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Meeting Summary 

The role of Employers’ Organizations in Matching Skills and increasing 

Mobility across the ASEAN region: 

Employers’ Regional Workshop – ASEAN TRIANGLE Project 

Bali, Indonesia 6 November 2013 

Purpose of meeting 

 

To support national employers’ organizations in responding to issues related to skills and 

mobility, the ILO Bureau for Employers’ Activities (ACT/EMP) organized a regional workshop in 

the framework of the ASEAN TRIANGLE project. Through presentations by regional and global 

experts and open discussion between ASEAN employers, the workshop aimed to increase 

businesses’ understanding of the implications of skilled labour mobility and to discuss challenges 

and good practices of employers in relation to migration in all skill categories. 

 

Meeting Structure 

The objectives of the meeting were for participants to identify policy positions to address 

priority issues with a particular focus on the following central themes: 

The meeting will be structured around three central themes: 

1. Recruiting Skilled Labour in ASEAN – Current Practices and the Future;  

2. The role of Employers’ Organizations (EOs) in facilitating increased mobility and 

improve Skills Recognition; and  

3. The role of Employers in developing National and Regional Skills Policy Frameworks.  

 

These positions would then be consolidated into a comprehensive ACE policy paper on Skills 

Matching and Mobility to be circulated to members ahead of the next regional meeting in  

April 2014. 

Outcomes  

The anticipated Outputs for the meeting were the: 

• Identification of priority issues related to Skills Matching and Mobility leading up to the 

AEC 2015; 

• Development of clearly defined positions on skills recognition and labour mobility policy 

for each stage of the labour migration process, with a particular focus on: 

o Recruitment and placement of migrant workers; 

o National and regional processes for skills recognition and assessing industry 

demand for skilled labour; and 

o Opportunities for migrant workers to upgrade their skill sets and the role of 

employers in facilitating this. 
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EXECUTIVE SUMMARY 

On 6 November 2013 the ILO hosted “The Role of Employers’ Organization in Matching Skills 

and increasing Mobility across the ASEAN region: Employers’ Regional Workshop” in Bali, 

Indonesia.  The meeting was attended by all 10 members of the ASEAN Confederation of 

Employers (ACE) and focused on the skills and mobility challenges ahead ASEAN integration in 

2015. Over the course of the workshop ACE members identified the following areas as a 

priority: 

• The recruitment – employer – worker relationship requires significant attention 

particularly where the engagement of recruitment agents are concerned.   

o More effort needs to be invested into creating a level playing field in which 

employers and workers clearly understand their roles and responsibilities and 

where expectations on both sides are well managed.  (Note: the issue of 

recruitment is a stand-alone technical issue which will also be addressed by ACE 

members in November 2014). 

o In particular greater transparency and consistency in fee-charging arrangements 

and other regulatory measures should be a priority. 

 

• Employers’ Organizations and their members need to take the lead on Human 

Resources Development Policy in both a demand and advocacy capacity.  It is crucial 

that EOs ensure that these activities are well backed up by accurate empirical evidence.   

o In addition, in order to effect the fundamental reforms in skills and labour 

mobility by 2015 EOs need to commence dialogue and tangible advocacy action 

now. 

 

• Employers recognize the necessity of investing in training to upskill workers but are 

primarily constrained by a lack of time.   

o Incentives to encourage employers to invest time into upskilling would alleviate 

some of these concerns and concerns related to worker retention. 

 

• To support policy and advocacy activity on ASEAN skills and labour mobility policy EOs 

can: 

o Tackle information gaps and feed their industry specific knowledge to 

governments and skills training providers; 

o Assist enterprises at the sectoral level to define and articulate what their skills 

needs are and pursue these needs with government and skills training 

institutions 

� Indeed, significant progress has already been made by some sectoral 

industries in this area presenting a valuable opportunity for synergy and 
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collaboration in advocacy between employers at the regional, national, 

and sectoral levels; and 

o Undertake empirically sound research that demonstrates the benefits of skills 

development and training to members, with a particular focus on the benefits at 

the enterprise level. 

