





MANAGEMENT, TRAINING & EMPLOYMENT

To address these challenges, the
best companies secure senior man-
agement’s commitment and focus on
delivering tangible value to share-
holders by developing specific tar-
gets that will be used to measure and
encourage continued improvements
in program results. These programs
utilize cross-functional teams with
a broad understanding of complex
program management, human re-
sources, real estate, technology and
business processes.

Technology: A common challenge
with technology is the failure to select
the right people for the project. Banks
that perform poorly in technical issues
of flexible working fail to plan for con-
nectivity challenges, security, provision-
ing or overlook an integral component.
Other providers fail to plan for the im-
pact of wide-scale remote and mobile
employees working varied hours. Or
they don’t provide technology that can
be consistently accessed from various
locations and establish the requisite
technology standards and frameworks
which will allow employees to operate
in a functioning and secured computing
environment. Other banks trying to ad-
dress standards adopt “one size fits all”
solutions and then overspend for un-
used licenses or pay for services that are
not required and don't fit the many dif-
ferent needs of various business units.

To address these technical chal-
lenges, the best programs start with a
technology strategy and vision that in-
corporates flexible working and then
apply appropriate technology tools built
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on an agile framework. These programs
leverage collaborative tools that fa-
cilitate employees sharing and working
with one another, regardless of location.
These programs universally embrace
new (but proven) technologies which
facilitate working from the most conve-
nient location, be it their home, a client
site, a hotel-type office or any flexible
corporate location.

People: People are at the heart of all
successful programs. While programs
that have challenges often overlook the
importance of social networking and ca-
reer advancement, the most basic failing
is typically communication.

Whereas, the most effective imple-
mentations clearly articulate and com-
municate the value, objectives and
measures of the program; gain com-
mitment from managers at all levels
within the organization; qualify em-
ployees to participate, both on job fit
and employee performance level; align
performance measures with outcomes,
results and customer satisfaction; ad-
dress criteria for career advancement;
and develop methods for social net-
working among staff.

Productivity: Productivity challenges
can emanate from a variety of sources,
including vague or overly broad em-
ployee job descriptions, a lack of trust
in the program, insufficient training and
support, and changes to core business
processes that may be impacted by flex-
ible working arrangements. Those firms
that don't measure and monitor prog-
ress toward goals often fail to achieve
optimal results.
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To obtain the best results from these
programs, businesses re-think business
processes and confirm nearly all pro-
cesses are focused on outcomes, rather
than time worked. The businesses also
prepare for processes and functions that
are most heavily impacted.

Strategic flexible working programs
create competitive advantages by al-
lowing banks to improve productivity,
employee satisfaction, attract and retain
employees, and allow lower occupancy
expense per employee. These programs
also provide flexibility for companies
as the markets change. Strategy-driven
programs avoid the many traps and chal-
lenges encountered by traditional pro-
grams. When implemented as a strategic
priority, it can produce millions of dollars
in annual savings. In the past, what was
good for the corporation was not neces-
sarily good for the employees, but that
is not the case with a strategic flexible
working program — a properly executed
strategic flexible working program de-
livers the often sought-after, but rarely
achieved, “win-win” result for both the
corporation and its employees. A
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