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To say that 2020 was a tough year for workplaces is definitely an 
understatement. 

Organizations faced severe disruptions in the wake of the COVID-19 
pandemic. We had to rapidly shift operations online and, as a result, 
had to expedite technology adoption and face an increase in cyber 
risks. Many of us had to implement job furloughs and some of us had 
to bid farewell to long-time colleagues. Those of us who remained 
had to figure out how to stay connected with one another without the 
benefit of face-time. 

Whilst this crisis has brought unprecedented challenges for people 
and society, Great Place to Work® Singapore is humbled to recognize 
a select group of organizations that pulled through for their people 
and communities. While the impact of the pandemic has indeed been 

great, these organizations have focused on being responsive - to trust, enable 
and transform employees.

In this report, the second of a two-part release, we take a deeper dive into our 
employee survey data including comparisons between employee experiences 
in 2020, and in 2019 during pre-COVID times. This study is conducted 
together with Richard R. Smith, Professor and Vice Dean of the Carey School 
of Business at John Hopkins University, and faculty member at Singapore 
Management University (SMU) and we are grateful for his partnership.

We dedicate our 2020 Insights Report to all the Singapore workplaces 
that adapted quickly and worked tirelessly to support their business, their 
employees and our nation in the face of COVID-19. We appreciate how 2020 
Singapore Best Workplaces™ stepped up to the challenge and responded 
with urgency, resilience and creativity, while demonstrating care and concern 
for their people, customers and communities. We recognize the ‘people-
first’ leaders who navigated the immense challenges of COVID-19 while also 
keeping employees safe, teams engaged and organizations stable. These 
leaders demonstrated the power of vulnerability, humility and drive, for 
purposes far greater than profits. Under tremendous pressure, they led the way 
in enabling Great Places to Work FOR ALL™, even in times of crisis.

In 2021, as we take each step forward resolutely, we hope the lessons gleaned 
from the pandemic will shine a light on our path forward and help us find our 
rhythm in the new normal, both individually and collectively.

From Our MDs

Joni Ong & Evelyn Kwek
Managing Directors
Great Place to Work® Singapore
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2020 was a year of historic challenges for workplaces, employees and families, 
as the pandemic unfolded in networked waves that highlighted both the 
global nature of our world and its vulnerabilities. By February, COVID-19 had 
come to dominate news headlines on a daily basis. By March, it had disrupted 
economies and daily life to an unprecedented degree all across the world. 

Singapore sprang to action, with government, workplaces and individuals 
all responding to contain the spread of COVID-19 while trying to keep the 
economy afloat. Singapore implemented its circuit breaker measures in early 
April. The impact on organizations varied greatly. Some businesses closed 
temporarily while others were permanently shuttered. Some companies saw 
their markets grow and profits increase, while others faced shrinking demand 
and falling revenues. Some employers had all of their employees working 
remotely, while others also had essential staff on the manufacturing floor, in 
the field, and on the frontlines. A number of organizations saw an initial drop in 
productivity as employees adjusted to their new circumstances, followed by a 
notable increase as they demonstrated their ability to stay productive despite 
unpredictable, rapidly-changing conditions. 

Without a doubt, this unforeseen crisis has greatly challenged all organizations. 
Some seem to have not only responded well but are now positioned to 
emerge even stronger. The COVID-19 crisis put organizations through a 
trial by fire, in the process creating a natural hotbed that provided a unique 
opportunity to examine a key question: What separates Best Workplaces from 
the rest, when confronted with this crisis?

Introduction
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Overview:
Companies Put 
to the Test

Past research has provided insights into what separates Best Workplaces 
from the rest when it comes to management actions, organization culture, and 
human resources practices. This year, we were able to compare how these 
organizations performed in the face of the pandemic crisis. 

By any account, 2020 was an extremely difficult year. Globally, many lives 
were lost, travel ground to a halt, social contact was limited, business activity 
was slowed, and economic growth was curtailed. On an individual and family 
level, many people faced challenges to their job security, financial stability, 
and physical and mental health. As a result, our initial assumption was that we 
would see a decline in how employees rated their workplace experiences. But 
after analyzing more than 24,000 survey responses and additional company 
data, it became clear that the results were different than expected. We saw 
survey results improve in comparison to 2019. We also learned of many heroic 
efforts demonstrated by Singapore employers. These were reflected in the 
experiences of their employees, as measured by their survey responses and 
comments. 

Singapore Impact

Across Singapore, we find an ecosystem of interdependencies, rapid and 
decisive government actions, strong community orientation, national pride, 
and positive company leadership. Overall, these factors enabled companies 
to respond effectively to the crisis by working with the government, and by 
being sensitive to the needs of the community overall. While the response 
to COVID-19 was quickly and decisively implemented across the country, 
the impact of the crisis on each organization, and its work and people, varied 
significantly.

2020 Singapore Best Workplaces are representative of the wide range of 
situations employers faced due to the pandemic:

• Companies like biotechnology firm Amgen Singapore and
semiconductor company Micron were considered essential businesses
and key manufacturing facilities with global networks. They had to keep
on-site operations running while moving a significant percentage of their
workforce to work-from-home arrangements.

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K
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• Certis, a provider of advanced security, technology and facilities 
management with many frontline security officers working at airports and 
retail malls, saw a large number of facilities close during circuit breaker, 
leading to a significant drop in the demand for some of its services.

• Online food and grocery delivery platform foodpanda saw a rise in 
demand for its island-wide delivery services. By connecting customers 
with restaurants and hawkers, it helped food vendors stay in business.

• Lighting company Signify Singapore saw a dramatic decline in its 
sales volume as many of its public and private sector projects came to a 
complete standstill. 

• International courier DHL Express, upon seeing sharp declines in its 
shipment volume and a double-digit fall in revenue that quarter, pivoted 
towards prioritizing the delivery of critical medical supplies.

• At the peak of the pandemic, Medtronic, a global provider of critical 
healthcare products and therapies, saw its revenue and profit fall 
significantly as hospitals cancelled all elective surgeries and delayed non-
critical medical procedures.

• Charitable organization PAP Community Foundation (PCF) employs 
over 8,000 staff, who provide preschool education to more than 40,000 
children at 360 facilities, and senior care at seven Senior Care centres 
across Singapore. The pandemic greatly disrupted their daily operations—
they had to function fully with a reduced number of staff while increasing 
the cleaning of facilities, including daily disinfection of toys.

• For companies like Cadence, a multinational electronic design 
automation software and engineering services company, and Salesforce, 
a customer relationship management service provider, the transition to 
working remotely was largely smooth as many employees already had the 
technology and experience to work off-site. For computer and computer 
peripherals manufacturer HP, most employees worked from home— 
some, for the first time in their careers.

• Cisco and World Wide Technologies (WWT), both specialists in IT 
systems, applications and information that enable organizations and 
employees to stay connected virtually, saw significant increases in the 
utilization of, and demand for, their products and services.

Amidst these differences in organization impact, the challenges of navigating 
uncertainty, the disruption of normal work processes, and the impact on 
family life, Best Workplaces nevertheless saw the positive experiences of their 
employees increase across almost all measures, based on employee feedback. 

Despite the disruptions caused by the COVID-19 
pandemic, how is it that Singapore Best Workplaces 
scored higher in 2020?