 

Participants were also made aware of their role in validating the outcomes of the Consultation 

Meeting on the Free Flow of Skilled Labour, held in Bangkok 30 September, and in which ASEAN 

governments identified priority industries for the freer flow of skilled labour.  It was 

emphasized to participants that a follow up process is underway through the triangle project to 

seek Employers’ validation. Employers’ input regarding these identified occupations will be 

critical in facilitating this work and their views and empirical analysis will be also be essential.  

EOs were also informed of the ILO’s intention to engage in deeper technical work at the 

national level to assist this process and of ongoing collaboration with the Asian Development 

Bank on related sectoral analysis. 
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OPENING SESSION 

 

• ILO Snr Employers’ Specialist, Mr Gary Rynhart, welcomed participants and extended 

the organisers’ thanks to all participants and distinguished speakers for their attendance 

at the workshop. 

 

• Mr Rynhart noted that this workshop was being held as one of five technical meetings 

to address key issues identified by the ASEAN Employers’ Organizations (through the 

ASEAN Confederation of Employers’) as critical to the freer flow of skilled labour in 

2015.   

 

• Mr Rynhart invited Mr Manuel Imson, Programme Coordianator of the ASEAN Triangle 

project to provide an overview of the broader context of the project. 

 

• Mr Imson informed participants of the broader objectives of the ASEAN Triangle Project 

and its aim to enhance to the protections and opportunities for migrant workers as the 

region moved toward economic integration.  Mr Imson emphasised the regional nature 

of the project and outlined its three major objectives: 

o Strengthened regional legal and policy framework to more effectively govern 

labour migration and protect the rights of women and men migrant workers, in a 

gender responsive manner; 

o Enhanced capacity of governments to oversee enforcement of labour and 

migration laws and regulations, in a gender responsive manner  

o Enhanced capacity of social partners to influence migration policy and protect 

the rights of women and men migrant workers, in a gender responsive manner. 

� Primarily through ACE and the ASEAN Trade Union Council (ATUC)  
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Presentation: “Service sector as an engine of growth for Asia and ASEAN, and its implications 

for occupations and skill requirements” – Dr Donghyun Park, Principle Economist, Asian 

Development Bank (ADB) 

 

• Dr Park provided a detailed presentation on the growth of the services sector in Asia 

and the increasing contribution of the services sector to economic growth.  Dr Park’s 

study noted that: 

o In addition to being a growing source of jobs, the services sector was becoming a 

driver of economic growth in Asia, whereas traditional export led growth would 

likely weaken over the medium term; 

� As a share of employment the services sector has increased significantly 

between 1990 and 2010 in line with a large and expanding middle class. 

� The region’s manufacturing capacity exceeds demand and consequently 

there exists high potential structural shift towards services.  

Notwithstanding the development of services can well complement 

Asia’s manufacturing sectors through greater productivity dividends. 

o The services sector in Asia is highly diversified from street vending through to 

high technology medicine, accounting for almost 50 per cent of Asian economic 

output; 

� Key drivers have been rapid urbanization with a corresponding demand 

for services. 

o However, despite this diversification a relatively large proportion of services are 

low value. 

o This appears to contribute in part to the low productivity levels in Asia (with the 

exception of advanced economies such as Singapore, Hong Kong, etc.) which 

equates to around less than 20 per cent of OECD countries. Other significant 

factors include regulatory, infrastructure, and human capital bottlenecks. In 

particular: 

� Infrastructure services such as ICT lag behind advanced economies; 

� Highly skilled workers remain in short supply in Asia; and 

� Excessive regulation persists in providing unfair advantage to incumbent 

firms and other vested interests – reducing the prospects of improved 

innovation and efficiency. 

 

• Dr Park further emphasized that Technical Vocational Education and Training was critical 

to enhancing value chains in ASEAN countries.  Higher technology exports require 

investment in human capital at both the tertiary and technical vocational levels. 

• Dr Park concluded that the: 
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o Services sector will lead structural change in Asia’s economy in the coming years; 

o Guiding principle for Asian policy makers must be to create more competitive 

environments for their service industries; and that the 

o Future of the sector depends on whether the expansion of services in Asia is 

driven by dynamic, open competition or by the inflexible protection of vested 

interests.  

