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Preface

By 2015, the ASEAN Economic Community (AEC), eneised as a single common market and production
base, will become a reality. This will lead to fheer flow of goods, services, investment capitel akilled
labour in the region. Tariff and non-tariff barsewill be reduced, which will have implications for
intraregional trade and investment. New opportasifor growth and prosperity are likely to emein4,

the challenge is to ensure that growth is inclusive prosperity is shared.

Ultimately, the success of ASEAN regional integratwill depend on how it affects the labour marded
therefore how it improves the quality of life of men and men in the region. To prepare for the impac
and find the opportunities to seize, the IntermatioLabour Organization initiated with the Asian
Development Bank a joint study to examine the ihpéthe AEC on labour. Findings from the series of
studies that were initiated are collected in th&£f@ublication ASEAN Community 2015: Managing
integration for better jobs and shared prospefihat report highlights the challenges and oppotiesi
that will accompany the AEC, including managingdabmigration, boosting productivity and wages and
improving job quality. The report offers policy momendations for creating better jobs and ensuhiag
the benefits of the AEC are equitably shared antbffigrent countries and sectors.

The background papers to the joint publicationeaalable as part of the ILO Asia—Pacific Workingper
Series, which is intended to enhance the body aofdedge, stimulate discussion and encourage kngeled
sharing and further research for the promotioreafaht work in Asia and the Pacific. This paper pnika
Aring looks at which skills are needed in which otries and how countries can strengthen theirss&itid
training systems to benefit from emerging oppottasiof integration and thus boost their competitiess
in the AEC context.

The ILO is devoted to advancing opportunities fanven and men to obtain decent and productive work.
It aims to promote rights at work, encourage deeemployment opportunities, enhance social protectio
and strengthen dialogue in handling work-relatedés. As countries in the Asia and the Pacificargi
continue to recover from the global economic crigis ILO’s Decent Work Agenda and the Global Jobs
Pact provide critical policy frameworks to strergtithe foundations for a more inclusive and suatdn
future.

Tomoko Nishimto
Assistant Director-General and
Regional Director for Asia and the Pacific
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Absiract

Given the varied development levels of countriethwhe Association of Southeast Asian Nations
(ASEAN), this papefr examines which skills are needed in which coust@ed how countries can
strengthen their skills and training systems toeffiefrom emerging opportunities of integration ayabst
competitiveness. It also introduces the issue&ith$ sertification, portability and recognition.

Maximizing the benefits of regional integration Wilecessitate leveraging the knowledge, skills and
creativity of ASEAN'’s labour force of 317 million amen and meAThis paper looks at recent sex-
disaggregated statistical indicators and trendsesR005 regarding education and skills attainment a
technical and vocational education and trainingkenent in ASEAN countriedlt assesses the quality of
education and vocational training and the readimésSSEAN'’s labour force, including young people
making the school-to-work transition, to take adage of new opportunities in a more integrated and
dynamic regiorf. The paper also examines the challenge of skiksmatch and skilled labour shortages in
the ASEAN region by reviewing findings related tills demand from recent enterprise surveys and
guantitative trends in employment and unemploynbgreeducation and skill levels.

The paper provides an overview of the training eddcation systems, institutions and policy framewsor
in the ASEAN countries, including the extent of igand inclusion (of women, youth, rural populaiso
etc.). And it presents a review of recent quairitigametrics in public and private investment in eation
and training as well as indicators related to sigfand capacity of teachers and trainers.

In addition, the paper looks at the challenges roomiing the education and training systems of ASEAN
countries, such as the quality of education pridesds, the relevance of curricula, links betwasdustry
and training systems (including labour market infation and employment services, youth apprentipsshi
and on-the-job training) and lifelong learning.allso introduces the issue of skills certificatiomda
portability and mutual recognition arrangements.

Emerging skill requirements in ASEAN countries asated with deeper regional integration, structural
change and new production patterns are highliglated,the capacity of ASEAN countries to meet these
emerging labour market demands domestically anHinvithe region as production moves away from
agriculture and into higher-value added industial services sectors is assessed. The analyzindonas
with a gender perspective, looking at the exteat shifting skills requirements can foster bettmremic
opportunities and prospects for women in ASEANolar market.

1 Text for the abstract is derived from the termsedérence issued by the ILO and ADB to the author.

2 Labour force estimates based on ILO: “Economicatifive population, estimates and projections églition, October 2011)”.
Available at: http://laborsta.ilo.org/applv8/datAfEEP/eapep_E.html [2 Jan. 2015].

3 For a list of indicators related to the finanaggess and participation, quality and relevancedinical and vocational education
and training, see: ETF, ILO and UNESO®oposed indicators for assessing technical andational education and training,
Geneva, April 2012.

4 For example, this could include reviewing the hesof the latest surveys from the Programme fderimational Student
Assessment and other current research.

5In this chapter, skills certification and recogmit are introduced only as part of the existinglskiegimes of the ASEAN
countries.
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The paper concludes that policy priorities thaspiécessfully implemented, can help ASEAN reachotd

of becoming a highly competitive economic regionHarnessing its human resources. In addition to
national policies, areas for regional cooperatiotomg ASEAN countries that would help address the
various gaps in human resources and national skifieems are singled out.

About the author

Monika Aring works with donors, policy-makers, gomments, business leaders, NGOs and education
institutions on designing policies, programmes padnerships that build human capital for sustdaab
economic growth. A graduate of Harvard Universitgennedy School of Government, Aring, who has
worked in 47 countries, recognizes that buildingkéled workforce requires systems thinking, sodial
dialogue and integrating the flow of informatiom@ss social partners, who often are not used tkingr
together.

The responsibility for opinions expressed in argig] studies and other contributions rests
solely with the authors, and publication does nainstitute an endorsement by the
International Labour Office of the opinions expredsin them, or of any products, processes
or geographical designations mentioned.
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1. Introduction

Given the varied educational development leveth@Member States of the Association of Southeaist A
Nations (ASEAN), this paper analyses issues relétedkills and employability in those countries.
Additionally, this paper examines how ASEAN couedrcan strengthen their skills and training systems
to benefit from emerging opportunities through ewmoit integration and how they can boost their
individual and the region’s competitiveness. Howegmation may be used to benefit women and young
people in the region is also assessed.

This introductory section provides an overviewta Economic competitiveness of the region and ASEAN
Member States. Section 2 examines the qualityefégion’s human resources as well as their acoess
and quality of education and training, from primdhyough tertiary education. Section 3 provides an
overview of educational institutions and their pis, with a special focus on technical and vooatio
education and training (TVET). Section 4 examiesstructural transitions in the economies of dggan,
emerging industries, new skill requirements and tinegpact on vulnerable populations, such as women,
youth and migrant workers. Section 5 contains aberof recommendations to foster more effectivésski
and employability in the countries and region, végiecific focus on actionable items that policy-erak
can address. The recommendations focus on imprakanguality of TVET so that national and regional
gualification frameworks can be developed as dffelit as possible.

For comparison purposes, the paper divides the ABE#untries into three groupings: The high-income
countries of Singapore and Brunei; the ASEAN-4 ¢neas of Indonesia, Malaysia, the Philippines and
Thailand; and the CLMV countries of Cambodia, tte IlPeople’s Democratic Republic, Myanmar and
Viet Nam.

1.1 Structure of the paper

The paper is divided into five sections. With thxeeption of the final section with its recommendas,
each references a country comparison table relégdahe section’s topic; see Annex Il for all fitgbles.

= Table Al: Economy

= Table A2: Employment

= Table A3: Education

= Table A4: Workforce development

= Table A5: Educational institutions

1.2 A note on terminology

The framework in which the term “workforce develggmt’ is used encompasses human resource
development processes in education, economic dawelot and corporations. In this paper, the term is
synonymous with human capital or human resourceldpwment and is defined as “the coordination of
public and private sector policies and programrhes develop the collective skills, knowledge orewth

Regional Office for Asia and the Pacific 1



intangible assets of individuals that can be usectdéate economic and social value for individugisir
employers and their communities and helps coungnestheir enterprises achieve their goals, caarsist
with the societal and economic aims” (Jacobs andlé{a2009).

1.3 Definition of terms

= Skill: The ability, coming from one’s knowledge, practiegtitude, etc. to do something well.
Competent excellence in performance; expertnessexiy.’

= Qualification: A circumstance or condition required by law or owstfor getting, having, or
exercising a right, holding an office, or the lilkdso a quality, accomplishment, etc., that fits a
person for some functich.

» National vocational qualifications? The national vocational qualifications are thendtads by
which to assess someone’s competence in a woiktisitu The national vocational qualifications
are created to promote and develop the proposalsitiegration of vocational training with the
assessment and certification of the correspondiofggsional competencies.

= Accreditation and certification: An accreditation and certification system promotége
comparability of education and training systems mgnaoncurring countries. It enables
harmonization and standardization of their curacprogrammes and qualifications and accelerates
the competitiveness of their workforce, therebyiliiating mobility across national borders
(Valmote and Park, 2009).

= Skills gaps: A skills gap is the difference in the skills reqd on the job and the actual skills
possessed by an individual (Aring, 2012).

= Skills (or labour) shortage: A lack of individuals who have the skills that aequired for a
particular job.

= Technical (or hard) skills: These are skills that have to do with handlingealithg effectively with
a tool or process, such as operating a machinéngadftware or a specific method or technique
(such as statistical analysis).

= Soft (generic) skills:Skills that have to do with the human interactibh@w work gets done. Soft
skills are variously defined as including commutiieg, conflict management, human relations,
making presentations, negotiating, teamwork, etthé largest empirical study on learning in high-
performing companies, soft skills are defined ammplex set of skills that have to do with: (i)
successfully navigating the culture of a workpla@@; effective communication with others
(listening, speaking, presenting); and (iii) effeetmanagement of time, budgets, people and one’s
own emotions (Aring and Brand, 1998).

6The author is indebted to Ron Jacobs and Josh Kafaetheir thoughtful paper on “Workforce devetogent: Emergence of
workforce development: Definition, conceptual boarnes and implications”, in International HandbakEducation for the
Changing World of Work, 2009, pp. 2537-2552.

Dictionary.com
8 Dictionary.com

9 UNEVOC-UNESCO: “National vocational qualifications in TVETipedia Knowledge sharing platform,
www.unevoc.unesco.org/tvetipedia.0.html?&tx_drwikil[keyword]=National%20Vocational%20Qualification[4  Nov.
2014].
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1.4 Brief overview of regional competitiveness

During the 12th ASEAN Summit in January 2007, tHREAN leaders affirmed their strong commitment
to accelerate the establishment of an ASEAN Ecoadb@mmunity (AEC) by 2015. Under the AEC,
ASEAN countries will integrate as a single marketl roduction base. This will make ASEAN more
dynamic and competitive by introducing new mechasisind measures to strengthen the implementation
of existing economic initiatives, such as: acceirgaregional integration in the priority sectdiagilitating
movement of business persons, skilled labour dedts® and strengthening the institutional mechasis
of ASEAN Member States. The ASEAN Community as abletwill remain outward looking, and the AEC
foresees: (i) a single market and production b@ge highly competitive economic region; (iii)ragion

of equitable economic development; and (iv) a nedidly integrated into the global economy. Because
these characteristics are interrelated and mutuaithjorcing, they will be incorporated into oneigprint

to ensure consistency and coherence as well aseepsaper implementation and coordination among
relevant parties.

