levels for respondents who have worked for less than a year 
and for respondents who have worked between one and three years. 

“The survey outcome sheds light 
on where we stand as compared 
to the industry in terms of staff 
engagement, which in turn will 
help us tweak our HR strategy to 
attract, retain and reward staff.” 
 
Terence Ng 
Partner 
Ardent Associates LLP 
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4.29 

4.48 

4.70 

Large

Medium

Small

4.34 

4.43 

4.48 

Large

Medium

Small

Overview of Results: Firm Size and its Implications 

Results in this study were also analysed by the different firm sizes. The breakdown of the bottom four questions 
(highlighted previously) by firm size is shown below. For the purpose of this study, we segregated respondents’ firm sizes 
into three categories: 
 
Small sized firm: Less than 30 employees 
Medium sized firm: Between 30 and 100 employees 
Large sized firm: More than 100 employees 
 
 
1 My organisation rewards and recognises staff for excellence. 

Figure 7: This chart illustrates the agreement level of respondents from the different firm sizes. 

Agreement level (out of “6”) based on length of service 

2 There are sufficient opportunities for career growth in my organisation. 

Figure 8: This chart illustrates the agreement level of respondents from the different firm sizes. 

Agreement level (out of “6”) based on length of service 

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

Figure 9: This chart illustrates the agreement level of respondents from the different firm sizes. 

Agreement level (out of “6”) based on length of service 

3.90 

4.47 

4.48 

Large

Medium

Small
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Overview of Results: Firm Size and its Implications 

In the above charts, it is generally observed that respondents working in small sized firms have the highest agreement 
levels as compared to respondents working in medium sized and large sized firms. With the exception of one question 
“There are sufficient opportunities for career growth in my organisation”, the agreement levels for respondents working 
in small sized firms were significantly higher than respondents working in large sized firms for the remaining three 
questions.11  

Pointers to ponder: 
 
• Why are small sized firms doing well to achieve a higher employee engagement level than large-sized firms? 
• How can large sized firms match up to remain competitive in terms of engaging their employees? 
 
 
 

4 Immediate supervisors constantly motivate and guide staff at work. 

Figure 10: This chart illustrates the agreement level of respondents from the different company sizes. 

Agreement level (out of “6”) based on length of service 

4.35 

4.52 

4.71 

Large

Medium

Small

11 Statistical significant testing was conducted between the agreement levels for respondents working in small sized firms and 
respondents working in large sized firms. 

“It is encouraging to see truthful 
responses from employees who 
participated despite the sensitive 
nature of the survey.” 
 
BSL Group 
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Priority Areas: Small Sized Firms (Less than 30 staff) 

Figure 11: This chart shows the key drivers for employee engagement for small sized firms (less than 30 staff). A Pearson Correlation was conducted to 
measure the strength of the relationship between the attributes with the Employee Engagement Index. 

The five priority areas that are identified as key drivers for small sized firms are: 

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

Staff being confident of their leaders’ ability to lead the organisation to success. 

Organisations rewarding and recognising staff for excellence. 

Immediate supervisors constantly motivate and guide staff at work. 

Staff having sufficient opportunities for career growth in the organisation. 

Although there are common priority areas across firm sizes, a priority area that is unique to small sized firms is related to 
the confidence in their leaders’ leading the organisation to success. Despite working in a smaller firm, respondents want 
to work for leaders whom they have confidence in their capabilities. Thus, organisations should not neglect the 
importance of leadership based on the size of the firm.  
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Clear of their roles 
and goals  

Empowered to 
make decisions 

Staff work well 
together  

Achieve work-life 
harmony 

Confident of 
leaders' ability to 

lead 

Immediate 
supervisors 

motivate and guide 

Behaviours reflect 
desired culture and 

values 

Encouraged to 
come up with new 

and better ways 

Open 
communication 
across all levels 

Org rewards and 
recognises staff 

Org committed 
towards training 
and developing 

Sufficient 
opportunities for 

career growth 

Org provides job 
security 

Org is customer-
focused 

Having gained insights on the agreement levels for each question, organisations are always interested in the subsequent 
course of action to boost employee engagement. “What should my organisation do to increase the level of employee 
engagement?” is a common question posed after the findings are presented. To address this, a Key Driver analysis was 
conducted for each different firm size to understand the organisational attributes that have the greatest impact on 
employee engagement. For this study, we define priority areas as attributes that have higher importance to employee 
engagement, but have low agreement levels. Priority areas are marked out in a red box, as shown in figures 11, 12 and 
13. With greater clarity on the attributes that have higher impact on employee engagement, organisations are then able 
to prioritise and plan the appropriate course of action.  
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Priority Areas: Medium Sized Firms (30 - 100 staff)

Figure 12: This chart shows the key drivers for employee engagement for medium sized firms (30 - 100 staff). A Pearson Correlation12 was conducted to 
measure the strength of the relationship between the attributes and the Employee Engagement Index. 

The three priority areas that are identified as key drivers for medium sized firms are: 

Staff having sufficient opportunities for career growth in the organisation. 

Staff being able to achieve work-life harmony. 