 

Presentation: “Key Labour and Social Challenges” – Ms Clariz Ang, Manger, Research, 

Singapore National Employers Federation (SNEF) 

 

• Ms Ang’s presentation focused on the key labour and social challenges present in ASEAN 

Member States as the region moves forward to integration in 2015.  Ms Ang’s 

presentation noted that: 

o ASEAN countries invested between 2 and 3.3 per cent of GDP on education, 

however this has not translated into positive employment outcomes; and 

o There is a need for training frameworks to be improved, or in some instances, 

developed to ensure greater linkages between education systems and the labour 

market. 

 

• In addition Ms Ang’s presentation identified three areas three policy areas that should 

be driven by EOs in the lead up to integration in 2015: 

o Skills development by 

� Identifying skills gaps; 

� Developing national skills qualifications; and 

� Building training infrastructure (with support from national 

governments). 

o Labour Mobility by 

� Promoting workplace integration of migrant labour; 

� Assisting companies in managing diversity to create inclusive and 

harmonious workplace; and 

� Raising feedback and providing suggestion to government. 

o Raising SME Competitiveness by 

� Enhancing the capacity to service and represent SMEs; 

� SMEs developing good management practices; and 

� SMEs equipping managers with HR capabilities. 
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Presentation: “Preliminary Findings of the AEAN Economic and Community Talent Mobility 

and Recruitment Industry Trends Survey” – Mr Hetal Patel, Manager, Emerging Markets 

Consulting 

 

• Mr Patel’s presentation focussed on the preliminary findings1 of a multi-country study 

commissioned by the ILO and undertaken by EMC to assess employer perceptions on  

ASEAN’s impending regional integration.  Specifically the aims of the project are to: 

o Provide insights from enterprises in ASEAN regarding skilled labour, human 

resource development, and competitiveness issues related to integration; 

o Establish a baseline for the ILO in terms of employer perceptions; 

o Understand the current attitudes of employers and anticipate trends; and 

o Provide inputs for a potential risk identification and mitigation programme to 

guide future ILO work and inform regional policy dialogue. 

 

• Mr Patel noted that four phase project was ongoing and was currently in phase 2 (see 

below): 

o Research Design (Phase 1) 

o Survey implementation and distribution (Phase 2) 

o Expert interviews (Phase 3) 

o Analysis and delivery of final report (Phase 4) 

 

• Mr Patel outlined the preliminary findings of the survey data: 

o Regarding ASEAN integration, firms are unsure of the full impact of ASEAN 

integration, 40% saying they fully understand while 58% say the impact will be 

minimal or remains unknown; 

o Regarding competitiveness, a majority of enterprises believe integration will 

enhance competitiveness (45%), while 17% fear losing competitiveness due to 

integration; and 

o Regarding Skills and Training, A high majority of firms believe they need to invest 

in skills and training and innovation because of integration with the most valued 

training being management and leadership.  

 

• Mr Patel further observed that: 

o The responses from firms operating in the region indicate that they prioritize 

Management and Leadership, Customer Service, and Technical Skills; 

                                                           
1 The survey was extended to 13 December 2013 to maximize the response rate. 
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o The major constraint faced by firms was the lack of time to invest into training to 

upskill workers – although 90 per cent of respondents indicated the necessity of 

doing so. 

o Reducing labour costs was the lowest priority the least attractive method of 

improving competitiveness with firms preferring to opt for investing in skills 

training and the retention of talent. 

 

• In response to Mr Patel’s presentation, Mr Brent Wilson, Secretary-General, 

International Organisation of Employers (IOE), noted that it was very positive to observe 

more solid data emerging from the region.  Mr Wilson commented that the challenge 

for employers in the region is to use such data as a basis for advocacy tools. 

 

***Opening Session Concluded*** 
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SESSION I: RECRUITING SKILLED LABOUR IN ASEAN – CURRENT PRACTICES AND 

THE FUTURE 

 

Presentation: The Recruitment Industry and the AEC – Mr Richard Evans, International 

Recruitment Expert 

 

• Mr Evans’ presentation was based on his consultation with 28 recruitment firms 

operating within the ASEAN region, which included five global brand, four regional and 

19 local firms.  The only countries where recruiters were unable to be engaged directly 

were Laos PDR and Myanmar. 