The process of establishing the AEC is well omiéy. The region’s gross domestic product (GDP) grew
by 5.5 per cent from 2000 to 2011 (World Bank, 20Fartially fuelled by exports to China, the Udite
States and Europe, middle-class growth in the regas been among the most rapid rates in Asia (QECD
2013). This same middle-class growth is spurringricial services, automobile purchases and consumer
goods production as well as education and heattlices (OECD, 2013). However, further improving the
competitiveness of the region’s enterprises witjuiee more efficient and effective investmentshmit
human capital. This will mean integrating traditidly disadvantaged populations, such as youth and
women, so that they can reap the benefits of higkills and better jobs and thus contribute toggér
pool of higher-skilled workers and economic growth2010 United Nations Development Programme
report pointed out that “a growing body of evideshews that gender equality is good economics” (BND
2010). The increased competition from China andraimerging economies that are equally eagemaxatt
value-added foreign direct investment (FDI) shatichulate a cycle of better and more effective huma
capital development in the ASEAN countries.

Lessons from “best-practice” countries (such agy&iore, the Republic of Korea, Irelari@erman-
speaking countries, Scandinavia and Chile) teaghhiliman capital investments yield the highestnefu
they are aligned to meet a country’s economic gdaisg, 2013b). Although this may seem obviougyréh

are many countries throughout the world in whicis ik not the case. All the ASEAN countries have
economic plans that specify in which industry sesctnd occupations they want to grow. Howeves it i
not clear to what extent most of the industriahpléink to an integrated human resource developplant
Ideally, each country’s human resource developmlamt should target specific skills goals by indystr
sector and target specific investments in educaahtraining to achieve the desired result. Bez@ash
country has already identified its top-three or engrowth occupations for 2005—-08 (see Table ABsdh
should be revised for 2015-20; the education aaithitrg strategies should be aligned to achieve the
required skill levels. Aligning country economicaj® with human resource development plans reqaires
TVET and higher education system that respondsemmathd from industry, holds institutions and
individuals accountable through quality assurancechanisms and engages the social partners
(government, employers and trade unions) in an ioggeocial dialogue about the country’s current and
future skill needs. Without this kind of engagemamd collaboration among the key parties, the alignt
between economic goals and human resource devehbprienot occur.

Regional Office for Asia and the Pacific 3



Eight of the ten ASEAN countries have made imprgvagricultural productivity a top priority. As
agricultural productivity increases, many tradiablow-skilled jobs in the informal sector will lbeplaced
by jobs that require more complex skills. As shawiTable Al, the CLMV countries depend heavily on
agriculture (with the sector accounting for 37 pent of GDP in Cambodia, 31 per cent in the Lagpkes
Democratic Republic, 57 per cent in Myanmar ando@@ cent in Viet Nam), while the middle income
countries depend on agriculture for slightly mdrart 10 per cent contribution to their GDP. Imprgvihe
productivity of agriculture provides an opportunitylearn from best practices, such as those predrioy
the International Labour Organization’s Training Rural Economic Empowerment (TREE) Programme
(ILO, 2009). The loss of traditional agriculturabgs will likely spur migration to urban economintes,
where opportunities will have to be put into pldaeskill development and employment services st th
displaced workers can find decent work.

Small and medium-sized enterprises (SMEs) empleyntiajority of the population in the formal and
informal sectors in all ten countries. SMEs makehgpgreat majority of all enterprises (Southis&,2),
contribute between 32 and 60 per cent to GDP amdd® between 60 and 97 per cent of total employmen
(with the exception of Brunei Darussalam, at 22 qg@t; see Table Al). Improving the productivitydan
competitiveness of the SMEs in the region mustrmgteer priority; such a prioritizing would provide
opportunity for identifying best practices in ragidpgrading the skills of the SME workforce. Thare
many examples from which to choose, and many daethiavolve strategic alliances among tertiary
colleges, small businesses, regional developmehbsties and employer§.Many of the best-practice
countries (such as Ireland, Malaysia and Singapsirajegically use backward links from multinatibna
companies to SMEs as a way to transfer knowleddeskills. For example, an international manufaature
of medical devices wants to use a local SME to lsugpecific components. The international company
uses globally recognized quality standards, whiehocal SME supplier must adhere to as well. Harev

if the local supplier has never used quality measuthe workforce cannot add the needed valuenéor t
medical device company, and an important opportuttt achieve higher productivity is lost. Many
countries, including Singapore and Malaysia, usienal skill development funds to help workers MESs
learn the skills they need to be a part of glolbglpdy chains. This helps cultivate a local workitbat
has higher-quality skills and is thus more empldyab and also generates more highly paid job
opportunities.

Improving the productivity and competitiveness armafacturing and services is a primary challenge fo
attracting and keeping FDI. With globalization,iteology is transforming many industry sectors ttate
traditionally depended on low-skill work, such &g production of garments. Garment production is an
important source of income and, perhaps even nmaperitantly, offers low-skilled jobs for many women
in the lower-income countries of the region. Tediknd clothing accounted for 21 per cent, 22 et c
and 87 per cent (2000) of value added in manufegfuior Viet Nam, the Lao People’s Democratic
Republic and Cambodia, respectively. As the garnmehitstry continues to achieve higher productivity,

is likely that many of the traditional, low-skilblps held mostly by women will be lost. This is wiher
responsive, quality TVET system could step in mvjte retraining and new opportunities for betterky

For many ASEAN countries, raising skill levels tmprove economic competitiveness will require
structural reforms in their TVET systems to provitle skills that are relevant to each country'ustidy

10 For example, Singapore’'s Skills Development Fund ttbe US Transatlantic Technology and Training ake,
www.clevelandstatecc.edu/news/article/denmark-cetmescc [4 Nov. 2014], Cleveland Ohio’'s Near W8gde Initiative,
www.icic.org/ee_uploads/pdf/WhatWorksCaseStudidd$dlov. 2014] or funding of individual developnteaccounts are all
strategies that create a “pull” for skill trainimgsmall enterprises as opposed to top-down messure
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needs. Good national qualification frameworks #rat jointly developed with industry, trade uniomsi a
government education and training officials will betical for specifying desired competencies asd i
delivering the required skills. Because the temtideis will be functioning as a common market, eseh

of national vocational qualifications must be callled to the ASEAN Qualifications Reference
Framework. Both the regional and the national franr&s must be based on current and emerging industr
skill needs. Together with quality assurance messsiguch as certification and accreditation proabss
gualification frameworks provide guidelines or &tgythat let TVET and higher education policy-maker
know what they should deliver in terms of skillile quality assurance mechanisms make it postible
hold the various institutions accountable for theiavement of the education and training outcomes.

1.5 The importance of ongoing social dialogue with social partners -
Business, education, government and trade unions

As the ASEAN economies continue to shift to jobatthequire higher skills, policy-makers will be
challenged to collaborate more within their ownmoies and within the region. As the examples eliind

and Singapore demonstrate (Aring, 2013a), eachtigosiministries will need to collaborate horizolhya
with each other and with employers and trade uniornsure that skills meet economic growth piiesit
and that learning opportunities are inclusive aockasible to women and young people. As previously
noted, each country will need to align its edugsiand training institutions with qualificatiorasdards
across the entire ASEAN region, from primary thiougrtiary education. Government alone cannot do
this; demand-driven qualification standards requoingoing information and updating from the private
sector in terms of knowing what skills are neededddding value in the context of specific industry
sectors! Maintaining an ongoing social dialogue with thavate sector and trade unions helps ensure that
education and training institutions can anticiptil needs and prepare the workforce with skhisttwill
make them highly employable.

2. ASEAN’s human resources:
Quality and access to education and training

Maximizing the benefits of regional integration ilecessitate leveraging the knowledge, skills and
creativity of ASEAN's labour force of 317 millionamen and men (ILO, 2011). This section thus lodks a
() recent sex-disaggregated statistical indicatord trends regarding education, skills attainmesrd
TVET enrolment in the ASEAN countriééand (ii) the challenge of skills mismatch and Iskillabour
shortages in the ASEAN region (see Annex 6 forrarsary of country-specific skills mismatches). This
section also includes analysis of literacy rateseas to quality primary, secondary and tertiarycation

and the quality of the education systems as meddyréhe World Economic Forum. Issues of access and
gender are reflected in the World Economic Foruraisking on quality in education systems across the
region (the quality of vocational training and tteadiness of ASEAN’s labour force are discussed in
Section 3).

11 For example, Sweden’s Ministry of Education corsulith the IT industry association to find out whaith and science skills
are needed to find a job in the IT industry and wetdalitional skills are needed for students puigténtiary degrees in ICT.

2 For a list of indicators related to the finanaggess and participation, quality and relevancedinical and vocational education
and training, see ETF, ILO and UNESCO (2012).
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2.1 Literacy and education achievement across ASEAN

It is axiomatic that literacy (along with a secondaducation) (Aring and Leff, 1995) is criticalrfo
developing skills for employability. Unlike manyhatr regions of the world, the overall literacy sadeross
ASEAN are greater than 90 per cent, with the exeepif Cambodia and the Lao People’'s Democratic
Republic. However, female literacy continues to ledpind in most of the region, with the exceptidén o
Brunei Darussalam and the Philippines. The ovéigh literacy achievement is also reflected in riyn
education completion rates, which are greater 8#per cent. Secondary education rates compare with
those of highly industrialized countries (ConfereBoard of Canada, undated); for example, survatak

to the last year of secondary education are grélaser 86 per cent for the region, except for théi®L
countries where, with the exception of Viet Nangrthis a significant drop in secondary survivatsagt

an average of approximately 66 per cent (UNESC@9p8 Cambodia, the Lao People’s Democratic
Republic and Myanmar in particular will need teseatheir secondary completion rates so that stadamnt
transition into vocational, technical and universipportunities.

Tertiary education completion rates and quality

Tertiary education is widely accepted as criticat €ountries seeking to become knowledge-based
economies; having at least some tertiary educéaioonsidered important for many higher-income jibs
However, for a number of reasons, tertiary edunadiocompletion rates by themselves may not bel vali
indicators of whether a graduate is actually emgibddy. The national accreditation system in many
countries may be compromised by the political esvinent, and many Member States are not producing
gualified university graduates that meet employeegds for skills. For example, according to figurem

the Economic Institute of Cambodia (Keo, 2012),yoahe in ten graduates finds work. And in the
Philippines, a recent news article quotes a UrBtedes Agency for International Development edoaoati
official, who noted, “Studies show that the larggsbups of unemployed or underemployed in the
Philippines today, despite the massive economiafrcare college graduates” (Bernabe, 2013).

