
Stressors

Work-Life Harmony for Sustainable Growth
Flexible Work Arrangements (FWAs)

During previous PMO-SG engagements, some

families cited long working hours, lack of workplace

support and understanding, and the inability to take

time off for fertility treatments as contributing factors

to a late start in family planning, and difficulties in

managing their work and family responsibilities. As

a follow-up engagement, 13 progressive businesses

were invited to share their success stories and

challenges in implementing flexible work

arrangements (FWAs) to support work-life harmony.

1. Airbus shared their observations on employees

in Singapore vis-à-vis other countries. Both local

hires and expats in Singapore experienced a

high level of mental stress compared to their

international counterparts. The children of

employees also faced higher levels of mental

stress.

2. Women in Singapore face heightened economic

stress, which sometimes caused them to return

to work prematurely.

3. There was also a common fear of being “out of

sight, out of mind”, which could contribute to

employee unwillingness to take up FWAs.

The business case for FWAs

1. Businesses should offer flexibility of work to

employees outside of monetary compensation. It

is particularly important for businesses which

cannot afford to pay top dollar, as a competitive

strategy for hiring top talent.

2. FWAs are good policy levers to encourage

women to return to the workplace, thereby

ensuring that the companies retain talent.

3. Flexibility is the standard, not the exception.

Employers must adopt FWAs or risk losing talent

to other companies in the long term, especially

as employees have experienced and enjoyed

FWAs to a large extent in the pandemic.

Leaders need to ensure that employees would not

be penalised for taking up FWAs.

The following were identified as noteworthy areas for

businesses to drive culture change.

– Jannik Termansen, 3M
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2. Hold Managers Accountable.

While progressive policies may be in place, the

mindset of an individual’s line manager significantly

impacts the actual experience of the employee. To

drive the change in cultural mindset, it is important to

hold managers accountable for the success and

well-being of their employees through the setting of

appropriate KPIs.

P&G ensures that managers are committed to the

growth and development of their employees.

Besides delivering the business, P&G managers

are accountable to build a pipeline of outstanding

and diverse leaders with business relevant

mastery. They engage employees on their career

goals and aspirations as input to the talent

planning process.

3. Training for Both Sides of the Conversation.

It is important to create a safe and supportive

environment. Both sides must be trained to

undertake conversations about the way they would

like work to be changed to fit their work-life needs.

Managers need to be trained on sensitivity, while

employees need greater awareness on how to

leverage FWAs to optimise their work-life

commitments. This training is instrumental in

establishing norms, which would improve FWA take

up rates.

In Danone, the manager is required to go for pre-

maternity and post-maternity training with the

employee. Johnson & Johnson, Microsoft and

Fresenius had rolled out similar manager

sensitivity training programmes.

In Accenture, two months before a new parent

returned to work, the manager would have a

conversation with the employee to understand their

personal situation and support needed. There is a

“No-Fly” Programme, which recognises that new

mothers may not be comfortable with work travel in

their first year post-partum.

1. Flexible Guidelines.

Bearing in mind the unique work context of each

employee, a “one size fits all” policy framework

would not be meaningful. Rather than implementing

policies, guidelines which allow for greater latitude

when employees and their managers discuss FWAs

are more important.

In Airbus, employees work from home 2 days a

week, with the other 3 days designated as flexible

work, to be determined between employees and

managers.

3M recently launched a “Work Your Way” Initiative,

which empowers employees to choose between

different options for flexible work arrangements

and start discussions with their managers. This

was similar to HP’s new Work Hybrid system.
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4. Foster Sense of Belonging.

Programmes must be put in place for employees to

gain and retain a sense of belonging amidst physical

distance. This is important for employee motivation

and talent retention.

CDL implemented informal sessions for

employees to bond on Fridays. On top of its

Employee Assistance Programme, regular virtual

mental and physical wellness programmes are

organised by its Health & Well-being champions to

support staff when they are working remotely.

Johnson & Johnson and Singtel created

ecosystems which propagated “loopback”.



6. Extend Care to Families.

Companies can demonstrate their commitment to

their employees by extending care to their

dependents and spouses.

Airbus expanded its insurance coverage to all

employees’ dependents and spouses, on top of its

generous leave programmes.

DBS empowered employees with infant children

to work from home for an additional 6 months after

the conclusion of maternity leave. In cases where

childcare centres were closed due to the

pandemic, employees were further empowered to

work from home for the duration of the closure.

Furthermore, in the unfortunate event where an

employee passed away, DBS committed to a

$500 monthly support to each child, up to the age

of 21.

CDL went beyond financial wellness talks for its

employees, extending the programme to their

children by organising virtual talks on basic money

management concepts.
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5. Support Both Parents.

Implement support for both fathers and mothers,

such that men are offered opportunities to take on a

more involved parental role.

P&G offers additional paternal leave, flex-leave

schemes and additional infant care leave for

parents with children under 2 years old.

From the announcement of a pregnancy, Danone

offers parental coaching support for both expectant

fathers and mothers. Provided by an external party

under Danone’s “1000 day care” programme offer

prenatal and postnatal coaching, job protection,

access to health & nutritional counselling,

exclusive lactation facilities, access to Danone

products (in line with WHO standards and local

legislation policy) and back to work program to

ensure a smooth transition back into the

workplace.

1. Participants shared that FWAs were here to stay.

A new way of working would be through hybrid

teams, where employees are segregated according

to their work-life needs- (i) in-person production

work, (ii) flex-workers who come to office only for

collaboration and strategic meetings (iii) fully remote

workers.

2. Other than remote working, other forms of FWAs

can be explored. Through the pandemic, DBS had

experienced success in job sharing modes.

3. Amidst greater flexibility in the modality of work, it

is important for companies to set boundaries to

safeguard the mental wellbeing of their employees.

Some examples raised during the session were:

P&G implemented a “Pause & Recharge” week, in

which the company powered down and

encouraged employees to take a break to focus on

wellbeing and personal development

DBS started a weekly “Are you okay?” check-in

session for their employees, creating a platform for

employees to share any issues.

DBS and Microsoft instituted no-meeting days to

enable employees to focus on clearing work so

that they could enjoy their weekends.

Singtel is currently exploring the launch of an app

for employees to give feedback and assess their

state of mental wellness. By harnessing the power

of anonymised data, the organisation would be

able to identify areas of improvement.

1. Participants shared that FWAs were here to stay.

A new way of working would be through hybrid

teams, where employees are segregated according

to their work-life needs- (i) in-person production

work, (ii) flex-workers who come to office only for

collaboration and strategic meetings (iii) fully remote

workers.

2. Other than remote working, other forms of FWAs

can be explored. Through the pandemic, DBS had

experienced success in job sharing modes.

3. Amidst greater flexibility in the modality of work, it

is important for companies to set boundaries to

safeguard the mental wellbeing of their employees.

Some examples raised during the session were:

4. For MNCs with a workforce spread across the

global, there is a need to study the impact of hybrid

work on corporate tax structures. Both Johnson &

Johnson and 3M highlighted the need to engage

governments for deeper insights into labour laws and

policies.

5. Large corporates can do their part to drive the

creation of a supportive workplace within their

ecosystems by acting as champions, as shared by

HP. Microsoft made public its internal guidelines for

FWAs and published a Work Trends Index on Hybrid

Work. Nonetheless, participants acknowledged that

challenges remained for employees on shift or

ground work and for SMEs with a leaner workforce.

These themes could be explored in subsequent

sessions.
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