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Have a chat with REY ELBO via Facebook, LinkedIn or Twitter or 
send your workplace questions to elbonomics@gmail.com
or via https://reyelbo.consulting

O P I N I O N

Cisco study finds 92% in Philippines
prefer hybrid work arrangements

W e are a food and beverage manufacturer with 300 workers including 250 
from three manpower agencies that compete to give us the most qualified 
workers. The proportion of temporary workers is higher than regular job 

holders to make it easy for us to discipline individuals, which is done by their employer-
agencies and subcontractors. Is there a problem with that kind of set-up? — Water Lily.

To better understand your question we need to go back through history. People 
management started with the “cabo” system or the master-slave relationship during 
the period of Spanish colonization. “Cabos” acted as suppliers of cheap labor to small 
employers. Today, such an arrangement is known as the illegal practice of labor-only 
contracting, which facilitates the abuse of employees.

That’s the reason why trade union organizations are up in arms against labor-only 
contracting arrangements, which in some cases are done with the help of manpower 
agencies. For employers, such an arrangement is an important business strategy not 
only to fast-track worker discipline but to prevent the entry of unions.

Central to this issue is whether or not the jobs you’re assigning to the employees 
of manpower agencies are “necessary and 
desirable” to the conduct of your busi-
ness. My point is that, I can’t simply tell you 
whether you have a problem or not in the 
absence of more information.

Corollary to this, we must understand that 
the existence of an employment relationship is 
subject to a four-point test — the points being 
the selection and engagement of employees, 
direct payment of wages, the power of dismissal, 
and the power to control employee conduct. 

EMPLOYEE RETENTION
There are many questions that we must answer in your situation. And if we were to 
narrow down the issues, employee retention can’t possibly be done under the circum-
stances. One way of determining whether you have a problem is the attrition rate — if 
yours is in the double digits then you have a potential issue. Do you know the turn-
over rate for both your temporary and your regular workers.

After all, what kind of employer would want to shoulder the cost of repeated 
hiring and firing? While you’re in the process of sourcing and onboarding employees, 
you’ll be wasting a lot of time, money and effort in training them. In most cases, in 
the first few months, your new hires (be they direct hires or supplied by manpower 
agencies) could be unproductive or turning out poor quality work.

Not to mention, some agency employees are prone to habitual absenteeism and tardi-
ness. I’ve interacted with many employers, big and small, that focus on retaining workers 
for the long term. They’re the real winners because they have well-planned comprehensive 
employment strategies that treat their employees (regular or not) as customers.

To help you understand what I’m talking about, I have come up with some basic 
steps to help the human resource (HR) department create and maintain a highly 
productive and motivated workforce:

One, employee retention is based on an HR planning process. In this case, HR 
analyzes the environmental factors to approximate demand for regular workers. 
They don’t guess as to the number of their employees for a certain period. They do 
their forecast by answering questions like, how are employees distributed, what are 
their demographics, what is the skills requirement, and so on. You can’t do this with 
manpower agencies that supply low-skilled workers.  

Two, employee retention is based on motivating regular workers. Highly 
competitive employers don’t rely heavily on casual and temporary workers. In your 
case, this is clearly a red flag as temporary workers outnumber the regular ones. Such 
companies nurture and motivate regular workers to become potent forces in achiev-
ing business goals, rather than hiring temps with a “temporary” mindset.

Three, employee retention is managed by HR professionals. They have well-
rounded, strategic experience in managing people, mainly in championing labor 
rights, balanced with business interests. They’re not your typical bureaucrats who 
blindly follow the business owner’s instructions to hire only “endo” workers. What 
separates good HR people from bad is their strict adherence to the rule of law, to the 
point where the appearance of labor inspectors does not faze them.

Last, employee retention is based on proactive communication. The questions 
to be resolved are: Is management giving the right amount of information about the 
company’s plans and programs? Is it interested in knowing the employees’ difficul-
ties in performing their job? Why or why not? If there’s no routine communication, a 
grapevine dominated by rabble rousers and potential union agitators will fill the void 
with twisted information to meet their own ends.

DUE RESPECT
Employee retention starts with selecting, hiring and onboarding the right people. 
Unfortunately, per my experience, you can’t do this with manpower agencies and co-
operatives, as they tend to provide low-skilled individuals. Of course, there are a few 
exceptions. Ninety-five percent of the time, agency workers will have a mindset that 
they are staying only for few years, and are looking for better employment elsewhere.

Agency employees see the world differently. People managers play a critical 
coaching role to bring out the performance expected. A critical element here is giving 
workers due respect, regardless of their employment status. 

Is it possible to hire 
exceptional temporary 

workers?
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ELBONOMICS: An 
employer who cheats
its workers will also
cheat customers.

TECHNOLOGY company Cisco 
Systems, Inc. said its research has 
indicated a 92% preference for hy-
brid work in the Philippines, saying 
that technology has established it-
self as an enabler of alternative work 
configurations, though it called for 
such arrangements to be supported 
by “end-to-end security.”

“ N i n e t y - t w o  p e r c e n t  o f 
Filipino respondents are hap-
pier working from any-
where,” Cisco said in a 
statement, the results of 
a survey it conducted.

“Technology is a key 
enabler of growth in the 
hybrid workplace, and it 
needs to be underpinned 
by end-to-end integrated 
security. Organizations 
should prioritize a robust 

security posture that underpins every 
digitalization effort and ensure that 
cybersecurity is at the core of their 
technology architecture,” it added.

The company surveyed 28,000 
employees in 27 countries, which in-
cluded more than 1,050 respondents 
from the Philippines. Seventy-nine 
percent of Filipino respondents 
reported that they saw an improve-
ment in the quality of their work in a 

hybrid work arrangement.
Also,  75% of the 

respondents from the 
Philippines believed 
that their productiv-
ity was enhanced, while 
84% said their role can 
now be performed “just 
as successfully remotely 
as in the office.” — Arjay 
L. Balinbin
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Position: Project Manager
Company Name: DSCP Inc.

Address: Unit 306 3/F Bldg. No. 2 Marbella I Condo Bldg., Roxas Blvd., 
Brgy. 013, Pasay City

Contact No.: 0955-724-1290
Email Address: hr@dscpi.com

Qualifications:
•	 Bachelor’s/College Degree in any field
•	 Knowledge in MS Office and other applications required in creating and 

submitting reports as well as project management tools
•	 Ability to lead project teams of various sizes and see them through to 

completion
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