Tertiary completion rates provide an insufficieittpre regarding employability. A second issue rdiyay
some tertiary education is the need for most ASE¥lons to produce a larger number of graduatds wit
science, technology, engineering and mathematitts 68TEM) because these are the skills necesaary

a knowledge economy (OECD, 2012, p. 25). It isrofiesumed that graduates with STEM skills require a
university degree; but it is important to recogniizat many good STEM jobs require less than aatsrti
degree (Aring and Leff, 1995). A 2013 Brookingstitetion policy paper noted that “workers in STEM
fields play a direct role in driving economic grémiyet, because of how the STEM economy has been
defined, policy-makers have mainly focused on suppmpworkers with at least a Bachelor of Arts (BA)
degree, overlooking a strong potential workforc¢hofse with less than a BA” (Rothwell, 2013).

13 UNESCO's Education Statistics Technical Guideli(@809) state that survival rates reflect the peiage of a cohort of pupils
(or students) enrolled in a given level or cycleedication in a given school year who are expeotedach successive grades.
The purpose of survival rates is to measure theatiein capacity and internal efficiency of an ediaresystem. It illustrates the
situation regarding retention of pupils (or studgritom grade to grade in schools, and conver$eyntagnitude of dropout by
grade.

4 In developing national skill standards for thedgience industry in the United States, for exanthieauthor and her team found
that most employers wanted two years of post-seargretiucation combined with practical experience.

Regional Office for Asia and the Pacific 6



DiGropelo (2012) reports that skill gaps in theliPpines are particularly large in the service isily,
export sector and the technologically intensive@sg adding, “Many firms face the challenge ofrigr
higher education graduates who simply do not hageight skills and these skills mismatches hawnbe
widening between firms and employees at all empkmyntevels.”

The following summarizes the latest informationnfr&JNESCO (various yeary on tertiary science
degrees in the region, although the data shouledn with some caution because the informatiomdid
indicate whether the graduate was actually empleyabterms of skills and knowledge. Proportions ar
science degrees out of all tertiary degrees redeive

1. In Brunei Darussalam, 11.3 per cent of studegttsived tertiary science degrees in 2011 (10 per
cent of female degrees and 13.7 per cent male t& degrees). There were no available data for
Singapore. However, according to Singapore’s 20d&dGate Employment Survey, more than 85
per cent of graduates in the sciences were emplfyletime, with the exception of one or two
specific occupations (MOE, 2012).

2. Inthe ASEAN-4 countries, in Malaysia, 10.8 pent of students graduated with science degrees
in 2010 (10.3 per cent of female degrees and ldrE@nt of male degrees). In Indonesia, 5.5 per
cent of students graduated with science degrez30@; gender disaggregated data was not available.
There were no available data for the Philippine$iailand.

3. In the CLMV countries, the highest is Myanmaith 32.3 per cent of students earning science
degrees in 2011 (33.2 per cent of female degreds38r6 per cent of male degrees). Next is
Cambodia (2008), at 9.4 per cent (3.8 per cengmide degrees and 11.5 per cent of male degrees).
Finally, the Lao People’s Democratic Republic (204t 3.3 per cent (3.2 per cent of female degrees
and 3.5 per cent of male degrees). Data for ViehMeere not found. (For a more nuanced analysis
of emerging skill needs, see section 4.)

English language proficiency ranking 1-54th

English is the language of international busineskthe lingua franca across the many regions oivtiréd.
Proficiency in English is therefore important. Eablis also important because the ten ASEAN coesitri
need a common language that allows them to commtiacross their borders. As well, English is
considered critical for the ASEAN countries to catgwith India, China and the rest of the worl2@40
ABC news story reported, “In the next five yealsstate employees younger than 40 will be requtced
master at least 1,000 English phrases, and allotiall begin teaching English in kindergarten” &vd
and Francis, 2010). The Chinese Government is fignelktensive teacher training programmes to fivd ne
models for language learning and to develop newbteks. According to the ABC news report, “more
people are learning English in China than therepa@ple in the US” (Ward and Francis, 2010). It is
difficult to make comprehensive statements abouwgligm language proficiency because five of the ten
ASEAN countries are not currently ranked on the IBhgProficiency Index (Brunei Darussalam,
Cambodia, the Lao People’s Democratic Republic, iviyar and the Philippines) (Education First, 2012).
The countries that are ranked and that need toowepEnglish language proficiency the most include

15 UNESCO Institute for Statistics: Distribution oftiary graduates by field of study,
http://data.uis.unesco.org/Index.aspx?DataSetCodBtET _DS&popupcustomise=true&lang=en# [accessed20. 2014].
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Thailand (53 of 54 countries), Viet Nam (at 31 dfépuntries) and Indonesia (at 27 of 54 countiissg
table A3).

Gender Inequality Index: 1-136

The Gender Inequality Index is important for thislgsis because it indicates the presence of barrie
beyond education for women in terms of full ecoroparticipation, such as mortality, legal and rataty
frameworks, institutional sexism and equal oppadtjuin labour markets. The Index is a composite
measure reflecting inequality in achievements behwgomen and men in three dimensions: reproductive
health, empowerment and the labour market. Withetteeption of Singapore, the ASEAN countries lag
behind the rest of the world in terms of genderadiju(see table Al). This is a critically importaneasure
because the full economic and social participatfowomen is essential for rapid economic advancémen

Due to data limitations having to do with underadimg and
that many women work in the informal economy, tlen@er
Inequality Index (UNDP, 2013) does not specificatiglude
gender pay gaps. Of the wealthier countries in 2012

2.2.2 Top business concerns, Southeast
Asla, Dec 2006-Jan 2007

(utral and bagquiste dfierences
Jerrorsm

by a Joint Statement of the Southeast Asia Womarc@a
(2012): “We, the representatives of various women
organizations, groups, affiliations from the ASEA&bion

Shortage of qualhed 2 || Singapore ranked highest of the ASEAN countries,34h,
X (arpten - | i and Brunei Darussalam received no ranking. Of t&&AN-
Buredncecy ed e, meficestgovt N I 4 countries, Malaysia ranked 42nd, followed by Taval at
‘””""" - | 66th, the Philippines at 77th and Indonesia at 1.0t the
“‘“"?““""_’t':l ! ! CLMV countries, Viet Nam was the highest, at 48th,
. h;'_r'h: =~ | | followed by Myanmar at 80th, Cambodia at 96th dmltao
m"fom'l:: = | | People’s Democratic Republic at 100th. These nusber
mku';r_w;mz ! | suggest that gender inequ_alit’y should present ouser
PR — s concern for many of the region’s women. This isngoout
| |
| |
LI

Underdev'd banking and finaactal systems
: are concerned about the impact of the ASEAN Ecooomi
Community (AEC) 2015 integration plan and the ASEAN
Community blueprints on Women. ...We have deep carscer
that the three blueprints have been formulatedadtation of
Taken from “Asia skills crisis”, p. 63, one another and have not taken into consideratien t
http://s3.amazonaws.com/zanran_storage/wwhv. o jactive  impact they will have over the ASEAN

stat-usa.gov/ContentPages/95058329.pdf [2 Jan. o . "
2015]. community, In partlcular, women.

1= 00t 30 sue; § = senous sue
Source: Staft estimates based on BV (007,

2.2 Skill mismatch, labour shortages and qualitative trends in employment
and unemployment by skill levels

Skill mismatches and labour shortages are an ashdray issue for the ten ASEAN countries, many of
whose employers find their growth constrained bgsinig skills and labour shortages. The skill misines
highlight the challenge of aligning ASEAN counttieslucation and training systems with the needs of
industry, especially emerging industries that caovide higher-quality jobs. For a deeper analysiskal
mismatches, structural changes and the implicafiamisigher-quality employment, see Section 4.
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Employers report significant gaps in both technarad soft skills. The overwhelming majority of reiso
on skill gaps in all ASEAN countries suggest that lack of soft skills, such as time managemewotlpm
solving, creative thinking and interpersonal comioation, is a critical void in the skills of thegien’s
workforce. A lack of English language proficiencgdacomputer-related or other technical skills also
present challenges to employers, many of whom tejiificulty finding suitable candidates.

Employers are on the front line of the impact dfl glaps. However, the impacts are likely to extémthe
overall economy. Some of the consequences ofgkils include hard-to-fill vacancies, high stafhwer
and wage inflation that is not based on higher petidity gains. This then bids up wages, and prampt
professionals often to move between firms to galigaer salary. Employers may also have to settle f
fewer or less experienced professionals, which lead to lower productivity and weak enterprise
competitiveness. Skill constraints can retard ghojst as much as weak infrastructure. This is @ape
important for critical sectors, such as informatiord communications technologies (ICT), that mighal
source of foreign exchange or that are needed poove the productivity of other sectors, such adthe
care, financial services and lean manufacturing BAROO8; Aring, 2013a). Skills shortages due to out
migration, ageing populations and declining bigtes, as in the case of Thailand, make skills dgveént

a priority because skill shortages could intenaifiy become more costly (Aring, 2013a). (See Annkex V
for snapshots on specific skill mismatches anddalsbortages in selected ASEAN countries.)

3. Overview of training and education
institutions and policies in ASEAN

This section presents an overview of the trainimjeducation systems, institutions and policy fraoris

in the ASEAN countries, including reference to ¢gaind inclusion (women, youth and rural residents)
with the exception of TVET. It reviews recent qutative metrics of investment in education andrtirag

as well as indicators related to staffing and #ygecity of teachers and trainers. There is alsudgon on
the challenges relating specifically to TVET in A& Member States, including the task of developing
regional and country-specific qualification framewar® And there is discussion on the issue of improving
the transition from school to work.

The economic shift towards higher-skilled requiratsgtogether with the increased need for additiona
managerial and organizational skills in developawogintries) has several consequences. If low-skilled
workers are not retrained, their growing numbery mat downward pressure on wages, especially for
other low-skilled workers. This has been partidyl&ward on women, who comprise the majority of the
unskilled labour force in the poorest countries gauth, who even if they have some skills, hattéeli
experience. The region’s TVET programmes need telatate their training of skills that are relevent
employers. TVET institutions will need to form patships with local businesses to identify theirsmo
pressing skill needs and jointly develop programthasmeet those needs (Fawcett and McPherson).2009
More accurate and effective responses to skilleriges will also require a more integrated apphndac
human capital development in which appropriate guwent ministries (education, vocational education,
labour, youth and commerce) collaborate with edblkraand the private sector to align their investiae
across the education span to reach human capétd.go

16 |n this paper, skills certification and recognitiare introduced only as part of the existing skiigimes of ASEAN countries.
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3.1. Overview of the training and education systems, institutions and policy
frameworks in ASEAN countries (excluding TVET)

Quality of education systems

The quality of education systems ranking preseiméable A5 comes from the World Economic Forum’s
Global Competitiveness Survey (2013). This datdaigely based on an external survey of business
managers and their perceptions of the skills of greduates in the region’s countries. Interestingly
Malaysia's ranking (at 19th) is higher than thatBsfinei Darussalam (at 32nd), despite the four-fold
difference in their GDP per capita (with Malaysta$40,381 and Brunei Darussalam at $41}92and a
significant difference in their spending on edumashare of GDP (with Malaysia at 5.1 per centBinahei
Darussalam at 3.3 per cent).