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K
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Research shows that Best Workplaces engender an environment of trust. 
This trust results from organizations developing strong, credible leaders, 
and operating with values that put their people first. As the pandemic crisis 
unfolded, Best Workplaces seemed to take actions in a way that both fostered 
and leveraged trust. This enabled them to respond more nimbly, and to more 
effectively manage the changes and challenges presented — by quickly 
moving some or all their employees to work from home, keeping essential 
on-site workers safe, and addressing the myriad novel and unique adaptations 
required to minimize the spread of COVID-19.

We examined the data more closely and found five key differences between 
Best Workplaces and the Rest in the face of a pandemic response.

In this report, we examine each of these areas more closely to better 
understand the key differences and takeaways, that will help workplaces 
prepare for the future. 

1 Trust-based, Agile Culture
Best Workplaces are able to draw positive energy from their 
organization culture by leveraging the trust that they have built with 
their employees over time. This trust also enables the agility needed to 
quickly adjust to the new conditions created by the crisis.

2 Inclusive Leadership
Best Workplaces have inclusive leadership practices that create 
psychological safety and promote a sense of belonging to bring 
people through rapid changes effectively, while limiting stress.

3 Active Communication
Any crisis requires active and clear communication. Best Workplaces 
have strong practices in place to provide updates with transparency, 
stay anchored on the big picture, and solicit feedback during uncertain, 
dynamic times.

4 Holistic Wellness
Bearing in mind the profound impact of the pandemic crisis, Best 
Workplaces support the overall well-being of their employees, 
including their physical and environmental safety, job/financial security 
and psychological/emotional needs. Often, this support is extended to 
employees’ family members as well. 

5 Embrace Humanity
The virus does not know hierarchy, nor does it discriminate in its 
impact. Throughout the crisis, leaders of Best Workplaces demonstrate 
humility, humanity and honesty in caring for their organizations, as well 
as the communities they serve.

How Best Workplaces Respond

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K

5   •   ©️ 2 0 2 1  G r e a t  P l a c e  t o  Wo r k ®️ .  A l l  R i g h t s  R e s e r v e d



1. Trust-Based, Agile Culture
Building a trust-based culture takes time and dedication. Best Workplaces 
have made concerted efforts to do so, while leveraging trust as a key part 
of their people-first management orientation. Even though individuals may 
experience trusting relationships in any organization, Best Workplaces work 
to create trusting relationships for all. This requires establishing a high degree 
of fairness and integrity between management and employees, as well as 
between groups inside organizations. When a high level of trust is present 
in the culture of an organization, people are more likely to feel comfortable 
sharing ideas, trying new ways, and collaborating to make innovative 
changes. In fact, prior Great Place to Work research has shown that 
innovation is linked to a culture built on a foundation of trust. 1 

These enablers become advantages in responding to crises as well. Over 
the years, several research studies have shown a strong link between crisis 
response and organizational culture. Culture affects organizational crisis 
preparedness in terms of organizational attitudes toward safety, reliability 
and continuity of business operations. A trust-based culture can help foster 
organizational outcomes of adaptability that affect organizational ability to 
change, in order to cope with acute crisis management challenges.2

Trust-Based, Agile Culture 

Experience of All Companies 

1 https://www.greatplacetowork.com/resources/reports/innovation-series
2 Deverell, E., & Olsson, E. K. (2010). Organizational culture effects on strategy and adaptability in crisis management. Risk Management, 12(2), 116-134.

2019 2020

DEFINITION

Innovation 
Employees feel comfortable 
sharing ideas, trying new ways and 
collaborating to make changes.

Integrity 
Managers embody the best 
characteristics of their company, 
matching actions with their words 
and delivering on promises made.

Fairness  
Employees feel that management 
practices and policies are equitable 
and impartial.  

As we examined the three critical 
factors of Innovation, Integrity and 
Fairness, we observed that employee 
experience for all Singapore 
companies across these factors was 
higher than in 2019. 

We believe that this was likely 
related to a management focus 
on employee health and safety 
across organizations as well as an 
increased frequency and alignment 
of communications. This is a great 
credit to the efforts of employers 
across Singapore. 
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When considering the culture of the organization, employee survey results 
suggest that Fairness is a critical component. Individuals rating their 
organization as a place that treats people fairly are 62% more likely to rate their 
organization as a great place to work. 

As companies adapted their work environments, created new practices, and 
adjusted processes in response to COVID-19, it was important to demonstrate 
Fairness for all employees, whether working from home or on-site. Best 
Workplaces were able to not only make rapid changes, but also make these 
changes in a way that was perceived as fair for all. 

Demonstrating Integrity became especially important as leaders had to take 
quick, decisive actions that could impact employees’ jobs and health. While 
many Singapore organizations did well this year, employees at our Best 
Workplaces had a more positive experience than others when it came to their 
managers’ embodying the best characteristics of their company, matching 
actions with their words, and delivering on promises made. This was especially 
critical given the uncertainty of COVID-19.

Trust-Based, Agile Culture 

Comparing Best vs. Rest 
2020 BEST 2020 REST

When we compare our 2020 Best 
Workplaces to the Rest, we see that 
employees had an even more positive 
experience across these factors. 

While all Singapore companies had 
to adapt during the pandemic, the 
Best Workplaces were better able to 
leverage Innovation practices related to 
flexibility, agility and employee trust by 
tapping into the relationships, values 
and trust that were core elements of 
their pre-COVID workplace cultures. 
Their prior investments in building 
strong, trust-based cultures allowed for 
quicker and more thoughtful responses 
in 2020. 

62%
more likely 
to rate their 
organization as 
a great place 
to work. 

“... I would 
say this 
is a great 
workplace.”

Individuals rating 
their organization 
as a place that 
treats people fairly
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• Cadence led with their ‘One Cadence-One Team’ culture that fosters 
inclusion and embraces diverse backgrounds, experiences, and ideas to 
keep their employees and communities safe and continue to create a great 
workplace for all. 

• Cisco used their ‘Conscious Culture’ framework — “We are self-aware of 
ourselves and our environment. We feel accountable and empowered to 
contribute to a culture where everyone thrives and where we intentionally 
seek out, learn, understand and appreciate who - and what - surrounds 
us” — to focus on keeping employees connected, informed, healthy and 
engaged. 

• HP emphasized adaptability—trying things, learning what works, and doing 
more of that – as part of the growth mindset and agility that are built into 
the HP culture. 

• Medtronic focused their employees worldwide around three key priorities:  
1) Maintaining the health and well-being of employees and their families.

 2) Continuing to deliver on their mission by providing critical products and 
           therapies to patients who need them. 
 3) Doing their part to stop the spread of coronavirus.

Looking Ahead….

As we look towards the future of work in the post-pandemic world, 
organizations will continue to innovate on how work gets done. To enable a 
more virtual workplace and to ensure workplace safety, it will be even more 
critical to develop an agile, trust-based culture that facilitates any needed 
changes. 