Organisations rewarding and recognising staff for excellence. 

A priority area that is unique to medium sized firms is related to work-life harmony in the organisation. Some 
respondents highlighted that they now have better working hours in their organisations as compared to working in the 
bigger Accounting firms. This move from the larger Accounting firms while remaining in the Accountancy Sector signifies 
that these respondents seek more work-life integration even though they may still enjoy the work that they do. As such, 
the challenge remains for the medium sized firms to introduce work arrangements that will enable its employees to 
achieve work-life harmony in the workplace.  
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12 A Pearson Correlation is a method to compute a correlation coefficient between variables that are linearly related. 
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Priority Areas: Large Sized Firms (More 100 staff)

Higher importance Lower importance 

Figure 13: This chart shows the key drivers for employee engagement for large sized firms (more than 100 staff). A Pearson Correlation was conducted 
to measure the strength of the relationship between the attributes and the Employee Engagement Index. 

The five priority areas that are identified as key drivers for large sized firms are: 

Staff having sufficient opportunities for career growth in the organisation. 

Organisations rewarding and recognising staff for excellence. 

Organisations having open communication across all levels. 

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

Immediate supervisors constantly motivate and guide staff at work. 

As shown in figure 13, a priority area unique to respondents working in large sized firms is the importance of open 
communication in the organisation. Given that large sized firms may consist of multiple teams or layers of hierarchy, 
there may be a challenge in achieving open communication across all levels and across the organisation. As the 
respondents have the desire and interest to be kept informed of organisational news as well as to openly communicate 
and work well across levels, the challenge therefore lies in firms to meet this desire by reviewing the process of providing 
its employees with regular company updates, as well as to identify stumbling blocks that impedes the culture of open 
communication in the organisation. 
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Common Priority Area No. 1 – Rewards and Recognition  

There are two common priority areas across all firm sizes. The first common priority area is rewards and recognition. The 
percentages of respondents who agree (rated “5” or “6”) that their organisations reward and recognise staff for 
excellence were:  
 

59% In small sized firms 

60% In medium sized firms 

30% In large sized firms 

“… the pay is not competitive …” 

“… salary competitiveness can also be 
improved …” 

“… the annual increment is not able to cope 
with the inflation …” 

Recommendations 

PA firms can consider conducting a joint salary benchmarking exercise together to pool their resources and 
gather comprehensive information across firms in the Accountancy Sector. Following the exercise, PA firms may 
review their compensation and benefits policy to ensure that they are comparable to market trend. 

PA firms lacking in a formal Compensation and Benefits policy should consider leveraging on SPRING’s 
Innovation & Capability Voucher (ICV), under the Human Resources Compensation & Benefits module. Please 
see page 21. 

1 

2 

Why are the respondents dissatisfied? 

“… the bonus package is not attractive to 
retain employees from joining the Big 4s …” 

“… salary does not commensurate with work 
tasks …” 
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Common Priority Area No. 2 – Career Growth  

The second common priority area is career growth opportunities. The percentages of respondents who agree (rated “5” 
or “6”) that their organisations reward and recognise staff for excellence were:  
 

59% 

57% In medium sized firms 

50% In large sized firms 

“… there is limited career growth …” 

“… the prospect of any further personal 
growth will be difficult unless I change to a 
bigger firm.…” 

“… although I am still learning, there is not 
much training in place …” 

Recommendations 

PA firms can consider developing and implementing competency frameworks (including clear expectations for 
each staff level) and training roadmap for all staff. These should also be sufficiently communicated to staff. 

PA firms can consider developing guidelines and to train supervisors to effectively carry out career discussions 
with their supervisees. 

PA firms can conduct discussions / dialogues to find out the underlying reasons for the lack of career growth 
opportunities. This can be done in the form of focus group discussions.  

1 

2 

In small sized firms 

3 

“… very vague justifications for increment 
and promotion (no clear KPI stated) …” 

“… it’s a small entity and would not 
recommend for new graduates …” 

Why are the respondents dissatisfied? 
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Relevant Government Schemes 

“More than 5,600 SMEs 
benefitted from our support in 
productivity improvement, 
capability upgrading and 
innovation.” 
 
SPRING Singapore  
2012/13 Annual Report13 
 

13 Extracted from SPRING Singapore’s Enabling Transformation: 2012/13 Annual Report.  
Please see http://www.spring.gov.sg/AboutUs/AR/Documents/FV_AR12_13/web/flipviewerxpress.html.  

The study has highlighted the areas which the participating PA firms may focus on to enhance the engagement of their 
employees. In doing so, firms can leverage on government assistance schemes, especially those targeted at SMEs to 
review and improve their HR practices if they: 
• View that they may not have sufficient expertise or resources; or  
• Would like an independent perspective.  
 
Several of the participating PA firms have successfully leveraged SPRING’s Innovation & Capability Voucher and Capability 
Development Grant as well as Singapore Workforce Development Agency’s (WDA) Enterprise Training Support (ETS) 
programme to enhance their HR management capabilities.  
 