According to the findings of the 2013 Global Conifpatness Survey (World Economic Forum, 2013):
1. Singapore ranked third of 148 countries measureah® Darussalam ranked 32nd.

2. In the ASEAN-4 countries, the highest ranked wadalyka, at 19th of the 148 countries,
Indonesia at 36th, Philippines at 40th and Thailand3th.

3. Inthe CLMV countries, the highest ranked of th8 tduntries was the Lao People’s Democratic
Republic, at 57th, followed by Cambodia at 76thet\ilam at 95th and Myanmar at 125th.

As the region forms a common market, the qualitgdification systems needs to become more aligned to
prevent brain drain and provide more equal oppdstiand mobility. In terms of gender issues, women
and girls appear to have similar access to priraadysecondary education as their male counteripatts
majority of ASEAN countries. With the exceptions 6ambodia and the Lao People’s Democratic
Republic, women have higher graduation rates than at the tertiary level. This relative parity segs

that cultural norms within most ASEAN countries gap and encourage the education of girls and women
in contrast to other regions, such as Latin America

Private versus public investment in education

In many countries, private schools and tutoringg@ioncerns about the equity of access and fingitire
region’s reliance on private tutoring makes it kkthat students who cannot afford such extra inedy
not be as competitive when it comes to universipiasion'® According to a recent Asian Development
Bank report (ADB, 2012c) on private supplementatgiing, anywhere from 20 per cent to almost 100 pe
cent of students in ASEAN countries use privatertutThis industry is particularly robust in Singag,
where a straw poll bfhe Straits Timesewspaper in 2008 found that of 100 students idemed, only
three students did not have any form of tuitibin 2010, theShin Min Daily Newsestimated that there

17 All' $ currencies in this paper are USS$.

18 This is a significant issue in Latin America,em most countries have parallel public and prietacation systems and
graduates from private schools often crowd out theblic school peers when it comes to public ursitg admission.

19 M. Toh: "Tuition nation", inAsiaOne New$16 June 2008),
http://news.asiaone.com/News/Education/Story/AA210080616-71121.html [accessed 9 Dec. 2014].
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were around 540 tuition centres offering privatiéidn in Singaporé® Due to their high demand, tuition
centres are able to charge high fees for theiri@es$ In Cambodia and Myanmar, weaknesses in the
school system due to poor teacher quality and pegessitate private tutoring to pass mandatory
examinations for secondary-level completion. Pavattoring is eating into what has been left of the
impoverished public school curriculum itself. Ims® countries (for example, Cambodia), it is pradhyc
impossible to complete the state-mandated currigitlaout enlisting private tutoring services. Iretle
countries, only part of the state curriculum isikde during the official school hours — the rekthe state
curriculum is being unofficially ‘sold’ through mite tutoring lessons” (Silova, 2012). In many ease
teachers offer private tutoring lessons to thein ®tudents after school hours on school grounddiléV
the reasons for such an irregular ‘merging’ of ubthooling and private tutoring vary — rangingnfr
insufficient school hours in Cambodia to low teachkalaries in many other ASEAN countries — the
outcomes are the same. The complete public scho@talum is available only in combination with yaite
tutoring, leaving behind many students who are lenbpay the full price for education” (Silova, 1Z).

Country-specific education policy priorities and challenges (non-TVET)

For a detailed list of country-specific educationligy priorities drawn directly from official count
documents, refer to Annex |. For a detailed detionpof country-specific education challenges, ¢dyg
identified by country officials and external orgaations, refer to Annex Il.

3.2. TVET challenges and policy priorities

It is difficult to talk about TVET without addresgj the structure and productivity of the enterpigean
economy — as well as its governance — becausediraittly affect training and skill needs. The rags
move to qualification frameworks should improve gmance and the assessment of skill needs, which
should lead to higher productivity.

According to the ADB guide for good practice on TMEn many countries, technical and vocational
training and skills development “pose a serioudlehge, particularly in countries with rapidly evislg
labour markets” (ADB, 2013). The high-skill misrolagés in the region suggest that the quality of TVET
is low in many ASEAN countries, with notable exdeps, such as Singapore and Malaysia. Additionally,
there are many problems associated with vocatexhatation. For example, in ASEAN-4 countries, where
economies are rapidly transitioning to higher vaddeed work, improving TVET is likely to be costly
because sophisticated computer-run tools and egmipare expensive and often have a relatively short
shelf life due to advances in technology. Secoindjrfg qualified teachers may be difficult becatrsey
are often lured away by industry, where they can & more. Third, social dialogue with employarsl
their business associations as well as trade utiesmigt the heart of any good vocational systemnthé
sophisticated TVET systems, such as in Singapakand and Germany, employer skills councils tedl t
workforce development authority (or equivalent) whkills are needed and what skills are likely & b
needed in the future, based on anticipated chaingeshnology. According to the literature, in maofy
the ASEAN countries, employers are weakly represbim TVET systems, if at all. In many of the

20 AsiaOne Educatior!‘540 tuition centres in Singapore — and growing figust 2010),
http://education.asiaone.com/content/540-tuitionties-singapore-and-growing [accessed 29 Noven(ik?]2
2L Ibid.
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countries, TVET is either centralized or fragmentadd there are weak mechanisms for assessing,
accrediting and certifying performance.

There is another, more subtle policy challengedfiah remains ignored. This challenge is aboutawipg

the capacities of leaders who are social partn#re private sector, government and trade unidonsverk

and learn as a team. As the best-practice coumtgi®nstrate (the Republic of Korea, Singaporeydiai
(China), Denmark, Germany, Ireland and Sweden)egouent ministries must learn to work seamlessly
with each other, the private sector and other layigs to create a human capital system that ¢medi
with the economic and social goals of their couliayd region). This is no small challenge; it Wkely
require re-engineering outdated public managemestems as well as a cultural change for government
bureaucracies that are used to operating in awithdilistic, fragmented and top-down manner (Aramg
Teegarden, 2012).

Another challenge for TVET systems is finding waygractically engage the private sector in co+fitiag
training opportunities and providing work-basedriéag experiences for young people making the
transition from school to work. The soft skills tleanployers want and need cannot be learned thealhet

but must be learned by application and requireucsdrs with practical and relevant experiencentustry
(Aring and Leff, 1998; Aring and Brand, 1998 and@) For both of these reasons strategic alliandts

the private sector are absolutely necessary to ¢mlipvest and co-develop the TVET system to meet
industry demand.

TVET enrolment and quality

The TVET enrolment numbers (table A4) are group&th wecondary education and thus represent the
percentage of students who replace all or paaif academic secondary education with TVET. Uil
ASEAN qualifications reference framework is estsitdid (Lythe, 2013a) and quality assurance
mechanisms are fully integrated, there is no olVepadlity measure of TVET in the region or among
individual countries. Given the extent of the skg@ips in the region, it is likely that the quality TVET
within and across countries is highly variable. §i@ater clarity on the performance of TVET, ihapful

to examine recent country assessments of TVET anogres conducted by Lythe (2013a) and various
donor organizations. Their assessments have fdwatdrtost ASEAN Member States face a common set
of well-known challenges (OECD, 2012):

1. Increasing industry ownership and participationthed the TVET system is driven by demand for
skills — not supply. For TVET to work, it must bieled closely to the current and future skill needs
of the various industry sectors, whose leaders tmigbnsidered as critical social partners.

2. Building a coherent system for training and foramaging the development of a training market.
Linked services must be emphasized over indiviguagrammes.

3. Reducing skill mismatches by linking industry anginiing needs. Training needs must focus on
anticipated skill needs. Best-practice countriepleasize that training must be done for both
today’'s and tomorrow’s jobs (Aring and Teegarddi, 2.

4. Upgrading outdated training approaches and undgfigdanstructors.
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Developing regional and couniry-specific NVQ frameworks

Collaborating to develop a regional framework fesessing and comparing skill acquisition will méke
possible for the various countries to catalysertueus cycle of competition while learning from bac
other’'s successes and, perhaps more importantlyrefs. According to Paryono’s review of national
vocational qualification frameworks (2013), “At ational level, ASEAN countries are raising the tmar
benchmark their TVET quality. ... At regional and lgd levels, the issue of student and labour maghilit
are also prevalent, particularly in anticipationfoll ASEAN integration in 2015.” Numerous regional
meetings have made progress towards mutual regayaitrangements for education, training certifisat
and credentials between countries, regional guoatifin frameworks and regional quality assurance
frameworks. As a result, beginning national quedifions frameworks have been developed to prorhete t
development, implementation and facilitation ohsparency in assessment, certification and redognit
of skills across ASEAN countries and internationdllable 1 shows how national vocational qualifimas
compare in selected ASEAN Member States.

Comparing national qualifications frameworks in sel ected ASEAN countries
Indonesia Malaysia Philippines Recognition
of prior
learning
Level Credential Level Credential Level Credential A
9 Specialist or doctorate 8 Doctorate degree 8 Doctorate and
degree post-doctorate
degrees
8 Master’s degree 7 Master’'s and post- 7 Post-
graduate certificate or baccalaureate
diploma
7 Professional 6 Baccalaureate and 6 Baccalaureate
graduate certificate or
diploma
6 Baccalaureate/DIV 5 Advanced diploma 5 Diploma
5 DIl 4 Diploma 4 NC4
4 DIl 3 Skills certificate 3 3 NC3
3 DI 2 Skills certificate 2 2 NC2/Grade 12
2 High school 1 Skills certificate 1 1 NC1/Grade 10
1 Elementary/Primary

Source: Paryono, 2013, p. 3.

Paryono found that some countries have partialonati quality frameworks that do not include all
education and training qualifications, possibly e some countries place greater value on higher
education while others emphasize TVET (Paryono32&1Referencing research by Bateman et al. (2012),

22 According to Paryono (2013), Thailand, for instaries a National Qualification Framework for HigEetlucation that contains
six levels: Level 1 (associate degree), Level Zifletor's degree), Level 3 (graduate diploma), Lévghaster’'s degree), Level
5 (higher graduate diploma) and Level 6 (doctoraldje Office for Vocational Education Commission Tfailand has
developed a qualifications framework consistingeven levels: Level 1 (semi-skilled), Level 2 (tsafan/skilled), Level 3
(highly skilled), Level 4 (technician), Level 5 (8er technician), Level 6 (specialist) and Leve(sénior specialist). Some
developments combine the two to create a “comp@hehnational qualifications framework.

