Employees

We are committed to
building a healthier, more
diverse and future-ready
workforce that will boost
our ability to spearhead
the transformation of
banking in a fast-changing
business environment.

Building a future
ready workforce
s   TRAINING SESSIONS EACH YEAR
s   TRAINING DAYS UNDERTAKEN
BY $"3 EMPLOYEES IN 
s 4HREE ACADEMIES LAUNCHED

Establishing
a strong culture
s  OF OUR EMPLOYEES ARE
ENGAGED BASED ON  -Y 6OICE
3URVEY HIGHER THAN THE !0!# &3)
&INANCIAL 3ERVICES )NDUSTRY SCORE

Creating an inclusive
and supportive
environment

Live
purposeful
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s   $"3 EMPLOYEES PARTICIPATED
IN THE I3TEP INITIATIVE TO
ENCOURAGE EXERCISE AS PART
OF HEALTHY LIVING
s /VER TWO BILLION STEPS WERE
COLLECTIVELY TAKEN OVER  WEEKS
AS WE HAD FUN EXERCISING
s $"3 #ARES PROGRAMMES WITH
3' INITIATIVES SUCH AS 3'$ 
AWARD FOR EVERY EMPLOYEE RANKED
6ICE 0RESIDENT AND BELOW

DBS is committed to creating a collaborative
work environment and equipping employees
with the latest tools and technology. It
is imperative to have highly engaged
employees who feel valued and take pride
in the growth of the business.
The overall well-being and continual
development of our 22,000 employees will
help DBS to fulﬁll our aspiration to make
banking with us a joy.

Building a future
ready workforce
Continued investment in our people is a key
priority for us. With the increasing threats
posed by ﬁntechs, it is necessary for us to
future-proof our employees and inculcate
a digital mindset in them.
We grew our workforce by approximately
1,000, primarily in Institutional Banking
and Consumer Banking, to support strategic
initiatives and meet business needs.
We also grew headcount to support our
digital initiatives. We hired a more diverse
group of people including user experience
designers and data analysts. Our talent
pool in compliance, governance and risk
management has also grown to meet
the requirements of the evolving
regulatory landscape.
The newly established DBS Academy
learning centres in Singapore, Indonesia
and Taiwan set a new benchmark for
innovative learning spaces and approaches
in the region. The DBS Academy conducts
close to 15,000 training sessions each
year, including a growing number of
digital courses.
In Singapore, we also work with the
government on future-prooﬁng our
employees. Over and above the
government’s SkillsFuture programme
to promote life-long learning, Singapore
employees ranked up to Senior Associates
are given SGD500 DBS SkillsFlex Credit
annually. They can use this to attend
10,000 courses organised through the
government’s SkillsFuture programme as
well as 50 external courses that DBS has
specially designed with NTUC LearningHub,
a leading training provider. The courses
cover topics that are relevant to the rapidly
changing landscape including social
intelligence, computational thinking
and new media literacy.
In 2015, the number of training days
undertaken by DBS employees rose to
129,000 days, which was 27% more
than 102,000 days in 2013. This covers
functional, leadership and future skills
building. More than 450 customised
learning roadmaps were built to cater
to the different learning needs of our

“We hope to equip our employees with the
relevant knowledge and skill sets that will better
prepare them to innovate and lead change in
the industry. We want them to embrace a digital
mindset through greater experimentation and
experiential learning.”
Chairman Peter Seah
employees. Employees can also personalise
their own learning roadmaps, assess their
individual career progression and utilise
the opportunities available in DBS to help
them to accelerate their careers. In 2015,
employees underwent an average of
6.4 days of training.
We encourage employees to embrace a
digital mindset through experiential learning
and experimentation through programmes
such as DBS Hackathons, where they work
with start-ups to develop solutions to
business challenges. As a start, more than
2,000 employees gained exposure to digital
culture, agile methodology and other digital
working concepts through human-centred
design workshops and hackathons held
across the region. In 2015, when the bank
launched the DBS HotSpot Pre-accelerator,
a three-month programme to help
digital start-ups grow their concepts into
prototypes, a few employees jumped
on the opportunity to go on paid
sabbatical to work on their prototypes.
Beyond this, employees also get to work
with research and analytics experts from
A*STAR, a government science and
technology research agency, and Singapore
Management University to develop
innovative products and services. This has
helped to fast track the adoption of analytics
across the bank.

We also have a well-established internal
mobility programme that enables our
employees to broaden their exposure across
businesses and markets. Since the launch
of the programme in 2010, participation
has been steadily increasing. In 2015,
26% of positions were ﬁlled via internal
transfers. This continues to be a priority
for us as we strongly believe in creating
more well-rounded bankers and providing
opportunities for career development.