2020 Best Workplaces Spotlight: 
Trust Based, Agile Culture
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2. Inclusive Leadership

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K

In uncertain times, leadership is key to maintaining productivity and promoting 
employee well-being. The second theme that emerged in our analysis 
is inclusive leadership, which is defined as “leaders who exhibit visibility, 
accessibility and availability while interacting with subordinates”.3 A recent 
study examining the impact of leadership during the COVID-19 outbreak found 
that inclusive leadership played a key role in reducing psychological pressures 
felt by employees. Such leaders fostered more peace of mind and a sense of 
ease with employees, who felt that there was someone to turn to in times of 
need. Research also shows that the natural supportive behavior of inclusive 
leaders can greatly help minimize the sense of anxiety, uncertainty and work 
stress felt by employees.4 

When inclusive leadership is a part of an organization’s culture, people feel a 
strong sense of respect. There is an association with others that engenders a 
feeling of belonging and creates a place where people experience a sense of 
psychological safety. Individuals who feel a significant degree of psychological 
safety are less likely to leave the organisation, more likely to harness the power 
of diverse ideas from their teammates, and bring new ideas forward to others.5 

In the Great Place to Work study of Asia companies in 2019, we found that 
creating an inclusive work environment was critical in enabling psychological 
safety and belonging.6  To examine inclusive leadership, we looked closely at 
how people rate their experiences in the workplace with regards to the factors 
of Inclusion, Belonging and Psychological Safety.

3 Carmeli, A., Reiter-Palmon, R., & Ziv, E. (2010). Inclusive leadership and employee involvement in creative tasks in 
the workplace: The mediating role of psychological safety. Creativity Research Journal, 22(3), 250-260.
4 Ahmed, F., Zhao, F., & Faraz, N. A. (2020). How and when does inclusive leadership curb psychological distress 
during a crisis? Evidence from the COVID-19 outbreak. Frontiers in Psychology, 11, 1898.
5 Edmondson, A. C. (2011). Strategies for learning from failure. Harvard Business Review, 89(4), 48-55.
6 Building a Great Place to Work for All: The Untapped Power of Gender Diversity in Asia (2019). https://
greatplacetowork.com.sg/reports/2019-asia-insights-report/
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Inclusive Leadership 

Comparing Best vs. Rest 
2020 BEST 2020 REST

When asked about their experiences 
related to these factors, employees 
across Singapore organizations 
had a more positive experience in 
2020. This was likely due to the high 
level of government and business 
cooperation, timely and recurring 
communications, and management 
efforts to better understand and 
respond to employee feedback 
based on their individual experiences. 

When we compare our Best 
Workplaces with the Rest, we see 
notable differences for each factor. 
What might have contributed to the 
more positive experience of these 
employees? 

Inclusive Leadership 

Experience of All Companies 
2019 2020

DEFINITION

Inclusion
Employees experience the work 
environment/culture as open to 
individuals of all backgrounds and 
people are fairly treated, valued for 
who they are, and included in core 
decision making.7 

Belonging 
Employees feel connected to the 
team/organization and feel that 
others care about their well-being 
as an equal part of the group.

Psychological Safety  
Employees have a sense of 
confidence that team members 
will not embarrass, reject or punish 
someone for speaking up.
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7 Roberson, Q. M. (2006). Disentangling the meanings of diversity and inclusion in organizations. Group & Organization Management, 31(2), 212-236.
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In times of uncertainty, Inclusion can be critical as management decisions 
in response to the crisis can impact employees differently based on 
demographics such as job type, income and organization level. This was true 
in 2020, as we read about differences in experiences for employees who had 
to work from home compared with those working on-site and on the frontlines. 
For example, employees who were working from home and were parents 
of school-aged children, caretakers for elderly parents, or both, may have 
required greater flexibility to take unscheduled breaks during standard work 
hours, compared to those who were not. Leaders who created an inclusive 
environment, by connecting with all their people and understanding their 
diverse needs, were in a better position to manage the changes resulting from 
COVID-19, and anticipate and respond to potential disparate impacts. 

With the move to work from home, Best Workplaces saw their people 
managers needing to quickly adapt to managing split teams and a remote 
workforce, while they adjusted to their own personal changes. Best Workplaces 
anticipated this change and were intentional in supporting their people 
managers to be inclusive and empathetic leaders, by providing on-line guides 
and training resources, and conducting virtual workshops and forums for 
people managers to learn, share and problem solve together. 

Fostering a sense of Belonging continues to be a focus for many of our Best 
Workplaces. If Inclusion is what an organization does to embrace and welcome 
diverse individuals, we can think about Belonging as the individual’s feeling 
toward their organization - the perception that the individual has about their 
connectedness, and the sense that others care about their well-being as an 
equal part of the group.8  In 2020, employees who rated Belonging high were 
50% more likely to also rate their employer as a great place to work. 

50%
more likely 
to rate their 
employer as a 
great place 
to work. 

“... I would 
say this 
is a great 
workplace.”

Employees 
who rated 
Belonging 
high

8 Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & Singh, G. (2011). Inclusion and diversity in work groups: A review and 
model for future research. Journal of Management, 37(4), 1262-1289.
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• Salesforce was intentional about communicating with their people leaders 
to ensure they were set up to lead with trust and empathy, and enable focus 
and contribution. This included hosting bi-weekly ‘All Leaders Calls’, and 
issuing a ‘Lead the Way’ email update to help deliver relevant guidance and 
resources. They also held ‘Manager Circles’ - peer-led roundtable sessions 
where managers could learn from and support one another in finding new 
solutions to managerial challenges.

  
• Cisco supported their ASEAN-region people leaders by holding an 

engagement session on team well-being, to discuss what exemplary 
leadership looks and feels like, and what resilience means in the face of 
great uncertainty. 

2020 Best Workplaces Spotlight: 
Inclusive Leadership

Looking Ahead….

As Singapore workplaces reopen and COVID-19 restrictions are relaxed, 
leaders will not be able to simply revert to their old ways of managing teams. 
The more inclusive approach of leading others in a way that celebrates 
diversity, fosters belonging and ensures psychological safety, will likely be 
expected as a new norm. Perhaps one positive outcome of the pandemic will 
be a stronger focus on creating a great workplace for all.
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3. Active Communication
During any crisis, communication becomes critical for sharing information, 
providing clear direction, and outlining a response. But this type of 
communication is often a one-way means of sharing essential information. 
Active communication, on the other hand, involves a two-way exchange by 
listening to the perspectives, needs and concerns of others. 

As the pandemic unfolded, there was a high level of uncertainty associated 
with both short-term and long-term actions at the national, business and 
personal levels. Faced with uncertainties, many leaders might choose to 
delay action or downplay the risks, out of fear of taking the wrong action or 
unnecessarily causing alarm. While this might be a natural response, strong 
leaders take a more active role in communicating, in a manner that is timely, 
forthright and iterative. 

Our analysis of active communication centered on employees’ experience of 
Collaboration, Communication and Teamwork. 

Active Communication 

Experience of All Companies 
2019 2020

For 2020, we saw an increase 
in the positive experiences of 
employees across all organizations 
in the areas of Collaboration, 
Communication and Teamwork. 
We attribute this overall increase to 
the unique challenges presented 
by COVID-19. As the pandemic 
unfolded, organizations, teams and 
employees were managing entirely 
new work and personal challenges. 
This resulted in a need for more 
frequent contact to understand 
evolving needs, and more two-way 
communication to solicit ideas 
and input. It also provided a shared 
experience of everyone, regardless 
of job, function or level, ‘being in it 
together’.

DEFINITION

Collaboration 
Management asks employees for 
their input and ideas and involves 
them in decisions that affect their 
work. 

Communication 
Management makes its 
expectations clear, keeps 
employees informed about 
important issues, and is seen to be 
approachable.  