The Singapore Workforce Development Agency develdpe Singapore Work-force Skills Qualificationtttlamore associated
with a TVET qualifications framework. It consistaight levels: Level 1 (pre-beginning), Level Z¢inning/certificate), Level
3 (high beginning/higher certificate), Level 4 (laveermediate/advanced certificate), Level 5 (highrmediate/diploma), Level
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Paryono stated, “Countries have been venturingimpooving the connectivity of their TVET systenas t
support regional economic integration via crossdborinvestment and the mobility of skilled labour.
Currently, these processes have striven towardhanésms for improving cross-national connectivity,
particularly regarding occupational standards andlifications.” One of the East Asian Summit's
initiatives is to provide a set of principles, stards and quality indicators to assist countriedeieelop,
improve, reform and assess the quality of their T\&ystems and provide a basis for alignment among
national TVET systems (ASEAN, 2012).

Internationally benchmarked quality assurance nmshas for TVET and universities are critical for
aligning not only TVET but also human capital deyghent systems (Aring and Goldmark, 2013). In
concluding his review, Paryono noted,

“Based on the current status, the developmentofigprehensive ASEAN Regional Qualifications
Framework still has a long way to go. To move fadyahere is a need to identify major obstacles,
including reaching a mutual understanding betwbergending’ and the ‘receiving’ countries and
identifying key players to be in the taskforcetdtuires strong and long-lasting commitment by
the participating countries and entails strongatmilations within and across Ministries, and other
stakeholders in the participating countries” (Pan;d2013).

To further acknowledge the complexity of developamgl implementing national qualification frameworks
and linking them to an ASEAN qualifications framewioLythe (2013a) underscores the importance of
recognizing that the process of fully developingegional qualifications framework is long and ardsio
Encouragingly, his report finds that the processnigoing in each country, although at differengetaof
development:

“Given the hugely ambitious intentions of the AEe free movement of goods, services,
investments, skilled labour, and freer flow of ¢abj it is likely that full integration across aén
Member States, will take several years. Clearlyatiahembers will be ready to recognize the skills
and professional qualifications of all migrant wers, from 2015. It is likely that this will be
achieved progressively over several years. Howéye2015, all countries will have at least begun
the journey” (Lythe, 2013a).

National qualifications frameworks calibrated toremional framework are necessary for developing
transparent criteria for skills and quality asseeato enable ASEAN countries to transition to higladue-
added work, incomes and knowledge-based economies.

6 (advanced/specialist diploma), Level 7 (high ambesl/graduate certificate) and Level 8 (proficigraiduate diploma). The
higher education qualifications have yet to begrdaéed into the framework.

Other countries, such as Brunei Darussalam, thePemple’s Democratic Republic and Viet Nam, arédestidl in the process

of developing their national qualifications framewor o a certain degree, the differing status afrfework development among
ASEAN countries affects the progress of the ASEAMN@ications Reference Framework, even thougitdt the prerequisite
(Paryono, 2013, p. 4).
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3.3. School-to-work transition and gender implications?

The ILO defines the school-to-work transition fargons aged 15-29 years as the period from thefend
schooling to the first stable or satisfactory j#tagol, Khemarin and Elder, 2013). In many cases, th
transition from school to work is understood as titla@sition from secondary schools to the workplace
However, the transition from university to work agually problematic as long as universities do not
modernize their curricula to meet the current andré needs of the domestic and regional labouketsr
The transition from school to work is especiallffidult for young people in countries where the ealion
system has been theory based, in which studerit®fgaortunities to learn soft skills by actuallypyng
them in their classrooms via project-based learsingtegies (Aring and Leff, 1995). In the majority
countries, females have more difficulty makingtita@sition from school to work. An ILO report ofteml-
to-work transitions in Viet Nam (GENPROM, undatewted that employers could more easily hire
qualified workers if they gave up their preferefmea particular gender and the rationale thatageijpbs
are not suitable for a specific gender.

According to an OECD report on pro-poor employmgnowth, more young people are likely to take up
the option to migrate if they cannot find adequataployment in their own country. Moreover,
underutilization of young people in the labour nerkan trigger a vicious circle of intergenerationa
poverty and social exclusion (Coenjaerts et aD920

To help promote youth employment, the ILO has m@ouraging strategies that lead to a better tiansi
from school to work for young people in Asia, reaizing that ASEAN youth represent some 40 per cent
of the 75 million youth unemployed globally (ILOQ23). ASEAN countries recognize that to improve
their competitiveness, they must deal more effettiwith the following serious problems:

= Thousands of young people enter the labour maeketsy year without adequate skills.

= There is a significant lack of employment opportigsi particularly in poor economies and post-
conflict countries.

= Low-quality education and training improperly ligkuth to labour markets.

To identify specific youth employment challenged &msupport policy-makers to help youth transition
work, the ILO has developed a school-to-work trimsisurvey, which is a household survey of young
people aged 15-29. Intended for countries in mibteoworld’s regions, Cambodia was the first ASEAN
country surveyed, in 2012, with a second round n@anfor 2014. The report of the survey findings is
intended for policy-makers and other parties wagkim relation to the implementation, monitoring and
evaluation of youth-related policies and programfkemol, Khemarin and Elder, 2013).

Underutilized young people incur significant ecomoand opportunity costs when the national workéorc
is not used to its full potential, and young peagpend time doing low-skill low-wage jobs. As shoin
Figure 1, young Cambodians work hard and have angtrwork ethic. Among a number of
recommendations in terms of better employability youth, participants in a recent ASEAN Youth
Employment Forum (ILO, 2013) recommended easingdrtresition from school to work by:

23 An extensive web search revealed little recerd datthe transition from school to work in ASEANuatries.
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= improving relevance and quality of training proweisito align with industry demands;

= including well-regulated and structured apprentigesprogrammes that facilitate the career
development of young people;

= sharing countries’ knowledge and experiences todnglabour market information for youth and
promote career guidance; and

= improving the signalling functions of the labournket in terms of demand for specific skills.

Distribution of youth employment in Cambodia, by ac tual hours worked per week and by sex (%)
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Source: SWTS-Cambodia, 2012 in ILO, 2013.

Widely accessible and quality TVET programmes, aB &s good career information services would help
ease the transition from school to work for manyng people. Young people, especially young women,
need to learn about career opportunities and thdicjpating in TVET will lead to good jobs. An
examination of TVET enrolment rates, depicted bidaA4, reflects that, with the exception of Camiagd
the Lao People’s Democratic Republic and Viet Némmale enrolment lags behind that of males in
ASEAN. This disparity is especially high in IndoreedMalaysia and Thailandirging the improvement of
the transition from school to work for women antestvulnerable groups be made a priority. According
to a 2008 ILO report on labour and social trend&$EAN, “In many cases, upper-secondary education
and TVET programmes have not adequately preparbdybong women and men for a smooth school-to-
work transition. Typically, females do not have mwes in secondary education and technical traithiag
are free of sex-based discrimination and stereotypr his, in turn, hinders their decent work pragpe
and, at a national level, the development &itare workforce capable of maximizing its full produaiv
potential” (ILO, 2008).

The ADB reportmproving Transitions from School to Universititorkplacg(2012) highlighted that to
become an economic driver, ASEAN universities needackle three challenges to strengthen higher
education
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1. “Secondary schools need to provide a curriculum pedagogy that foster creativity, problem
solving, critical thinking and the entrepreneusplrit. They should also focus on more math and
science. This is kind of a challenge but more atgmi.”

2. “Families who invest more in higher education exmeitcomes of better jobs and rising incomes.
Governments and higher education leaders shouklipuhe reform of higher education for the
changing labour market.”

3. “As the number of universities grows, there willihereasing competition for funds for scientific
research, requiring strategies for better partmgssincluding partnerships across borders.”

The ILO reportSchool to Work Transitions for Youth in CamboKanol, Khemarin and Elder, 2013
suggests seven recommendationgfadicy-makers to improve the transition from school takvo

1. Provide educational access for all and preventestisdrom dropping out of school.
2. Improve conditions of work by ensuring equal treatirfor and rights of young workers.
3. Support employers in taking an active part in tleation of decent jobs for young people.

4. Enhance the role of institutions that deal with Etpment/unemployment issues and improve the
collection and dissemination of labour market infation.

5. Promote decent work in the agriculture sector andrey low-wage occupations.

6. Facilitate financial inclusion of youth and accessredit and business support services to young
entrepreneurs.

7. Bipartite and tripartite cooperation on youth enyphent can yield better employment outcomes.

The transition from school to work cannot be acclishpd without social dialogue and cleaaliculated
agreements among employers, educators and tradesurspecifying who is responsible for what.
Employers must see that they, as well as tradenanire one of the key parts of the skill develapme
system and that easing the transition from sclwowaidrk can be an important part of obtaining a iande
with the skills that employers need. Educatorgherother hand, must recognize that education dieat!

to productive livelihoods as well as other benefiteide unions should help ensure that young pdwple

a genuine opportunity to learn important skillsviarkplaces.

4. Structural transitions, emerging industries and
new skills requirements

This section highlights emerging skill requiremem#ASEAN countries associated with deeper regional
integration, structural change and new productiattepns. It assesses the capacity of ASEAN countmie
meet these emerging labour market demands dombstind within the region as production moves away
from agriculture and into the higher value-addedustrial and services sectors. It analyses thenekbe
which shifted skills requirements can foster bettsnomic opportunities and prospects for womethén
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ASEAN labour markets. For a better sense of theaonhpf recent structural changes on employment, see
Annex IV for a series of charts that illustrate mges in the share of occupations between 2000 @@l 2

An examination of the Charts in Annex IV confirrhat there has been a significant decrease in tindaiu

of agricultural workers throughout ASEAN countriesth varying degrees of increase in service waker
Most of the ASEAN countries are undergoing masstugctural changes as they transition from econsmie
rooted in agriculture and informal sector work tmmomies based on higher value-added (higher skill)
work. For example, 40 per cent of the region’s pafion works in agriculture, while agriculture only
accounts for 10 per cent of the region’s GDP. Aglmas 67 per cent of the region’s workforce ogsrat
in the informal sector. That number is twice thfat&tin American countries and nine times highertin
Organisation for Economic Co-operation and Develepihtountries (ILO and ADB, 2013). Workers in
the informal sector tend to be relatively unskilladtd moving them into better jobs must be onehef t
principal aims of the restructuring process. Abbailf of the ASEAN region consists of young people.
Helping them to transition into the formal labouanket and increasing the average years of schofding
the CLMV countries must be a priority to grow tlegion’s “economic pie” (ILO and ADB, 2013)Not
only must the economic pie grow bigger, each of gliees must grow bigger as well to prevent an
acceleration of winners and losers in the restrirgjuprocess. Better work that rewards higher sKill
together with education and training that providpportunities for women and young people to acquire
these skills, are the keys to growing a biggempta bigger slices.