 

• Mr Evans noted that: 

o At a global level four out of five global firms did not know what the ASEAN 

Economic Community (AEC) was and that this level of disinterest was likely to 

continue unless internationally focussed firms were better educated on the 

opportunities of ASEAN regional integration. 

o From a recruiter’s perspective the freer movement of people in the AEC 

wouldn’t necessarily have a significant impact on meeting the region’s skills 

needs as there is often a lack of skills and experience region-wide.  As such 

fundamental changes would likely be required including: 

� Regional alignment of skills recognition; and 

� Reform of the region’s labour migration legislative frameworks which are 

in line with modern circumstances. 

o Key areas of risk identified in the survey included: 

� Talent drains on source countries and social challenges in labour 

importing countries; 

• This issue would like be rectified over time through positive 

economic adjustments such as the GDP contribution from 

overseas workers which in turn would fuel expenditure and 

investment in local markets.  Relative wage equalization has high 

potential to eradicate competitive reliance on very low cost 

labour in the region. 

• However, due to varying circumstances talent drains are unlikely 

in a number of ASEAN countries (e.g. Singapore, Thailand).  

Consequently employers in the region may see the AEC not as 

means to secure skilled labour but as a means to import and 

secure a cheap labour supply. 
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� Social challenges in labour importing countries; 

• As a broader Asian example this was a significant concern when 

Hong Kong commenced polices that permitted the issue work 

visas for nationals from mainland China. 

� Protections of workers’ rights, conditions of work, risk mitigation. 

• This area requires particular attention and would benefit from a 

clearly defined framework within the AEC to manage these issues 

effectively. 

• In the absence of effective legislative frameworks the employers 

in the AEC will need to take more active role in ensuring that best 

practice policies are in place for the recruitment and placement of 

migrant workers.  This could be achieved by: 

o Auditing recruiters to ensure best practice policies are in 

place and adhered to; and/or 

o The development of centralized body or certification 

program to audit and certify compliant recruitment firms. 

� Engaging the recruitment industry early on would 

add real value to such efforts. 

o For the AEC’s freer movement of skilled labour is to be viewed as a success 

employers will want to see: 

� The right person placed in the position on time, irrespective of source 

country, and for the minimal amount of cost; and/or 

� Total solutions offered from recruitment firms including inter alia: 

• Contract negotiation, 

• Migration arrangements; and  

• HR management. 

o AEC could be the catalyst for change in the recruitment industry particularly if 

employers engage with firms at a strategic level.  This could include engagement 

well in advance of hiring plans giving employers access to talent as and when 

they need it. 

 

***Participants divided into three groups to discuss Recruiting Skilled Labour in ASEAN*** 

 

• Group 1’s spokesperson noted that: 

o Experiences in recruiting skilled labour varied among ASEAN countries with some 

being very effective at delivering both low and high skilled labours and others 

having more mixed experiences. 
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o Group 1 believed that where employers engage recruitment agencies the latter 

need to have a very strong role pre-and post- placement. 

o Mutual Recognition Arrangements on skilled occupations will need to be play a 

strong role in the implementation of the freer flow of skilled labour in the AEC. 

o Industry needs to increase its involvement in upskilling workers and in national 

education and training systems. 

 

• Group 2’s spokesperson noted that : 

o Current laws and policies governing labour migration in ASEAN are insufficient to 

meet the needs of employers when the AEC commences in 2015.   

o Furthermore more work was needed in aligning recruitment frameworks within 

the region e.g. it is lawful for a candidate to be charged recruitment fees in 

Singapore but not in the Philippines.  Best practice can be achieved through 

agreements at the bilateral and multilateral level.  Such agreements should be 

made in direct consultation between EOs and government. 

o To complement the above efforts in the immediate period ASEAN EOs, with the 

assistance of partners in the region, could develop best practice guidelines for 

recruiting and attracting skilled talent. (It was also noted that the ILO Private 

Employment Agencies Convention, 1997 (No. 181) also provides significant 

guidance in this area). 

o Talent retention can be improved where career progression is offered to skilled 

workers. 

 

• Group 3’s spokesperson noted that:  

o Recruitment agencies need to consider ASEAN as a priority.  ASEAN EOs have a 

direct interest in improving this due to the preference of highly skilled labour to 

towards opportunities in North East Asia and the Middle East. 

o Greater transparency and consistency in fee-charging arrangements by 

recruitment firms are a priority. 

o Incentives or other measures can assist in ensuring that recruited workers fulfil 

contractual arrangements.  In particular ensuring that workers clearly 

understand their contractual obligations and conditions of employment can 

greatly improve expectation management for both employer and worker. 