Firms looking at utilising the various grants may approach the relevant agencies for further assistance : 
 
1. A self-assessment Human Resource Capability Toolkit helps Small and Medium Enterprises (SMEs) manage their 

HR capabilities. Please see: http://www.hrcapability.sg/tool-kit/.  
 

2. SPRING’s Innovation & Capability Voucher (ICV) aims to encourage more SMEs to take their first step towards 
capability upgrading and implementing productivity solutions.  
Please see: www.spring.gov.sg/icv. 

3. SPRING’s Capability Development Grant (CDG) provides up to 70% funding to boost the capabilities of SMEs. 
Please see: http://www.spring.gov.sg/cdg.  

4. Ministry of Manpower’s (MOM) and Singapore Workforce Development Agency’s (WDA) WorkPro programme 
aims to encourage employers to adopt progressive workplace age management practices, job redesign, improve 
work-life harmony and to recruit and retain mature workers and back-to-work locals to meet manpower needs.  
Please see: http://www.wda.gov.sg/content/wdawebsite/programmes_and_initiatives/WorkPro_Employer.html.    

5. Singapore Workforce Development Agency’s (WDA) Enterprise Training Support (ETS) programme aims at 
improving employees productivity level and skill competencies.  
Please see: http://www.wda.gov.sg/content/wdawebsite/programmes_and_initiatives/ETS_Employer.html.  

For an overview of government grants that aAdvantage has the expertise to help your organisation with, please visit 
http://www.aadvantage-consulting.com/grants-schemes/.  
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Conclusion 

This study provides an indication of the sentiments of employees working in a particular segment of the accountancy 
sector. Through this study, participating firms were able to gain objective insights about their employee engagement 
level within their respective firms, and compare themselves against their peers in the Accountancy Sector as well as the 
Singapore workforce in general. Furthermore, the participating firms were also able to understand the key drivers that 
impact employee engagement level in their respective organisations.  
 
From this study, the two common priority areas across all firm sizes are Rewards and Recognition and Career Growth. It 
should be noted that the issues faced by employees working in the participating firms are not unique to the Accountancy 
Sector or to the Singapore workforce in general. In other similar studies, the area of Rewards and Recognition tends to 
have lower agreement level as compared to the other areas.  
 
We hope that this study was useful for the participating firms as well as firms in the Accountancy Sector in general. As 
firms often lack external benchmarking data, this study hopefully would enable the participating firms to better 
understand their individual position relative to others in the same sector, and beyond that, to the Singapore workforce in 
general.  
 
More importantly, we also hope that the study would encourage the participating firms to follow up with the 
appropriate efforts to better engage their employees and raise productivity. The study has highlighted priority areas 
which the firms of different sizes should focus on, and the various government schemes which they could leverage. We 
further hope that PA firms which did not participate in the survey could take the effort to make an internal assessment of 
their employee engagement, compare it with the results of the study and also follow up with the appropriate efforts. We 
would also like to encourage them to participate in the next survey.  
 
 

“Our company’s EES report 
provides some unexpected 
revelations that are useful for our 
human resource development.” 
 
Shirley Mok 
Cornerstone Alliance LLP 
(Singapore) 
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About Institute of Singapore Chartered Accountants 

The Institute of Singapore Chartered Accountants (ISCA) is the national accountancy body of Singapore. ISCA’s vision is to 
be a globally recognised professional accountancy body, bringing value to our members, the profession and wider 
community. 
 
Established in 1963, ISCA shapes the regional accountancy landscape through advocating the interests of the profession. 
Possessing a Global Mindset, with Asian Insights, ISCA leverages its regional expertise, knowledge, and networks with 
diverse stakeholders to contribute towards Singapore’s transformation into a global accountancy hub. Our stakeholders 
include government and industry bodies, employers, educators, and the public. 
 
ISCA is the Administrator of the Singapore Qualification Programme (Singapore QP) and the Designated Entity to confer 
the Chartered Accountant of Singapore - CA (Singapore) - designation. 
 
It aims to raise the international profile of the Singapore QP, a post-university professional accountancy qualification 
programme and promote it as the educational pathway of choice for professional accountants seeking to achieve the CA 
(Singapore) designation, a prestigious title that is expected to attain global recognition and portability. 
 
There are about 28,000 ISCA members making their stride in businesses across industries in Singapore and around the 
world. 
 
For more information, please visit www.isca.org.sg  
 
 
Institute of Singapore Chartered Accountants 
60 Cecil Street 
ISCA House 
Singapore 049709 
Tel: (65) 67498060 
Fax: (65) 67498061 
Email: isca@isca.org.sg 
www.isca.org.sg  
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About aAdvantage Consulting 

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 12th 
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 customized 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.  
 
While the results presented in this report applies to 
the participating PA firms, aAdvantage can apply and 
customise the same methodology to develop an 
Employee Engagement Study to meet your business 
needs.  
 
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 
Midview City 18 Sin Ming Lane 
#07-35 
Singapore 573960 
 
 

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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aAdvantage’s Human Resource Transformation Solutions 

Recruitment & 
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For more information on aAdvantage’s Human Resource and Leadership solutions, please visit: 
http://aadvantage-consulting.com/solutions/hr-and-leadership/about-this-practice/.  
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