Shifting from agriculture and a large informal secto higher value-added work will be especially
challenging for the CLMV countries. Three of theuntries (with the exception of Viet Nam) identify
agriculture as their top sector investment priofiigble Al). If the countries’ national qualificais
frameworks include institutions and skills relatechigher productivity in agriculture and if institons
provide these skills, that sector will become maeductive; in doing so, it will displace peopleavinen
need to find work in other growth sectors. Whespldiced people will work and what skills they wided
are questions at the heart of this section on enanmestructuring and creating good jobs.

Table Al reflects the three priority sectors idiéedi by each CLMV country for growth. Agriculture the

top sector, followed by electronics and machinedsy for Cambodia and the Lao People’s Demaocratic
Republic. In Myanmar, agriculture is followed bydstry and energy, while in Viet Nam, the top ptior
sectors for investment are garments and textilegess and leather, and plastics. Many multinational
companies in these industries are continuouslyaripg their performance on price, delivery, quatityd
social and environmental performance due to globaipetitive pressures; and many of those companies
are undergoing structural transformations as nduevadded technologies are introduced. These ckange
in work processes will require similar changeskill development processes and an enabling enviemtim
that values accountability and transparency.

Policy-makers from the ASEAN-4 countries state thafr priority is to move their economies into mor
knowledge-intensive activities, pointing out th@ per cent of global GDP comes from knowledge
economies (ILO and ADB, 2013). Growing the pie dtirto have larger slices is a key issue for ASEAN
policy-makers. For example, at a recent ILO/ADB katrop for ASEAN policy-makers in Bangkok
(2013), a Philippine official talked about the néedransition workers from their tradition of riead sugar

24 The average years of school in ASEAN-6 is 8.1 geahile for CLMV, individual averages range from 40 5.9 (according to
discussions during an ILO/ADB workshop, 5—6 Noven@l 3).
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cultivation because these sectors will likely netle to compete with rice and sugar from othantites
where agricultural productivity is greater.

The final row on table Al identifies the ASEAN-4urtdries’ three priority sectors for employment: In
Malaysia it is oil and gas, palm oil and relateddurcts and financial services. For Indonesia, tiwrity
sectors are agriculture, steel, food and beveraghuption. For the Philippines, it is informati@thnology
(IT) and business process outsourcing as well gsbsifiding. For Thailand, the priority sectors are
automotive, electrical and electronics and hodpjtal ransitioning these sectors into higher vahaeled
knowledge economy work will require significant Ikkievelopment in science and technology, robotics
and ICT. And soft skills will become even more impot to promote higher levels of teamwork that
translate to higher productivity and enterprise petitiveness. Singapore provides a good examphewf

to link TVET with university institutes and furthezducation pathways to develop needed skills.
Singapore’s priority sectors focus on emerging qregn technologies, financial services, biotechmplo
and the production of chemical and petrochemi¢atglly, for Brunei Darussalam, the priority sestéor
investment are agriculture and non-oil and gaskangvledge-based economic activity. For both Singapo
and Brunei Darussalam, the challenge is to develogkforce skills in innovation and research and
development (R&D).

Plummer, Petri and Zhai projected (ILO, 2013) timpact of various trade scenarios onto employment by
industry for 2025. Although it is unclear which saeio will prevail, it is highly likely that the AE
countries will shift their current proportion ofe and middle-skilled labour to higher-skilled lalvcas
they implement the ASEAN Quialifications Referencanrework and thereby improve the transparency
and performance of their education and trainingesys to respond to emerging skill needs. Accortling

a recent McKinsey study (Auguste et al., 2011), iheure and content of work has changed and will
continue to change as technology developmentsexatel In their research, Auguste et al. identifiede
types of work: (i) interactions work — which regesr exchanges involving complex problem solving,
experience and context; (ii) production work — giecess of converting physical material into figidh
goods (such as a factory worker or farmer); ariglt(ansactional work — exchanges that can be t&tjp
routinized or automated, such as bank tellers atall cashiers. The researchers point out thabiie
work that will not be replaced by technology iseiatctions work, which requires interactions with
technology for solving complex problems. Interacowork also requires experience and context
knowledge. Interactions workers include lawyersisitians, nurses, researchers, entrepreneurs eamgin
and other occupations in which technology and iiddials interact to create greater value.

To reach more productive performance in each ofstwors identified by Member States, their various
industry sectors will need to close their skill gamd anticipate skill requirements for the futdileere are
cross-cutting skills, however, that support thefgrenance of every industry sector, such as skillfCOT

and advanced manufacturing technologies, includiaghatronics, lean manufacturing and other process-
improvement tools. Assuming that the technicaldhakills are in place, interactive work in conteorgry
productive enterprises requires soft skills, whach competencies that help workers navigate tharesl

of workplaces, communicate effectively with othesslve problems, use creativity and manage ressurce
and their emotions effectively (Aring and Brand9&%nd 2000). Technical skills can be acquired in
schools, especially in good vocational and techmsichools and colleges and, when the private seetisr
involved, in establishing standards for high-qyadihd relevant education. However, soft skills iexa
different pedagogy. In the same way that learningde a bike cannot be done by studying a bodf, so
skills are learned by experience. This means &df fiave to either be embedded into a teachioggss,

as in project-based learning, or they can be aeduiia internships or youth apprenticeships in gitimat
are linked to TVET institutions.
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Interestingly, the need to rapidly upgrade and loaige soft and technical skills across the regiay ive

a selling point for more enlightened employers astipipate in school- to-work transition programmes
such as Germany’'s dual system of youth appreniioeshhe need for harmonizing soft and techniciilssk

is also likely to create a market for skill devetmgnt. Unless there is oversight and regulatiorianefor
private training institutions, there is a risk thmivate providers may exploit students and comjgem
quality (Thomas, 2008). Although not an ASEAN MemBégate, India provides a good example of how
the proliferation of private training institutionsyen in the professions, can result in the dedinthe
overall quality of graduates (Thomas, 2008). TBisvhy it is important that the national qualificati
frameworks are calibrated to the regional qualif@es framework and that associated quality asseran
mechanisms are put in place as quickly as posisitdach country.

4.1 Regional initiatives to address the effects of structural changes

The OECD (2013) cited a number of changes thatestiructure the region’s economy and what indiaidu
ASEAN Member States might choose as prioritiesewetbp skills and increase employability of their
workforce, including human capital priorities.

The significant differences in labour productivitythe region can be viewed as a proxy for theatisp

in skill levels and employability. In 2012, labqunoductivity in Singapore was $49.7, compared $24.9

in Malaysia, $16.8 in Thailand, $11.5 in Indone$&.7 in the Philippines, $7.7 in Myanmar, $6.3/iet
Nam and $5.5 in Cambodia (ILO, 2012). The wage lbairation envisioned in the ASEAN Economic
Community Blueprint depends on a harmonizatiorkdf kevels as well as quality assurance mechanisms
that are internationally linked to prevent poterfiiaudulent “accreditations” that prey on studédesire

for a certificate or degree and then fail to tethehrequisite skills. Although ASEAN countries hagefar
developed seven mutual recognition agreements alatv for the free mobility of certain types of
professionals across borders (Lythe, 2013b), the fnobility of other high- and middle-skilled worke
will depend on the development of the ASEAN Quetdifions Reference Framework.

To achieve harmonization of qualifications and Iskithe ASEAN Economic Community Blueprint
(ASEAN Secretariat, 2008) lists specific prioritidgr action and regularly tracks how they are
implemented. Among them are several factors thileeid to real changes in the structure of théomg
labour markets, such as a harmonization of naticmaiation qualifications and quality assurance
mechanisms. The 2010-15 Blueprint singles out fitrategic priorities: legal foundation, institutan
capacity, social partnership, labour markets andkfeoce development (ASEAN Secretariat, 2008). €0 b
entirely effective, it should also prioritize theciusion of women and young people in the regitat®ur
markets.

4.2 Structural fransitions and emerging skill requirements

In terms of skills and employability, there are esal important structural transitions that will acas the
region’s economies shift from low-skill and low-veatp higher-skill and higher-wage economic aceti
Central to these are priorities of the ASEAN labauinistries: inclusive job creation, skill building
harmonization of skills and quality assurance meigmas. The following section focuses on specififtsh
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in production or service sectors and on specifiontdes to better illustrate the impact on skills
development.

4.3 Skill shifts in agriculture - spotlight on Myanmar

As discussed previously, the CLMV countries will bspecially affected by the shift in agricultural
production. In some CLMV countries, such as Myanmdarere agriculture has remained unchanged in
terms of its contribution to GDP (at 36 per cetitg non-agriculture portion of GDP has shifted taiga
industry. For example, in 1965, industry contriltlige13 per cent share to GDP, rising to 26 per lognt
2010. Industry is also replacing farms, displaajegerations of people whose safety nets depended on
their agricultural community (Noom, 2013). Theseskilled workers need opportunities to developrthe
skills as well as information about where there jakte opportunities for decent work. The shift from
agriculture, which in the CLMV countries accounts &nywhere from 22 per cent of GDP (Viet Nam) to
57 per cent of GDP (Myanmar), challenges thesetdesro plan for how to help affected workers gain
higher skills before they are displaced.

Implication for skills requirements

There are many examples of how agricultural extensérvices help to raise the productivity of agtiae

in countries throughout the world. When coupledhwitobile technology, such as cell phones with a
camera, farmers can take pictures of their proldep and send it directly to a university reseatetion.
Extension workers help farmers build their skiltl&lamprove their crops in the procésés the region’s
universities reform, the universities in the CLMduntries could be encouraged to develop extension
services to support various industry sectors. kample, faculty and students could use mobile teldyy

to help small and medium-sized enterprises in warigectors. Innovative extension services could als
help increase productivity of light manufacturimgyro-processing and tourism and could help absantb p
of the workforce still in agriculture and the sealamillion migrants waiting to return to their horoeuntry
(ADB, 2012b).

4.4 Skill shifts in manufacturing - spotlight on Cambodia’s textile and
garment industry

Many of the region’s manufacturing industries progland assemble goods using work processes that pay
low wages and require low skills. As global mantfeers increase their demand for automation, low-
skilled workers in their enterprises and supplyichavill need ongoing skill development to move to
higher-paying work.