Teamwork  
Employees feel that their 
colleagues are willing to cooperate 
and that team members care for 
one another.
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Best Workplaces built on strong organization-wide communication models, 
a variety of platforms and a bias for transparency, in order to provide easy 
and timely access to information. Communication was two-way as leaders 
leveraged this information to make expedient decisions and take further action 
to support their people. People from Best Workplaces were more likely to feel 
that they could count on their team members for cooperation and support, 
something that becomes even more important during periods of uncertainty. 

Active Communication

Comparing Best vs. Rest 
2020 BEST 2020 REST

Best Workplaces built on strong organization-wide 
communication models, a variety of platforms and 
a bias for transparency, in order to provide easy and 
timely access to information. 

As we looked more closely at our 
survey results and Culture Audit® 
responses, it was clear that even 
before the start of the pandemic, Best 
Workplaces already had established 
practices and mechanisms in place 
to promote active communication. 
They had trained their people 
managers on effective interpersonal 
skills, and encouraged one-on-
meetings. Leaders actively promoted 
two-way communication by 
regularly asking employees to share 
their experiences, feedback, input 
and ideas through pulse surveys, 
townhalls and one-on-one meetings.  
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Looking Ahead….

The effort across all companies to increase the level and effectiveness of 
active communication in Singapore has been admirable. As we look to the 
future, active communication will continue to be critical as organizations 
consider new ways of working.

• As teams quickly shifted to work from home, Medtronic’s communications 
campaign went digital as well. They built a ‘We are Stronger Together’ 
site on their intranet and sent twice-weekly emails that were translated 
to local language and sent to all 10,000 APAC employees. In two months, 
the campaign helped employees stay connected and up to date, reading 
157 leadership messages, watching 44 videos, and nominating 118 of their 
colleagues for going above and beyond in supporting their teams. 

• Salesforce created a daily email called ‘The Daily COVID-19 Update’ as a 
central source of COVID-related information and resources. The Salesforce 
Executive Leadership Team and Board of Directors hosted weekly 
companywide All Hands Calls, to share updates and answer questions 
from their employees. The Salesforce Employee Success team (HR) 
also launched monthly well-being surveys to understand the challenges 
employees were facing, and the support they needed. In response, leaders 
acted to enhance company programs and benefits. 

• HP held virtual focus groups where employees contributed their thoughts 
to improving work-from-home environments, and provided input about 
what would be needed when it was time to return to the workplace.

2020 Best Workplaces Spotlight: 
Active Communication
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4. Holistic Wellness
As Singapore braced for the arrival of COVID-19 in the first quarter of 2020, the 
primary concerns were preventing the virus from spreading, and attending to 
those affected – all while trying to maintain some level of business and social 
continuity. Government agencies, health officials and business leaders focused 
on the health and safety of citizens, communities and employees. Employers 
implemented health and safety protocols based on guidance from the 
Ministries of Manpower and Health. Non-essential staff were required to work 
from home, and essential front-line workers were provided with protective 
equipment, hand sanitizer and training on safety protocols.  

Prior research has shown that organizational cultures that support the 
psychosocial needs of employees are more likely to create a sense 
of employee well-being.9  Based on our analysis of survey results, the 
elements that emerge as key factors in fostering employee wellness include 
Camaraderie, Caring and Support. 

 When employees feel genuinely cared for and see that management is taking 
care of them, loyalty and commitment become stronger, and employees are 
willing to reciprocate and go the extra mile in return. This reinforcing loop 
helps the organization navigate immediate challenges, and also positions it for 
faster recovery in the long term as trust builds, and feelings of pride, respect 
and fairness grow. Similarly, we saw that respondents who rated Camaraderie 
high were 50% more likely to rate their workplace as a great place to work. This 
was especially true for female employees.

9 Dickson-Swift, V., Fox, C., Marshall, K., Welch, N., & Willis, J. (2014). What really improves employee health and 
well-being. International Journal of Workplace Health Management.

“Overall the company cares about its employee as 
demonstrated with the extraordinary measures taken 
during the COVID pandemic. A very strong mind of take 
care of your employees and they will take care of your 
business.”

Employee Verbatim Comment
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While the pandemic created unique 
challenges for people in different 
ways, Best Workplaces were well-
positioned to provide flexibility, show 
respect, and listen to employees as 
their lives at work and at home were 
disrupted. They took a more holistic 
approach to promote employee 
wellness, by broadening their focus 
beyond physical and environmental 
safety, to encompass job and 
financial security, and psychological 
and emotional support.  

Holistic Wellness 

Experience of All Companies 
2019 2020

Holistic Wellness 

Comparing Best vs. Rest 
2020 BEST 2020 REST

Our analysis showed a slight 
improvement across all workplaces in 
2020 over 2019. This was likely due to 
factors like increased communication 
about health and safety, and the 
shared experience of helping one 
another through a challenging shared 
experience. 

DEFINITION

Camaraderie 
Employees have meaningful 
relationships with their peers, 
including feeling welcomed when 
they join the company/team and 
being able to count on others to 
cooperate.

Caring 
Employees feel that management 
provides a safe, healthy place to 
work and shows sincere interest in 
them both as an employee and a 
person. 

Support  
Employees are provided with the 
resources and equipment to do 
their jobs, are offered training and 
development, and feel appreciated 
for their contributions.
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As the pandemic continued and work-from-home requirements were 
extended the absence of casual social interaction in the workplace became 
apparent, Best Workplaces quickly understood that they needed to do more 
to keep colleagues connected virtually, and to support employee and family 
mental wellness and resilience.

They worked hard to ensure that people had the resources, information and 
connections needed to stay engaged during this time of uncertainty. Drawing 
on their inclusive leadership, Best Workplaces got creative in providing 
Support for employees working remotely and facing anything from loneliness 
and isolation for those living on their own, to a sense of overwhelm for those 
sharing workspace with parents, spouses and children. 

Some types of support can be provided uniformly to all employees, like 
providing access to mental health services through an Employee Assistance 
Program (EAP) or sending family care packages. But our Best Workplaces also 
understood that there are times when a personal touch may be needed, hence, 
they encouraged managers and Human Resources teams to be understanding 
and provide flexibility, so as to be responsive to group and individual needs.  

• Concerned about increased stress, longer hours and additional workflows, 
PCF took a holistic approach to support employee well-being, including 
their financial, psychological, emotional, physical and environmental needs. 
In addition to creatively sourcing for and expediting the urgent purchases 
of Personal Protective Equipment (PPE) such as masks and sanitizers, PCF 
purchased 650 UV sterilizers to disinfect school supplies and toys. It also 
engaged 16 professional cleaning contractors to regularly disinfect all 360 
Preschools, seven Senior Care centres and the headquarters. Additional 
staff financial support included providing a one-off special bonus in March 
2020 for each employee in recognition of their significant additional efforts 
in the face of drastic staffing restrictions, and overtime pay or credit at 
1.5x the normal rate. For staff who were stranded overseas, PCF revised 
their group hospitalization and surgical coverage, to remove geographical 
limitations in the event that they needed medical attention. 

2020 Best Workplaces Spotlight: 
Holistic Wellness
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• foodpanda demonstrated care in a variety of ways, including providing 
financial support to help employees create a conducive home office, 
setting aside a budget to continue with team bonding for social support, 
sharing information about resources for physical and mental wellness, and 
providing an additional paid day off for employees to switch off, rest and 
relax. 

• Staff well-being was a top priority for Signify, especially for their frontline 
employees who interacted with contractors and migrant workers. To 
support the physical, mental and emotional wellness of staff and their 
families, the company provided a laundry allowance to clean work clothes, 
hosted a series of wellness webinars by a trained psychologist, offered 
online yoga sessions, virtual team building and family activities, and 
delivered surprise gifts to show appreciation for its employees. 