 

***Session I Concluded*** 
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SESSION II: WHAT CAN EMPLOYERS’ ORGANIZATIONS (EOs) DO TO FACILITATE 

INCREASED MOBILITY AND IMPROVE SKILLS RECOGNITION? 

 

Presentation: Regional Framework on Mutual Recognition of Skills and Qualifications – Ms 

Carmela Torres, Snr Skills and Employability Specalist, ILO 

 

• Ms Torres’ presentation focussed on the progress of mutual skills recognition in ASEAN, 

particularly through mechanisms such as the ASEAN Qualifications Reference 

Framework (AQRF).  THE AQRF is intended to will function as a translation device to 

enable comparisons of qualifications from senior schooling to higher education  across 

participating ASEAN Countries. 

 

• Ms Torres noted that: 

o ASEAN leaders committed in 2010 to incrementally reach an ASEAN skills 

recognition framework and that the ASEAN timeframe for integration called for 

the development of specific competencies and services by 2015. 

o The AQRF is: 

� Being gradually developed by a specialized ASEAN taskforce whose focus 

is on comparability, benchmarking, and best fit; 

� Is voluntary and designed to support each ASEAN Member State’s 

national qualifications frameworks; and  

� The model is currently being refined and undergoing pilot testing in 

Thailand. 

o The ILO has undertaken a scoping study on the reading of ASEAN Member States 

(AMS) for the implementation of the freer flow of skilled labour 2015. Its 

objectives were to: 

� Review status of activities on the AEC in ASEAN countries in relation to 

the goal of the free flow of skilled labour with respect to the mutual 

recognition agreements;  

� Review the overall country policies, systems and programmes on skills 

development and analyze their implications with respect to promoting 

mutual recognition of skills in ASEAN; and to 

� Identify the issues and challenges of AMS in implementing AEC goals on 

the mutual recognition of skills. 

o In general terms the study recommended that: 
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� The ASEAN Secretariat be asked to assume a regional coordination role, 

promoting readiness of all Member States for skilled workers mobility 

through the AEC; 

� A focal international agency be identified by the ASEAN Secretariat to 

partner with it to provide technical support to member states: It was 

proposed that the ILO could assist in this role; 

� The ILO be requested to invest further in priority skills areas (e.g. 

construction, welding, domestic work) for the development of additional 

Regional Model Competency Standards; and that 

� The ILO publish a good practice guide in the development of national 

competency standards and TVET qualifications and convene a workshop 

for senior practitioners from ASEAN. 

o These findings were validated in September 2013 by all ASEAN members (except 

Singapore which didn’t attend).  Members also developed proposed action plans 

on skills recognition which would likely benefit from the input of EOs in 

respective countries. 

o Some sectoral associations have moved ahead with skills recognition in the 

absence of broader national and regional frameworks such as the ASEAN 

Constructors Federation (ACF).  The ACF’s focussed on: 

� Industry priority skill areas across ACF member countries; 

� Competency standardization and harmonization; and 

� Assessment and certification systems. 

 

Presentation: Member State Readiness for Migrant Workers Skills Recognition in ASEAN – Mr 

David Lythe, International Expert on Skills Recognition and Qualifications Frameworks 

 

• Mr Lythe’s presentation assessed the readiness of all ASEAN Member States to assess 

skills competencies at all levels. 

 

• Mr Lythe noted that: 

o Nomenclature in ASEAN is a difficult issue as there are varying definitions and 

standards as to what constitutes a formal qualification. 

o As such it is not likely that mutual recognition will occur at all levels in every 

country by 2015.  

o Notwithstanding among the more advanced economies there is considerable 

potential for skills compatibility for ASEAN employers.  Advocacy by employers in 

this area would greatly assist in achieving this. 
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o In particular the choice of skills areas to be recognised needs to be made very 

carefully and employers need to be a more active partner in determining this.  At 

a regional level this could be enhanced by chamber to chamber (EO to EO) 

cooperation on skills recognition and/or cooperation among or between sectoral 

organizations. 

o Mutual Recognition Arrangements (MRAs) do not override national standards 

but can assist sending countries to improve standards to that of the host 

country’s level and which can be cross-referenced within a regional qualifications 

structure.  Again EOs have a role in ensuring that the standards, training, and 

certification meet the requirements of their members. 

o The AQRF and MRA process is designed to eliminate the risk of certification that 

doesn’t reflect actual companies.  To assist this EOs need involve their members 

to inform governments of the skills and competencies they require. 