The example of Cambodia’s textile and garment itrgtus telling: garments and textiles are the liéetal

of the Cambodian economy, representing 87 per akttte country’s total exports (95 per cent when
including footwear). Garment manufacturing accodiotsl6 per cent of GDP and employs 45 per cent of
Cambodia’s manufacturing workforce (Southeast Agatile Business Review, 2009). Around 280,000

25 Accenture, Vodaphone and Oxfam (2011) have pather a project that promotes the use of mobilértetogy to drive
efficiency and sustainability in the food and agltigre value chain.
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workers, more than 90 per cent of them rural femalere working in the garment industry in Aprill20
Textile World Asia, 2009). Low productivity due veeak skills and labour-intensive production methods
keep wages low. The country’'s Garment Manufactaré&ssociation reports that a Chinese worker
produces 100—-120 shirts per hour and a Vietnamedewmakes 60—70 shirts per hour while a Cambodian
worker produces 30-40 shirts per hour (YNFX, 2Ql@gdustry buyers want full service, from design to
stock delivery, to shorten lead times and lowetésr customers. According to the Garment Industry
Association report, Cambodia’s industry cannotsygiply a full service because it mainly consistioof
skilled cut, make and trim workers (YNFX, 2010).

There are abundant opportunities for the garmeddistry within the framework of many free trade
agreements, according to the Garment Manufactuksspciation report (YNFX, 2009). However, these
can be achieved only with skills training, lean of@acturing and other process improvements as gell a
new technology, such as automatic sewing machheesyer systems, pattern-making systems and new
software in addition to an established workforceovdan use these tools efficiently. The ILO’s Better
Factories Programme in Cambodia monitors and repamt working conditions in garment factories
according to national and international standagdlddping factories to improve working conditiongda
productivity and by working with the Government aimternational buyers to ensure a rigorous and
transparent cycle of improvement (ILO, 2008a).

Implications for skills requirements

To raise the skills of the workforce in the garméamustry and in similar low-skill and low-wage
manufacturing, TVET institutions should partnerhwihe industry to identify future skill needs, dieye
curricula that lead to higher skills and train peoim schools and workplaces. Skill development tmus
include learning by doing to gain the essential skifls. High-skill and high-wage manufacturingatves
working in teams and collaborating with other amastrequires a strong command of soft skills coebin
with a higher level of technical skills.

4.5 Skill shifts in manufacturing - spotlight on Thailand’s automotive industry

Thailand is a major automotive production basekedrfourth in Asia and 12th in the world. Produntio
output reached 2.2 million vehicles in 2012 andsatm achieve 3 million in 2015. Rapid increases in
automotive production volumes have underscoredeskiivorkforce shortages that are disrupting the
growth of the sector.

Implications for skills requirements

The Australian Agency for International Aid (AusAlPeported in (Australian Trade Commission Report,
2013) that there are opportunities for Australiamvirers to offer training solutions in specific

technological skill€ as well as opportunities for partnerships in R&Ppduct and process design and
setting up an in-house training centre. The AusAlBo concluded that, given the level of urgency and

26Such as quality engineering, engineering desigodystion management, CAD, CAM, TIG welding, MIG diglg, engine
repair, and body and paint repair.
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competitive nature of the industry, there is a urigrindow of opportunity to develop win-win partseips
between Australian training providers and Thailaner 1 automotive parts manufacturers. The Thdila
Automotive Institute has set a target to upgraéestills of 300,000 skilled personnel within termggeand
considers such win-win partnerships a strategiodppity.

4.6 Skill shifts in services — spotlight on the Philippines

The Philippines provides a telling example of thiematch between skills demanded and skills supplied
The oversupply of skilled university graduates @ame disciplines has resulted in an entire indusfry
recruiters that has grown to meet the demand fokeve from abroad. According to a 2010 news article
(Milan, 2010), only 5-10 per cent of graduates ¥iiiltl jobs consistent to their education and orily8)
per cent will find any employment. The vast majoaf graduates will remain unemployed.

Yet, the Philippine business process outsourcidgstry has grown at an extraordinary pace ovep#se
decade, catalysed by reforms in the telecommunitatsector in the early 1990s (World Bank, 2011).
According to the World Bank Country Director, PpilHofman, “The liberalization of the Philippine
telecommunications sector in the early ‘90s impdbtlee quality and efficiency of telecommunications
infrastructure through greater competition. That'gery important factor for the success of the atigu
But the bigger story is really the rich human calgitat the country possesses and which it hagritrue

to nurture” (World Bank, 2011).

Total employment in the sector has surged to né&;000 workers, of which nearly 400,000 work in
“voice-related services” (call centre§donomist2012). Since 2010, the Philippines has the lagebal
market share in call centres (India had dominatéd particular segment of the business process
outsourcing until 2010). Service export revenuemfcall centres have climbed from $6.1 billion D02

to more than $11 billion (or about 5 per cent of Dn 2011 (World Bank, 2012c). The information
telecommunications industry (ITC) has become a mdijiver of the economy and job creation in the
Philippines?’ Aside from earning tremendous amounts of forexghange, it has also spurred growth in
other parts of the economy, notably real estataijl teade and telecommunications. The businessgs®
outsourcing industry’s total (direct plus indirectntribution to growth through real estate, camgton,
retail trade and telecommunications was estimatedtaund 11 per cent of GDP in 2011 — roughly the
same as merchandise exports value added as ao$t@d. In addition to those directly employedtie t
outsourcing work, the sector is helping to creaime 1.6 million jobs in real estate, construction,
telecommunications and other related sectors (V\Railak Philippines, 2012).

Growth prospects for the Philippine outsourcingt@eare considered promising because companies in
high-income countries continue to offer offshorsibass processes. The Business Processing Assnociati
of the Philippines (BPAP) is targeting a doublimgsize by 2016, earning nearly $25 billion in expor
revenues and employing some 1.3 million peoplectlireand 3.2 million indirectly’® The sector would
also help generate substantial amounts of tax tmsgeffior the Government, both directly as well as

27 The ITC industry in the Philippines includes medlizanscription, software services and back-officecesses (World Bank,
2012c).

28 This would place the sector at par with, or evieeaa of, other traditional mainstays of the econowtpbly remittances.
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indirectly, by stimulating additional growth in @h related sectors of the economy (World Bank
Philippines, 2012).

Implications for skills requirements

To meet economic growth goals, the country’s edagatnd training programmes must become more
aligned with its labour market needs. AccordingricAsian Pundit 2012 article, “Demand for talertigh

and increasing, so much so that the capacity ofrithestry to grow now largely depends on how many
employable graduates can be produced” (Hamlin, 20I@ address the talent hurdle, the BPAP is
undertaking a series of initiatives in cooperatioth government agencies, multilateral institutiams the
private sector to attract potential hires and imaprthe skill sets of nearly hired workers so thatren
Filipino graduates become employable. Hamlin reptrat while many Filipinos apply for work in IT-
business process outsourcing companies, the higitegis just 5—10 per cent. Most candidates laek th
necessary qualifications, skills and professionpketise.

4.7 Skill shifts in food services for tourism - spotlight on Indonesia

The ASEAN Tourism Integration Working Group’s segic plan aims to establish South-East Asia as a
leading global tourist destination by 2015 (Aus#&nalTrade Commission, 2013). On the human resources
development side, the goal is to improve touristateel human resources, services and facilities.ettly,
there is a shortage of human resources. Accorditiget AEC Blueprint (OECD, 2013), such countries as
Indonesia should attract more tourists.

The McKinsey Global Institute (2012) points outttki@de growth of Indonesia’s “consuming class” now
numbers 45 million and is forecast to increasestondllion by 2020. The Institute suggests that lit@dipy
and retail services, in particular the retail famtvice sector, are high-growth markets and wiuie
strengthened food safety systems and handling gsesdo improve integrity across the value chaiith W
retailers expanding operations, including Carregupermarkets and hotel chains, their demanddordd
food and beverage staff will continue to grow.

Implication for skills requirements

Helping this promising sector grow requires bettecational training as well as lifelong learning
opportunities for those already employed so theyausckly and easily upgrade their skills in thede
processing sector. This will help drive efficierxiand domestic and international competitiveness of
Indonesian companies. Another opportunity mayni¢hie area of producing more processed food. It is
unlikely that schools alone can produce the neeglgdts in terms of skill development. Insteadhtstyic
cluster-based alliances with food processing fiemd universities could create industry trainingtieen
through collaboration with vocational schools, sumh New York’s Finger Lakes Food Processing
Initiative, which has created a cluster of foodgaesing companies linked to a university and vooati
training centres?®

29The Finger Lakes Food Processing Cluster Initicwvene example.
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4.8 Skill shifts in information and communications technology - Spotlight on
the ASEAN

The ASEAN ICT Master Plan 2015 acknowledges th@T™ will continue to be the driver in all aspects of
nation-building in the next few decades. Similaotoer regions, ASEAN is poised to embrace theritu
(ASEAN, 2010, p. 5). The ICT Master Plan stateg t@d development in ASEAN has evolved at a
phenomenal pace and that “now is a new era of I©Udht about by the advancement and application of
ICT in almost every facet of our working and sotiigs”. ICT is a growth industry sector employimpre
than 11.7 million people, contributing more thar2 $8llion (more than 3 per cent to the ASEAN regson
GDP) and will grow significantly by 2015. Althoudthere is a considerable digital divide, especiallthe
CLMV countries and in rural areas, governmentsgaiag to great expense to ensure that the non-gerve
and underserved areas and communities have aock3E,taccording to the Master Plan.

Implications for skill requirements

The ASEAN Master Plan states that human capitated| barriers in ICT are important. The top-three
human capital challenges are relevant skills, abdity and costs. The transformation of other gext
through better ICT skills and knowledge has to lwere strategy because every industry sector {gesha
by ICT. Whether engineers use software programmegvelop blueprints for a building, an artisansuse
the Internet to get ideas or to sell wares or al ero-tourist lodge attracts customers and magsvations
via the Internet, ICT skills are essential. This patentially costly implications for vocationaldatiechnical
education where embedding ICT in the curriculun hélve to be a top priority to harmonize skill l&ve
across the region. The ASEAN-4 plus Singapore arnth@® Darussalam are implementing different
approaches, such as an ICT scholarship programché&Cancertification programmes by increasing ICT
roll-outs in schools and through enhanced collaimrebetween ministries. So far, telecommunications
and ICT ministers from Member States have appr@leditiatives that were scheduled to be implemgnte
in 2012 (OECD, 2013 It is not clear if the costs associated with eddireg ICT in TVET have been
discussed by the ICT Industry Association.

4.9 Shifts in the productivity and skills of small and medium-sized enterprises
and what it might mean for women business owners in ASEAN

As evident in table A2, SMEs across the ASEAN ragomntribute between 60 per cent of GDP in
Singapore and 32 per cent in Malaysia. They probieisveen 97 per cent (Indonesia) and 56 per cent
(Malaysia) employment, with the exception of BruDarussalam (at 22 per cent.) The skill gaps dissulis

in section 2 have even more serious implicationgife SMEs in the region because those enterpilizes
not typically have resources for training. The gahe lower TVET enrolment rates for women (witheth
exception of Indonesia and Viet Nam) add an impigander dimension to improving the competitivenes
and skill levels of the region’s SMEs.