• Amgen Singapore instituted a practice for each virtual meeting to start off 
with quick stretches, and stretch breaks for meetings lasting more than an 
hour. It also established ‘Meeting-Free Mondays’ to allow staff to conduct 
focused work without disruptions. Amgen Singapore also extended their 
support to employees’ families by delivering a series of six themed care 
packs containing essential hygiene products, healthy  foods, and family-
friendly items. 

• To support the financial wellness of their employees, Certis provided 
additional one-time wage supplements, ranging from $100 for all 
employees, to $1,000 for frontline workers. Promotions and pay increments 
were continued and bonuses were brought forward to June to support 
their employees during this crisis. This was made possible in part by their 
CEO taking a 15% wage cut, SVPs & above taking a 10% reduction in salary, 
and a wage freeze for the entire Senior Leadership team. 

• Across the globe, DHL Express quickly committed to keeping all of its 
people employed, with no pay reduction. All employees received their 
annual salary increases and bonuses on time, despite worrying business 
performance. A one-time 300 euro bonus was also given to all employees 
globally, to help alleviate financial worries.

• Micron pledged to have no layoffs for 90 days, and provided a one-
time $500 reimbursement for team members to purchase whatever 
they needed to set up a home office. It also implemented a COVID-19 
Assistance Payment scheme and invested in an employee-supported fund 
that provided grants of up to $5,000 to individual team members based on 
needs. To ensure employees’ wellness, COVID-19 safe packs and round-
the-clock telemedicine services are provided to all team members and 
their dependents.
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Looking Ahead….

As organizations consider the safety and well-being of employees going 
forward, there will likely be an ongoing set of physical and environmental 
controls and mechanisms in place, including the use of PPE, social distancing, 
and split team schedules. But workplaces should also build on the experiences 
and learnings of the past year, and continue to attend to the broader, more 
holistic needs of their employees. 

• To support Malaysia-based employees unable to commute to Singapore 
for work due to the closure of travel borders, and to motivate the lean 
manufacturing workforce in Singapore, HP implemented work incentives 
for their manufacturing operators. It gave production crew a Completion 
Bonus and provided lodging and per diem allowance to Malaysian 
employees who stayed on in Singapore to support production. HP 
continued paying production employees who were stranded in Johor 
Bahru due to the movement control order (MCO) and therefore unable 
to work, and redeployed other stranded Malaysian employees to HP’s 
manufacturing site in Penang, Malaysia.

“The caring culture that the company has shown 
especially during this trying period of COVID-19 
months. The company has response fast and take 
all necessary measures to ensure the company 
still functional well, keep the employees update 
on the latest evolvement, and also cares about the 
wellbeing of the employees.”

Employee Verbatim Comment
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5. Embrace Humanity
The nature of a virus is that it affects every person in the same way – regardless 
of hierarchy, wealth, power or stature. It is an equalizer that reminds us of our 
humanity. As many leaders and managers found themselves outside their 
professional environments, addressing the needs of their people from their 
living rooms or home offices, imperfect humanity allowed some to take 
courageous steps to be more open with others, to create equal footing, and 
share a sense of personal intimacy that is hard to do in high-rise corporate 
offices or on busy shop floors. 

Given the complex and uncertain world that we live in, the environment 
demands constant learning and agility. The most adaptable leaders are those 
who are aware of their limitations, have the necessary humility to grow their 
own and others’ potential, and are courageous and curious enough to create 
sincere and open connections with others.10  This open approach allows teams 
to embrace humanity in managing the imperfections of working from home, 
and other unplanned challenges during a crisis. 

In our survey results, as we looked more closely at the expression of humanity 
throughout the various stages of the pandemic, we focused on statements 
related to the factors of Equity, Intimacy and Personal Respect 

10 Chammaro-Premuzic, T., & Bersin, J. (2018). Four ways to create a learning culture on your team. Harvard 
Business Review.

Managers were 
encouraged to 
focus on results 
over activities, while 
maintaining balance 
and demonstrating 
personal interest.
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As leaders responded to address the 
needs of their organizations, some 
were tempted to maintain a façade of 
professionalism and control, by hiding 
any emotions or doubts they might 
have had. However, leaders of our Best 
Workplaces understood that it was up 
to them to demonstrate that it was okay 
not to be fully in control – no one was, 
given the extraordinary circumstances. 
Instead, they showed vulnerability and 
humility, and encouraged others to 
feel comfortable doing the same. In 
other words, these leaders embraced 
imperfect humanity, and addressed 
others with thoughtfulness of mind, 
and kindness from the heart. 

Embrace Humanity

Comparing Best vs. Rest 
2020 BEST 2020 REST

DEFINITION

Equity 
Employees feel like they are paid 
fairly and treated as a full member 
of the team regardless of their 
position.

Intimacy 
Employees are able to be 
themselves at work and feel that 
people care about each other. 

Personal Respect  
Employees feel that management 
provides the resources needed to 
do their job, trusts them to do a 
good job without looking over 
their shoulder, and encourages 
them to balance their work and 
personal life.

Embrace Humanity 

Experience of All Companies 
2019 2020

For 2020, we note an increase in 
the average scores for all Singapore 
companies for each of these factors 
as compared with 2019. We attribute 
this to the consistency of treatment 
and practices for employees needing 
to work from home, as well as those 
on the frontlines. The circuit breaker 
provided many opportunities for 
managers and teams to demonstrate 
Caring for each other, including 
during virtual team ‘check-ins’ and 
informal fun activities and celebrations. 
Personal Respect was demonstrated 
by providing employees with the 
equipment and resources to set up 
home workspaces, and trusting them 
to deliver results, even though no one 
could see what they were doing.  
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• World Wide Technology recognized that remote work could lead to 
longer work days for employees without them realizing it. Employees 
were encouraged to build regular breaks into their day, take personal 
time off, leave their desks when they needed to re-charge, plan time to 
socialize with co-workers, and check in on one another. To alleviate stress, 
employees could block time out during the day, to focus on their kids and 
not worry about work as they juggled home-schooling or childcare. 

• Amgen Singapore provided a host of resources for people managers, 
including a comprehensive ‘Diversity, Inclusion and Belonging Guide’, to 
help them assist their teams to navigate this period of dynamic change. 
They also held forums for their extended leadership to share best practices 
with one another, and curated a set of leadership trainings to better equip 
leaders with skills to show vulnerability, have courageous conversations, 
and facilitate virtual team building exercises. 

2020 Best Workplaces Spotlight: 
Embrace Humanity

Looking Ahead….

The pandemic has brought us closer to our sense of humanness in many 
ways. Looking forward, we expect that Best Workplaces will continue to 
embrace humanity by ensuring equity, personal respect, and fostering 
a more intimate relationship with employees and others. 

In Best Workplaces, Personal Respect was often enabled by technology when 
those without a supportive infrastructure struggled to create effective two-
way connections with employees when workplaces were shut. Recognizing 
that many people managers were not comfortable managing remote workers 
and virtual teams, Best Workplaces provided online training programs and 
materials on virtual management techniques. Managers were encouraged to 
focus on results over activities, while maintaining balance and demonstrating 
personal interest. Some organizations brought managers together in a 
support network to discuss the challenge of people management during the 
pandemic. 
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2020 Best Workplaces 
Support the Singapore 
Community

When it comes to looking out for employees 
on a personal level, Singapore companies did 
well in 2020. But the nature of the pandemic 
highlighted the vulnerability of people in the 
workplace, as well as in the community. Our 
Best Workplaces also make a point of giving back to the communities in 
which they work and live. Providing opportunities to volunteer and work in the 
community can build camaraderie and instil pride. 