 

Presentation: Asian Welding Federation Common Welder Certification Scheme (AWF CWCS) & 

MOS – Mr Ang Chee Pheng, Secretary-General, Asian Welding Federation (AWF) 

 

• Mr Pheng’s presentation focussed on providing participants a briefing on the AWF’s 

initiatives as a regional organization in achieving common skills recognition across 

countries in ASEAN and the broader Asian region. 

 

• Mr Pheng noted that: 

o The AWF is voluntary association of welding associations in Asia, seven of which 

are from within the ASEAN region.  The AWF was formed due to inefficiencies in 

company to company recognition of skilled welders. 

o Common welding standards were developed in the 1990s which eventually 

culminated in the CWCS which provides industry-wide testing and certification 

thus reducing the productivity wastage of the previous practice of assessing 

repeatedly at the enterprise level. 

o Specifically the CWCS is: 

� Sanctioned by the AWF Governing Council; 

� Operates in accordance with the rules set by national certification bodies; 

and 

� Enforces compliance through regular audits conducted by trained and 

certified auditors. 

o The CWCS functions by: 
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� Each member country establish an certification body in line with CWCS 

requirements; 

� The certification body submitting its qualifications management system 

to the AWF Governing Council for approval; 

� Certification bodies then approving testing centres, personnel and 

training centres; and 

� Approved test personnel conducting welder qualifications tests in line 

with the approved AWF Rules. 

o The AWF also operates the Manpower Optimisation System (MOS) as an online 

support tool for the CWCS.  As an electronic system it provides modules on: 

� Registration; 

� Testing; 

� Assignments; 

� Worker Performance Monitoring; and  

� Reporting and Billing. 

o Both the CWCS and MOS: 

� Assist in resource planning; 

� Upgrading and maintenance of worker skill level; 

� Provide  employment opportunities; and 

� Enhance company and worker reputation. 

 

***Session II Concluded*** 
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SESSION III: THE ROLE OF EMPLOYERS’ ORGANIZATIONS IN DEVELOPING 

NATIONAL AND REGIONAL SKILLS POLICY FRAMEWORKS 

 

Presentation: The role of EOs in ensuring the effective delivery of national skills training – Ms 

Siew Sze Lee, Regional Advisor for the Asia-Pacific, International Organisation of Employers 

(IOE) 

 

• Ms Lee’s presentation focussed on the role of EOs in national skills training and on the 

issues faced by members in committing to enterprise level skills upgrading. 

 

• Ms Lee noted that: 

o EOs are critical in tackling information asymmetry through feeding information 

to education providers and policymakers on industry and employer specific skills 

needs.  This can be achieved by 

� EOs working closely with employers in their workforce development 

within their sectors; 

� Collecting data from members and providing it to national employment 

services to inform them of skills in demand and preferred employee 

profiles; and 

� Closer collaboration with educational institutions to ensure that the 

training provided will be relevant to current and future workplace 

requirements. 

o EOs provide a valuable networking service, particularly for smaller scale 

enterprises, between employers and education providers which reduces the 

overall administrative burden and costs of collaboration.  Indeed EOs provide a 

useful connection between larger and smaller firms who share roles in the 

supply chain. 

o Through their considerable capacity for research and awareness raising EOs: 

� Act as leaders and trusted brokers who can raise awareness and promote 

skills investment within the business community, particularly at the SME 

level; and 

� Encourage employer leadership and ownership of the skills agenda thus 

facilitating a strategic approach to recruiting workers, particularly those 

just entering the labour market. 

o EOs also have a crucial role in promoting the importance of skills upgrading and 

in assisting employers to create an enabling environment for this to occur at the 
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enterprise level.  In addition employers themselves can promote the importance 

of skills upgrading by: 

� Instigating and maintain a workplace culture that prioritizes upskilling;  

� Educating staff and management on the benefits of upskilling in terms of 

productivity, appraisal, pay, and progression; and 

� Enabling skills upgrading through: 

• Providing the necessary infrastructure and investment to enable 

learning; and 

• Improving internal workplace systems to maintain workplace 

productivity levels while allowing adequate resourcing 

(particularly in terms of time) for staff to upgrade their skills. 

o There remain significant areas requiring the attention of EOs and their members 

with respect to skills development.  In particular: 

� Businesses need to enhance their capacity to articulate their skills needs 

particularly at the HR level. 