Employee KPIs

Internal mobility
Positions ﬁlled internally

23%

2014

26%

2015

DBS women leaders sharing their career growth experiences with our colleagues
in a panel discussion conducted in our new amphitheatre, The Curve, at DBS Academy
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To groom the next generation of leaders, we
have in place a robust succession planning
strategy to identify future leaders at all
levels. We provide them with development
opportunities and help them build a strong
collaborative network. Our Leadership
Institute, part of the DBS Academy, offers
a series of programmes for employees at
different stages of leadership development
from aspiring to management leadership.

Establishing
a strong culture
Our people are our best ambassadors and
all employees play a part in making banking
joyful for our customers. This shared
purpose is bolstered by our PRIDE!
values – Purpose-driven, Relationship-led,
Innovative, Decisive and E!verything Fun.
We believe effective communications is core
to aligning our employees to organisation
goals and priorities. To ensure that our
employees embrace the PRIDE! values and
understand our business priorities, our CEO
and senior management actively engage
employees through various platforms across
the year including staff brieﬁngs, interactive
blogs and webcasts.
In August, over 4,400 employees across the
region participated in a week-long online
exchange where they engaged in over 730
topics around digital, customer experience
and innovation. The insights garnered from
the exchange helped us discover even more
ways to live our values. Additionally, about
800 senior leaders attended the PRIDE!
Leaders Programme, and a majority signed
up as change leaders to help champion
our PRIDE! values.
All these efforts have resulted in a strong
engagement outcome for DBS. 79% of our
employees are engaged based on the 2015

My Voice Survey conducted by Aon Hewitt.
The survey also shows that 84% of our
employees are purpose-driven and believe
what they do makes a difference.

Creating an inclusive and
supportive environment
We are committed to providing an inclusive
work environment where every employee
can develop professionally and personally.
When it comes to gender diversity, we are
ahead of peer commercial banks. 57% of
our workforce are women. One-third of
management positions are held by women.
We believe in being there for our people
and supporting them with ﬂexible beneﬁts
that meet their present and future needs.
More recently we refocused our recognition
and rewards programmes towards insuring
for health and providing more choice
to employees.
Employees can leverage the Flexi Work
Arrangement programme to balance their
professional and personal needs. Through
iFlex@DBS, employees also receive a
ﬁxed sum of money every year to use
for wellness activities including dental
treatments or vacations.
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Families are important to us and viewed
as part of the extended DBS family. We
organise annual events such as DBS Kids
at Work and Family Day so that their loved
ones can better appreciate how they are
helping to shape the future of banking.
Employees also receive birthday leave,
which they can use to spend more time
with their family or friends.
These initiatives go a long way in creating
a fun and engaging environment for all
of us at work. We continue to innovate
and implement new ideas and concepts
to strengthen our engagement with
our employees.

We also believe that a healthier workforce
is a more effective one. Since 2011, the
bank has provided free annual health
screenings for all employees. This enables
staff to identify and address emerging health
concerns early. DBS was also one of the ﬁrst
organisations in Singapore to pioneer the
“Shield Companion Plan” – a medical plan
that complements our employees’ portable
enhanced MediShield Plan. Under this
scheme, the bank also pays a certain
sum into employees’ MediSave accounts
to subsidise the premium for their
portable medical plans.
Innovative learning facilities at the DBS
Academy in Singapore – our employees
having fun learning with crossword puzzles
on a digital interactive screen.

Employee KPIs

Employee Engagement Score
This year, we achieved an employee
engagement score of 79%, higher
than the APAC FSI (Financial
Services Industry) score. As this is
the ﬁrst year we transitioned away
from Gallup Q12 score to the My
Voice employee engagement index,
our Q12 grand mean score would
have been 4.39 on a comparative
basis. This placed us at the 96th
percentile of all companies surveyed
globally by Aon Hewitt.

This year, as part of the DBS Cares
programme, we launched an integrated
health management portal, iHealth@DBS,
to promote holistic wellness among our
employees. The portal connects seamlessly
with mobile devices and wearables to
provide our employees with greater insights
into their overall well-being. The bank
also launched a workout challenge, iStep
Challenge, to get our employees to embrace
healthy living in a fun way. Around 6,000
employees formed teams and took up the
challenge to increase the number of steps
they take each day.