During the circuit breaker, a great deal of community support was carried out 
virtually, with much of it focused on supporting local charities which provide 
direct support to local communities. 

• World Wide Technologies turned their ‘Day of Caring’ into a virtual
charity concert to raise funds for several charities, that were then matched
by WWT’s ‘Global Community Impact’ program.

• Salesforce raised money to provide displaced migrant workers with
free meals, and purchased hot meals from local small businesses for
healthcare workers, with staff volunteering their time to deliver the meals
to local hospitals.

• Amgen Singapore donated to ‘The Courage Fund’ to provide relief to
vulnerable individuals and families, and to Touch Community Services to
support low-income families and homebound seniors needing long-term
assistance. They also donated care packs to frontline workers at four local
hospitals.

• Cadence doubled the level of their employee matching donations, and
encouraged giving by showcasing the amazing work employees did
in their communities, such as volunteering for food drives and building
personal protective equipment. The CEO donated 25% of his salary to
COVID relief activities.

• Micron actively supported charities involved in the #SGUnited COVID-19
initiative, such as The Food Bank Singapore and ‘Feed the City’ program,
to provide for local communities in need of resources. The Micron
Foundation increased its matching thresholds, and employees were
allowed to donate the cash value of their accrued time off to charity.
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In addition to financial donations, many of our Best Workplaces were able 
to contribute by leveraging their core products/services and business 
competencies to support the community.

• DHL worked with local government agencies and the Singapore Red 
Cross to package and deliver PPE supplies to frontline healthcare workers, 
and care packages to vulnerable groups, including migrant workers and 
the elderly. 

 
• Medtronic worked with Temasek Foundation in Singapore to provide 

more than 330 ventilators regionally, and responded to urgent calls by 
donating more than USD$1.5 million in PPE supplies to hospitals across 
APAC. 

• Signify provided UVC lamps that kill the COVID-19 virus in common 
areas, including those in migrant worker dormitories.  

• Cisco offered its WebEx technology to support community activities in 
Singapore with Asian Women’s Welfare Association (AWWA), including 
virtual storytelling, chair exercises and bingo for the elderly. 

• Certis extended iTemp, its temperature-tracking solution, to over 270,000 
businesses, to help small and medium-sized enterprises track their 
employees’ daily temperature. 

• PCF supported their customers and the broader community by providing 
fee rebates and waivers for thousands of Singapore families, and care 
packages for children under the ‘KidStart’ program. 

• foodpanda engaged in strategic partnerships to provide island-wide 
delivery of hawker food from over 300 stalls and launched a pilot program 
with ComfortDelGro to work with displaced taxi drivers. 

• HP donated 2,000 HP laser printers to communities, allowing students to 
print notes and worksheets during home-based learning. 
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As we look towards the year ahead, the world will continue to grapple 
with fluctuations in outbreaks, new virus variants, and reconciliation 

of cross-border practices. At the same time, vaccine rollouts, the 
relaxing of travel restrictions, and ongoing health monitoring will 

also take priority as economies work to recover, and businesses 
plan to resume full operations. Yet, none of us expect the world 
to quickly return to what it was pre-COVID, if ever.

After all, we have adapted to new ways of working, shared a 
heightened sense of human connection, and in many cases, 
even changed how we interact. Employees used to come to 
a specific place at a specific time to do specific work. While 

this is still the case for some jobs, our research suggests that at 
least 60% of workers have some degree of flexibility – and up to 

40% have total flexibility, as knowledge work dominates much of 
the service sector. We look at the potential shifts in how we work, in 

three dimensions:

1. Time Continuum:  Specific Time Any Time

2. Place Continuum: Specific Place Any Place

3 Task Continuum:  Specific Tasks Any Tasks

1 Time Continuum – As access and connectivity became ubiquitous, many 
knowledge workers gradually found themselves in “always on” mode, 
as mobile technology became a virtual extension of our bodies. The 
pandemic crisis forced many managers into overdrive to navigate the rapid 
changes, uncertainty and issues that often required immediate support, at 
all hours of the day. As the situation stabilizes and we look towards a post-
pandemic future, we see shifts in expectations and approaches to defining 
work time more clearly — new rules in Europe limiting the “any time” 
phenomenon; leaders stopping the 24/7 responsive email culture; firms 
declaring “no meeting” times/days; teams creating camera-free days (e.g., 
no video meetings); people managers wanting to encourage the benefits 
of “flexibility” without their reports feeling a need to be “always on.”  
Organizations will need to clarify their  expectations of work hours and 
employee availability in a way that will both meet business needs and 
support employee health and well-being.

Path Forward:
To the New World of Work
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2 Place Continuum – Technology led to the advent of digital nomads who 
could work from anywhere as laptops and Wi-Fi became standard issue 
in many parts of the world. However, COVID-19 dramatically accelerated 
the shift towards online work, as office buildings were shuttered and 
lockdowns kept people at home. Jobs that were “impossible” to perform 
remotely were suddenly “possible”, as businesses re-worked processes, 
technologies, security and data management to ensure business continuity. 

 As we look toward offices reopening, employees are challenging the 
prior assumptions about where work needs to be performed. Many 
organizations are making big shifts to hybrid working models — desk/office 
sharing; just-in-time (JIT) offices; global in-office days; all-in jam sessions; 
geographic flexibility with regular virtual and physical social interactions. 
Managing virtual and hybrid workspaces will require new shifts in people 
management practices, team performance and considerations for 
company culture. 

3 Task Continuum – For decades, manufacturing firms have been shifting 
from repetitive assembly line roles to team-based structures that allow 
for task variety, job enrichment and a focus on quality. Professional and 
office roles have often been overlooked when it comes to considering 
task variety. During the COVID-19 lockdowns, organizations with rigid 
roles aligned to tasks had a more challenging time adjusting to the rapid 
changes needed. Many companies are now exploring the need for task 
flexibility, cross-training and team-based structures in order to become 
more agile. Going forward, we expect to see more firms shift on the 
continuum to adopt more flexible structures and ways of working, such 
as self-managed team task management, job sharing and rotation, job 
enlargement and cross-training, to create more meaning in work activities 
while also building a foundation for agility.
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Given these new realities, we highlight four critical leadership considerations in 
the way ahead:

1. Building Trust continues to be a crucial focus. A recent study during the 
COVID-19 outbreak highlighted the need for leaders to improve people 
management skills and build trust.11  Leaders need to have trust, both in 
their own ability to manage remote workers, and in their direct reports 
to work effectively remotely. This requires: 1) educating and preparing 
managers and employees to manage remote work effectively and, 2) 
having higher-level leaders who model and reinforce effective behaviours 
with their teams and direct reports. 

 Building on approaches and examples found in this report, organizations 
will need to continue provide training and resources to build mutual trust 
between managers, teams and direct reports. For people leaders, this 
includes building skills and understanding to manage a virtual workforce 
with trust and empathy, to take a more flexible approach in managing 
based on outcomes over tasks, and to be attentive to the holistic needs of 
their employees. For employees, organizations will continue to build trust 
by actively seeking to understand their needs and challenges, involving 
them in identifying solutions, and creating psychologically safe spaces for 
them to share opinions and learnings.