� Policy frameworks need to also consider employability and the need for 

workers to possess the capacity to effectively participate in skills 

upgrading, particularly in terms of language and ICT skills. 

� Recognition of prior learning assists employers in attracting the right staff 

to meet their needs but more can be done at the EO, National, and 

Regional levels to assist employers to recognise previous experience and 

knowledge gained. 

� More relevant data on the direction of the AEC and its implications for 

business is needed so to as to inform the investment requirements for 

skills upgrading in the coming years. 

� Labour mobility will be essential not only for filling skills demand but also 

for enhancing the capacity of workers to be trained in third country 

locations within the AEC. 

• Mutual recognition of professional credentials, talents, and skills 

development would further enhance such mobility. 

� Factors exacerbating employer reluctance to invest in in-house training 

concerns of competitors poaching trained employees or that workers will 

not have work visas/permits renewed. 

o Public funding for education is not aligned well with the need for school and 

higher education knowledge to be in line with practical business and industry 

needs. 
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o In addition to specific technical skills required in the various industries, one of 

the recurring themes expressed by employers was the need to address key soft 

skills gap of their staff such as: 

� Project management; 

� Leadership;  

� Occupational safety and health; 

� Basic workplace and administrative skills; and 

� Proficiency in English.  

 

Presentation: Reaping the economic and social benefits of labour mobility: ASEAN 2015 – 

Professor Philip Martin, Chair, Comparative Immigration and Integration Program, University 

of California – Davis.  

 

• Professor Martin’s presentation focussed on the potential economic and social effects of 

ASEAN economic integration and highlighted existential asymmetries that will challenge 

its goals. 

• Professor Martin noted that: 

o Despite the intent of the AEC to bring about the freer flow of skilled 

professionals it may be more likely that the region will instead witness an 

increase in low skilled migration. 

� Indeed freer trade (as well as freer movement) can increase low-skilled 

migration. – Notably Mexican migration to the United States increased 

substantively as a result of economic conditions and side effect brought 

about as a result of  the North American Free Trade Agreement (NAFTA). 

� To better manage the flow of both skilled and low skilled labour EOs 

could assist in improving labour market information systems to make 

sure all labour market data is captures.  In particular encouraging all 

employers to provide data on the supply and demand of both skilled and 

low skilled workers would assist in enhancing the evidence base for policy 

reform. 

o Three ASEAN members comprised over 70 per cent of ASEAN’s 300 million 

strong workforce; Indonesia (40 per cent), Philippines (16 per cent), and Viet 

Nam (15 per cent). 

o Intra-ASEAN labour flows are directed towards Singapore, Malaysia, and 

Thailand but this labour is primarily low-skilled.  This is partially informed by 

large gaps in economic development – differences in GDP range between less 

than USD1,000 to more than USD 40,000 – a ratio of 1:40. 
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o Despite the presence of formal (but unenforceable) Declarations, a lack of 

binding protections for migrant workers at the regional level decreases the 

prospects for a level playing field in ASEAN. 

o To ensure that the movement of workers in ASEAN occurs regularly (i.e. legally) 

steps need to be taken to simplify and lower the costs for workers to move and 

work legally.  Regional actors therefore need to: 

� Ensure that legal movements are cheaper and more efficient than 

irregular movements; 

� Private recruiters and employers of migrant workers are appropriately 

(and effectively) regulated; and 

� Avoid policies that worsen problems. 

o Labour migration should be approached as a processed to be managed and not a 

problem to solve.  As a process labour migration can be better facilitated by: 

� Applying appropriate protections for both local and foreign workers;  

� Harmonizing training and education systems; and 

� Establishing formal mechanisms to allow for the portability of skills. 

 

***Session III Concluded*** 

 