DBS Q12 grand mean score

4.00

4.11

2010

2011

4.31

4.31

4.36

4.39

2012

2013

2014

2015

Our employees embracing healthy living and
participating actively in iHealth programmes.

Making DBS a great place to work
/UR RETENTION RATES ARE BETTER THAN THE INDUSTRY AVERAGE WITH MORE PEOPLE CHOOSING TO GROW THEIR CAREERS WITH
$"3 /UR EFFORTS TO BUILD A GREAT WORKPLACE HAVE PAID OFF AND WE CONTINUE TO BE AN EMPLOYER OF CHOICE
)N  $"3 WON  (2 AWARDS ACROSS OUR CORE MARKETS IN RECOGNITION OF OUR OUTSTANDING PROGRAMMES +EY AWARDS
INCLUDE THE 'ALLUP 'REAT 7ORKPLACE !WARD THE )NSTITUTE OF "ANKING AND &INANCE 3INGAPORE )NSPIRE !WARD AND
(2-S (AYS !WARD FOR %MPLOYER OF #HOICE IN 3INGAPORE )N THE  E&INANCIAL#AREERS @)DEAL %MPLOYER RANKINGS
$"3 IS AMONG THE 4OP  COMPANIES THAT lNANCIAL PROFESSIONALS IN !SIA WANT TO WORK FOR

Key Highlights
in 2015

Key ongoing programmes
& initiatives

Feel valued
s $"3 #ARES PROGRAMMES WITH
3' EMPLOYEE INITIATIVES
s I(EALTH PROGRAMMES n SHIFT
AWAY FROM INSURING FOR ILLNESS
TO INSURING FOR HEALTH
s )NITIATIVES THAT TIE IN WITH ,%33 n
,IVE WELL %AT WELL 3AVE WELL
3TAY WELL
s I3TEP n COLLABORATIVE DIGITAL
EXPERIENCE TO HEALTHY LIVING

s &LEXIBLE WORK ARRANGEMENTS
s I&LEX n mEXIBLE BENElTS SCHEME
s $"3 #ARES n +IDS AT WORK AND
FAMILY DAY PROGRAMMES
s %NHANCED BANKING PRIVILEGES
s "ANKING THE !SIAN 7AY !WARDS n
INTERNAL RECOGNITION PROGRAMMES
FOR THE lVE !SIAN PILLARS
s 3POT AWARDS n RECOGNISING
THE OUTSTANDING CONTRIBUTIONS
OF INDIVIDUALS

Experience growth and progress
s ,AUNCH OF NEW $"3 !CADEMY
ACROSS 3INGAPORE )NDONESIA
AND 4AIWAN
s 3KILLS&LEX n ADDITIONAL
$"3 FUNDING FOR 3INGAPORE
EMPLOYEES UP TO 3ENIOR
!SSOCIATE LEVEL OVER AND
ABOVE 3KILLS&UTURE FUNDING
s $IGITAL MASTERCLASS AND
HACKATHONS TO DRIVE
DIGITAL MINDSET

s I'ROW n CAREER GROWTH FRAMEWORK
s     INTERNAL MOBILITY
PROGRAMMES n ENCOURAGE GROWTH
AND BREADTH OF CAREER EXPERIENCE
ACROSS $"3
s %MPOWERING LEARNING AT
$"3 THROUGH CUSTOMISED AND
PERSONALISED LEARNING ROADMAPS
 ROADMAPS BASED ON
JOB FAMILIES
s ,EARNING CURRICULUM COVERING
FUNCTIONAL LEADERSHIP AND
PERSONAL EFFECTIVENESS
PROGRAMMES

Feel connected
s *AM SESSION n LAUNCH OF NEW
INTERACTIVE TOWNHALL FORMAT
FOR EMPLOYEES TO ENGAGE WITH
THE LEADERSHIP ON STRATEGIC AND
IMPORTANT PRIORITIES AT $"3
s 02)$% ACTIVITIES TO EMBED THE
CULTURE AND CORE VALUES AT $"3
s $"3 0OWER 5P n A MOBILE
PLATFORM DELIVERED TO
EMPLOYEES BY (2 THAT
PUTS INFORMATION LEARNING
AND COMMUNITIES IN THE
HANDS OF EMPLOYEES

s 4ELL 0IYUSH n DIRECT FEEDBACK
CHANNEL TO 0IYUSH
s 4OWNHALLS BLOGS AND
QUARTERLY BRIElNGS
s 3ENIOR LEADERS OFFSITE n
DRIVE ALIGNMENT AND
COMMITMENT TO STRATEGIC
PRIORITIES THROUGHOUT
THE BANK
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