2. Fostering reinvention, as rapid innovation and adoption are critical not 
just for dealing with external competition, but also managing changes in 
internal processes during periods of uncertainty, such as the COVID-19 
pandemic. Reinvention requires inclusive leadership and active teamwork, 
as well as creating engaging virtual spaces to solicit ideas and stimulate 
creativity and collaboration. 

 Research highlights that companies that ranked higher on managing 
the impact caused by the pandemic were also those with agile business 
practices embedded in their operating models. In their global study, 
Workday found that organizations that responded fastest to the pandemic 
are more likely than all others to have embraced agility, by embedding 
things such as data accessibility and cross-functional collaboration in 
their pre-pandemic operations.12  While the pandemic caused many 
organizations to adopt “spur of the moment” agile methods out of 
necessity, organizations now need to foster a culture that can sustain and 
evolve these agile practices once the crisis is over.13 

11 Parker S., Knight, C. & Keller, A. (2020). Remote Managers are Having Issues. Harvard Business Review, July 30.
12 Organizational Agility: The Key to Driving Digital Growth.” Workday, Workday, 2020.  
13 Rigby, Darrell K, et al. (2021). Develop Agility That Outlasts the Pandemic. Harvard Business Review, February 1.

The Leadership Agenda Ahead
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3. Investing in health and holistic wellness to promote physical 
and emotional well-being has risen on the corporate agenda as the world 
works toward pandemic recovery. COVID-19 has had a great impact on 
employees, with job layoffs and business closures a common occurrence. 
It will be particularly important for employers to maintain a focus on mental 
health as employees continue to navigate the uncertainty and establish 
new routines in their work and personal lives in the new normal.

 A recent article published by the Harvard Business Review highlights that 
the pandemic has resulted in an emerging mental health crisis, with 75% 
of people feeling socially isolated, 67% reporting higher stress, 57% feeling 
greater anxiety, and 53% feeling emotionally exhausted. Approaching 
employee mental health positively and proactively with “compassion, 
honesty and openness”, will help a company emerge from the crisis in 
better stead, as it facilitates the early detection of problems.14  Leaders 
can help promote positive mental health and prevent issues by asking 
employees how they are feeling, demonstrating supportive listening, being 
consistent with supportive mental health messaging, keeping a pulse 
through regular employee surveys, and communicating available mental 
health resources. 

4. Creating a great workplace for all is a call to lead so that an 
organization brings out the best in all its employees, no matter who they are 
or what they do for the organization. Foundational to inclusive leadership is 
effective, two-way communication which becomes even more critical in a 
virtual setting, as interactions are more limited, and often missing in-person 
cues. 

 Inclusive leaders are necessary for the creation of conditions that facilitate 
the emergence of new insights, sharing of diverse perspectives, and 
implementation of good ideas. Inclusive leaders engineer intentional 
opportunities for innovation and collaboration, give “voice” to all thinkers on 
a team, know how to get people onboard with change, and know how to 
harness a team’s diversity to meet business needs.   

 
 This has gained both urgency and importance as organizations and their 

employees have experienced disparate health and economic impacts 
caused by COVID-19, alongside increased societal pressure related 
to fights for justice and equality around the world. By embracing more 
inclusive leadership approaches, senior leaders can create the environment 
to foster high-quality relationships between managers and employees, 
which are vital for maneuvering successfully through a crisis. Ramping 
up efforts to promote diversity, inclusion and equity will continue to be a 
critical part of the management agenda on the road ahead. 

14 Smith, R. (2020). How CEOs can support employee mental health in a crisis. Harvard Business Review, May 1.

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K

2 9   •   ©️ 2 0 2 1  G r e a t  P l a c e  t o  Wo r k ®️ .  A l l  R i g h t s  R e s e r v e d



In Closing

Our 2020 Great Place to Work survey data tells us that even in the worst of 
times, many Singapore workplaces created even more positive workplace 
experiences for their employees, as compared to pre-COVID days. We 
congratulate all of these workplaces and their leaders for their creativity in 
caring, their commitment to community, and their courage to connect. In this 
Insights Report, we have also shown how our 2020 Best Workplaces are well 
positioned to continue building on their people-first practices and trust-based 
organisational cultures to emerge even stronger in the months ahead. 

Challenging times call for leaders who not only are business-savvy but 
are also devoted to fairness, have deep faith in people, and empower all 
individuals to reach their full human potential. This way, all employees show 
up to work inspired, ready to collaborate, ready to adapt and learn, willing to 
put themselves on the line to move the organization forward in advancing its 
mission – whether working in-person or remote.
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Cisco, the co-presenting partner of our 2020 Singapore Insights Report, is 
ranked #2 on the 2020 Singapore Best Workplaces List and ranked #1 on 2020 
World’s Best Workplaces List. 

Cisco’s hardware, software and service offerings create networks that provide 
easy access to information anywhere, at any time. Given their business focus, 
Cisco recently commissioned a survey to understand what employees in Asia-
Pacific want their future of work to look like. Three key findings emerged from 
their Workforce of the Future Report, that organizations may wish to consider as 
they plan their path forward: 

1. Employees want flexibility enabled by technology.
Employees put a high value on flexibility. 89% of workers said they wanted the 
ability to choose whether to work from home or office, and how they manage 
their time, even after offices open up fully. They also want employers to invest 
more in technology and training to allow them to stay productive and engaged 
when working remotely. And they expect their organizations to adopt technology 
that will keep them safer and more secure when they work. While technology 
enables greater connectivity across greater distances, for these new ways 
of working to be sustainable over the long-term, a strong, flexible workplace 
culture is critical. Leaders will need to create a culture that honors transparency, 
openness and inclusion. Cisco emphasizes to its employees the importance of 
everyone being aware – “conscious” – of the environment they are part of, and 
feeling accountable, empowered and expected to act in creating the culture 
they all want. 

2. Technology can enable agility and inclusivity, or be a barrier to it.
In their survey, Cisco asked employees what they would do if they were the CEO 
of their company for a day. 86% said they would prioritize ensuring effective 
collaboration and communication in the hybrid workplace of the future. This will 
require a new set of digital capabilities that enables an engaged and productive 
workforce through the best collaboration experiences, as well as safer, intelligent 
workplaces built not only with secure collaboration, but automation, insights 
and augmentation with artificial intelligence. 

Workforce of the Future Report   https://ebooks.cisco.com/story/apjc-workforce-of-the-future/
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3. Security is foundational.
With the shift to the hybrid workplace, ensuring cybersecurity will be 
critical to success. Cisco’s Future of Secure Remote Work Report revealed 
that 61% of organizations reported a jump of 25% or more in cyber threats/
alerts since the start of COVID-19, while noting that many Asia-Pacific 
organizations were unprepared to make the accelerated transition to a 
remote workforce at the outset of COVID-19. 

A company’s biggest differentiators are its data and intellectual property. In these 
unprecedented times, organizations cannot afford for unsuspecting employees 
and customers to have their personal or proprietary data stolen or shared, and in 
the process, undermining confidence and hurting all stakeholders.

As companies move to more flexible work arrangements, staff may wish to work 
from multiple locations – including their home, and public spaces, like coffee 
shops, that use public networks. These networks often lack the rigorous security 
protocols that companies provide and manage in their own physical space. 

Companies need to ensure that any collaboration tool they use has adequate 
cybersecurity provisions allowing staff to share sensitive and proprietary 
information across collaboration platforms, while protecting against malicious 
attempts to access this information and penetrate the overall company networks. 
Anyone using these tools should be secure by default, without the burden of 
having to configure specific settings. In addition, users need to be sure that their 
personal data is not being shared or sold to third parties by collaboration service 
providers. 

The good news is that as businesses prepare for this hybrid workplace, 
cybersecurity now tops corporate priorities, with 85% of organizations in Asia-
Pacific saying that cybersecurity is extremely important, or more important, 
than before the pandemic. A key aspect of building a stronger foundation for 
cybersecurity is doing a better job educating and building employee awareness, 
to help ensure that the future of remote work is smooth, seamless and secure.

Future of Secure Remote Work Report  https://www.cisco.com/c/dam/en/us/products/collateral/
security/secure-remote-worker-solution/future-of-secure-remote-work-report.pdf)future/
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The Great Place to Work® has been measuring various elements of 
organizational effectiveness around the world since 1996 – and consistently 
in Singapore over the past seven years. This year, more than 24,000 survey 
respondents in Singapore shared their feedback on more than 60 survey items 
that were analyzed for this study. In addition, each organization’s practices 
were documented in Culture Audit responses to the question, “Tell us about 
the bold acts of leadership your organization has taken in response to the 
COVID-19 crisis to create a great workplace For All - for your people, in your 
community or in the world.” 

While this research provides a unique perspective on the response to 
COVID-19 in Singapore, it is important to recognize the limitations of this 
and any study that relies on a sample of data for analysis. For example, 
organizations self-select to participate in our Employee Trust Index Survey™ 
based on their expressed interest in understanding and improving their 
employees’ workplace experiences and comparing their results with industry 
and geographic benchmarks. Participating organizations also vary in their sizes 
and number of survey participants. 

We completed our analysis using logistical multiple regression models 
to highlight variable linkages within a 95% confidence interval. Significant 
differences between Best and Rest companies were also confirmed using 
t-test analysis with 95% confidence intervals. The data associated with each
organization was held in confidence to ensure blind comparison of raw data for
the findings. Additional work will be needed over the coming years to further
analyze the trends noted in 2020. Subsequent studies across Asia may help
highlight the impact of future practices and what makes a great workplace.

About the Study

T R U S T  E N A B L E S  N E W  WAY S  T O  W O R K

3 4   •   ©️ 2 0 2 1  G r e a t  P l a c e  t o  Wo r k ®️ .  A l l  R i g h t s  R e s e r v e d



About Great Place to Work®️

Great Place to Work is the global authority on workplace culture. Since 1992, 
we have surveyed more than 100 million employees around the world, and 
used those deep insights to define what makes a great workplace experience. 
It boils down to trust. Great Place to Work helps organizations quantify their 
culture and produce better business results, by creating a high-trust work 
experience for all employees. Emprising™, our culture management platform, 
empowers leaders with the surveys, real-time reporting and insights they need, 
to make data-driven people decisions. Our unparalleled benchmark data is 
used to recognize Great Place to Work-Certified™ companies and the Best 
Workplaces™ in the U.S. and more than 60 countries, including those on the 
100 Best Companies to Work For® and World’s Best lists published annually by 
Fortune. Everything we do is driven by the mission to build a better world, by 
helping every organization become a Great Place to Work for All™.

To learn about how you can create a great workplace For All, visit 

www.greatplacetowork.com.sg

Join Us Online
Facebook Great Place to Work Singapore

Linkedln Great Place to Work Singapore
Instagram @gptwsg

Contact 65 63383201
 singapore@greatplacetowork.com
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90%

86%

2020 Singapore Best 
Workplaces™ Scorecard

90%

79%

Taking everything into 
account, I would say this 
is a 'Great Workplace'.

SG
BEST

SG
REST

85% 85%86%75% 77%76%

Have pride in what they do Experience Camaraderie 
with their colleagues

MANAGER EFFECTIVENESS INDEX

87% 75%

INCLUSIVENESS INDEX

91% 86%

I am treated as a 
full member here 
regardless of my 

position.

People here are 
treated fairly 

regardless of their 
age.

People here are 
treated fairly 

regardless of their 
race/ethnicity.

People here are 
treated fairly 

regardless of their 
sex.

People here are 
treated fairly 

regardless of their 
sexual orientation.

91% 89% 90% 93%

84% 83% 86%
89%

Trust the people 
they work for

89% 85% 91% 81% 88%79% 73% 81% 67% 76%

Management 
keeps me 
informed about 
important 
issues 
and changes.

Management 
makes its 
expectations 
clear.

Management 
is competent 
at running the 
business.

Management 
does a 
good job of 
assigning and 
coordinating 
people.

Management 
has a clear view 
of where the 
organization is 
going and how 
to get there.
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50%

25%

0%

Demographics of 
Survey Respondents

Age  

Female

Male

Not Listed / Others

25 years or younger

26 years to 34 years

35 years to 44 years

45 years to 54 years

55 years or older

32%

20%

30%

8% 10%

46%

53%

1%

Over
20 years

Less than 
2 years

2 years
to 5 years

6 years
to 10 years

11 years
to 15 years

16 years
to 20 years

8%8%
10%

20%

29%25%
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Selection of 2020 
Singapore Best Workplaces™

“Tell us about the bold acts of leadership your organisation has taken in 
response to the COVID-19 crisis to create a great workplace For All for your 
people, in your community or in the world.”

To determine the Best Workplaces, our team of culture consultants reviewed 
and ranked each Culture Audit according to: 

1. the impact of the COVID-19 crisis on the organisation, its business and
people,

2.  the strength and consistency of leadership action taken in response,

3. the level of care, human touch and generosity demonstrated in
supporting employees and their families, and

4. the breadth of action and impact on their people and communities.

The response to the Culture Audit question accounted for 40% of the overall 
ranking. This was combined with each organisation’s Trust Index Survey results, 
which accounted for 60% of the overall ranking in determining our 2020 Best 
Workplaces. 

PrideCamaraderie Employee’s

Fairness

Credibility

Respect

Ma n a g ement

Wo r k

C
o

l l ea g u es

TRUST

A great place to work is one where you 
trust the people you work for, have pride 
in what you do, and enjoy the people 
that you work with. Our selection of 
Best Workplaces always begins with 
the employee experience, measured by 
the results of our Employee Trust Index 
Survey™ across 60 survey statements. 
We also use our Culture Audit to assess 
the management’s approach to creating a 
great workplace For All. 

For 2020, in recognition of the great 
disruption that leadership confronted 
due to COVID-19, we focused our Culture 
Audit on one question: 
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Top 10 Medium & Large Workplaces™
1.  DHL Express (Singapore) Pte Ltd
2.  Cisco
3.  Salesforce
4.  Medtronic
5.  Amgen Singapore Manufacturing
6.  PAP Community Foundation
7.  Micron Semiconductor Asia Operations Pte Ltd.
8.  Certis
9.  HP Inc.
10. foodpanda

Top 3 Small Workplaces™
1.  Signify Singapore
2.  Cadence
3.  WWT APJ-Singapore Pte Ltd

Special Award: 
Resilience Award
Tan Tock Seng Hospital

2020 Singapore 
Best Workplaces™
Award Winners