If SMEs are to become integrated into vertical pibn chains in the region, then their workforomsst

be skilled in meeting quality standards and cesdifons, such as those of the International Stalsdar
Organization. The ASEAN Policy Blueprint for SME &dopment 2004-14 outlines a framework that
comprises strategic work programmes, policy measarel indicative outputs, such as accelerating the
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pace of SME development, enhancing their competittgés and strengthening their resilience (ASEAN
Secretariat, 2008). Although the Blueprint does aygpear to emphasize a gender balance in ASEAN'’s
SMEs, the Socio-cultural Blueprint and ASEAN Fouimfa stress the importance of women as business
owners, especially in the micro-enterprises ofGh&1V countries. The Asia Foundation (2013a) estesat
that Asia—Pacific economies could grow by an addél $89 billion per year if women could realizeith

full economic potential and that output per workeuld rise 7-18 per cent if business opportuniies
women and men were equal.

Women own 23 per cent of SMEs in Indonesia andhtimber is growing by 8 per cguer year, while the
number of SMEs owned by men is dropping (Asia Fatiod, 2013a). The success of the nation’s overall
economy hinges in no small way on the success asetlirms (Asia Foundation, 2013Bhus, the
contribution from women-owned firms is increasingtitical to economic growth. By comparison, overal
entrepreneurial activity of women in Malaysia idyof per cent (this is more than 30 percentagetpoin
less than in the Philippines and Thailand), angitiestrong economic growth, the ILO (2012) estidat
that only 46.8 per cent of working-age femalesipigdted in the Malaysian labour market in 20A2.
recent study by the Rotman School of Managemetiteat)niversity of Toronto highlighted the role of
cultural norms related to women'’s business activitialaysia. These norms dictate and limit women’s
modes of operation in business spheres by expetitarg to “lead as if they were mothers or teachers,
rather than taking on what is perceived to be thesriraditional masculine role of formal leadersfiiph
and Leonardelli, undatgef

In response to these limiting factors, the Govemimef Malaysia actively promotes women’s
entrepreneurship through capacity-building initiei. The Government has also worked with ministries
and agencies to offer programmes for female ergresurs. These initiatives have helped contribumto
increasing number of female-owned SMEs in Malaysihich rose to 17 per cent of the total SME
population in 2008, up from 12 per cent in 2000HTand Leonardelli, undatedyarious government
ministries, working with other government agenci@syide support to women entrepreneurs in terms of
funding, physical infrastructure and business aimlyisservices. To provide financial support, the
Government has encouraged the creation of specidsftargeted for women entrepreneurs, such ambkpec
assistance schemes through the Small and Mediunstines Development Corporation.

In the Philippines, opportunities for starting messes exist for both men and women, as evidenctutb
greater proportion of women owners of nascent lssies and women’s relatively high level of
entrepreneurial activity (at 40 per cent in 201K, 2010). Although a 2006 survey on entreprefhgurs

in the Philippines conducted by the Global Economanitor (APEC, 2010Jound that Filipino women
owned 45 per cent of business enterprises, thesegemerally nascent businesses (at 69 per cenifg w
men more often own established businesses (atré&ep8. Despite these trends, there remains aarund
representation in the numbers of women entrepreraupong established businesses, suggesting a number
of factors that limit women when it comes to manggind operating a business. Researchers have found
that although women have a strong role in startingusiness, family responsibilities constrain their
available time. Furthermore, social services fom&a that enable them to put time into their busines
while taking care of a family were “generally inicient” (Asia Foundation, 2013b). Women are tyfliica
found in activities that permit them to balance ifgmesponsibilities with income-generating actieg,

such as retail trade, food preparation or homeebpmrework. In particular, younger women with dmal
children tend to start businesses that allow thenemain close to their home (Asia Foundation, »)13

30Research has also noted a trend in Malaysian feematepreneur’s micro-enterprises often being takesr by the woman’s
husband or a family member when the business growscome a larger enterprise.
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A MasterCard Worldwide 2010 study found that Thails proportion of working-age females
participating in the labour market (at 64 per cevay also considerably larger than that in Malagsid
the Philippines. Women constitute 47 per cent d@ilBimd’s business people (MasterCard, 2010). Thesa
study by MasterCard Worldwide found that women-odvBMESs in Thailand contributed approximately
38 per cent of GDP and that their businesses hahanal growth rate of 2.25 per cent, compared with
0.31 per cent among SMEs owned by men. AccordindpéoGlobal Entrepreneurship Monitor (2007),
social and cultural mores in Thailand have longoenaged and supported female participation in the
workforce, which explains the high prevalence ratlesomen’s entrepreneurship.

In Thailand, gender is not necessarily perceiveahasmpediment to success in business. Howevepjtdes
this commonly held perception, research revealswioanen still experience a wide range of barriers t
starting, sustaining and growing their businesBesexample, although women technically have tineesa
legal rights as men, married women need their mddiaonsent for critical legal transactions, inidhg
bank loans. In addition, industry restrictions anttural expectations mean that Thai women’s bissieg
tend to be in the lower-earning sections of secgursh as retail, hospitality and personal services

In Viet Nam, 54 per cent of non-agricultural housldhenterprises, which include micro-enterprisegd an
SMEs, were operated by women and 46 per cent waeated by men in 2000, suggesting that private
enterprise is a relatively more important sourcdeafiale income than it is for men. Women tend to be
more active in trade, and men more in productich arvices. However, within production, women are
more important in the key subsectors of food antetages and textiles and garments. According to the
available data, women tend to have smaller ensarpnvith fewer employees, fewer hired labourerseto
turnover (except for services), smaller asset wlaed lower profits. The rural and urban non-farm
enterprises controlled by males have a larger \@fitetal business assets than those controllddrbgles.

On average, calculated profits in female-operatatagricultural household enterprises, which inelud
SMEs, were about 70 per cent of the profits madenale operated non-agricultural household entexgris
in 2000 (Akram-Lodhi and van Staveren, 2D04

4.10 Implications for skills requirements

Improving the skills of SME workforces and the kibf women business owners in the formal sector of
their economies requires an ecosystem of multipfgaaches that remove barriers and raise overdll sk
levels. Apart from removing barriers that constraiomen’s participation, there are several promising
models for improving the skills found in SMEs. Feotample, Singapore and some of the other wealthier
countries in ASEAN promote SME skill developmera skills development funds. Every effort should be
made to have these funds directed towards nates@miomic and social goals, including the trainifig o
women owners of SMEs and women workers in themtigzortantly, skills training should help improve
the number and quality of backward links from mmdtionals attracted through FDI and local supply
chains.

Other approaches to SME skill building also mightdonsidered as ASEAN Members States think about
how to improve the competitiveness of their SMEs. €&ample, individual training accounts that ase c
funded by an employee of an SME allows workersui@ipase their own training (the other co-funder can
be the government). This creates a more competitigeket for training institutions for both men and
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women. The ASEAN Foundation is supporting TVET fesmen’s economic empowerment (ASEAN
Foundation, undatetecause improving female participation rates in T\éBuld unleash the productivity
of the region’'s many SMEs while dramatically ragsifVET quality and performance (ASEAN
Foundation, undated). Additionally, for women totfgdpate fully in a country’s economy, various bars
need to be removed. Barriers include access tonéssifinance and managing both childcare and
housework. Most of these obstacles stem from toadit gender roles that limit women’s ability tcebk

into the business sphere (Asia Foundation, 2013a).

4.11 Shifts in the informal economy should provide opportunities for
improving women'’s lives and those of vulnerable populations

ASEAN's Socio-cultural Blueprint lists several goab improve the participation of women in all digl
and all levels, including political decision-makijrag well as the socio-economic empowerment of wome
The Blueprint notes that women are heavily reprieskim the informal economy, where their exposore t
the risk of exploitation is usually greatest aneitihave the least formal protection. At the samme tithe
informal economy provides a vital source of livelild for masses of women and families (ILO and ADB,
2011).As job growth continues to drive economic growtiMiember States, it is likely that the informal
sector will shrink, necessitating skills developintar displaced workers, most of whom will likelye b
women. In addition to specific technical skills uirgd by a particular industry sector (such asilydtznd
and beverage, back-office services, health cardanking), some of the skills that likely will bmportant

for women who become displaced are entry-level @ieme for accounting, bookkeeping, typing, English
language and various software programmes (such iasoddft Office) and other programmes for
communication. NGOs often create specific traippnggrammes for preparing and integrating women into
the formal sector. The national qualifications feamorks should help in terms of making sure thaildised
women are learning the right skills and receivindustry certifications, both of which will improvkeir
employability opportunities.

A joint ILO/ADB report onWomen in Labour Markets in Asi@011) noted, “Progress in reducing
vulnerable employment has stagnated, and progressliicing working poverty has stagnated. Moreover,
gender-based inequities in the labour market geiisigpart due to the expansion and feminization of
informal employment.” The study’s authors state tip@or women workers of the Global South, as well
as female migrant workers in a range of internati@ontexts, generally fare worst of all” (ILO aA®B,
2011).As previously noted, many ASEAN countries have daegeas for improvement in terms of
increasing women’s economic participation, livesl akills. According to the Gender Inequality Index
shown in Table Al, Singapore ranks near the top3aif 186 countries, with Malaysia at 42nd, folbmv

by Viet Nam at 48th, Thailand at 66th, the Philims at 77th, Myanmar at 80th and with Cambodiéirigai

at 96th, the Lao People’s Democratic Republic &8ti@nd Indonesia in 106th place. Based on a veielier
of indicators, the World Economic Forum’s Globalnder Gap Index calculates gender gaps on the basis
of 14 indicators, grouped around four dimensiosnemics, politics, education and health. The Gende
Gap Index shows no significant association witlelsewf development; but economic growth by itseksl
not automatically produce equality (UNDP, 2010).

According to the UNDP repoRower, Voice and Righ{2010), there is a growing body of evidence that
confirms “gender equality is good economics”. Fmtance, over the past ten years, the increasalé
workers in industrialized countries is estimatech&we contributed more to global growth than Chena’
remarkable economic performance. Reaching the garakeof women’s labour market participation in the
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United States, which stands at more than 70 per e@nild boost GDP by 4.2 per cent a year in Ingig,

per cent in Malaysia and 1.4 per cent in IndoneBie gains would be greater where current female
participation rates are the lowest (UNDP, 201®4).These estimates depend, however, on women having
access to quality child care. In 2013, the ASEANrS8&riat posted the statement that “gender egualit
should be central in achieving the ASEAN Commuhifihe importance of quality child care was not
mentioned, yet it is critical if women are to peiiiate fully in the labour market, especially i ormal
sector. Chant and Pedwell (2009) stress the impoetaf more process-based research that takes into
account the whole of women’s daily activities. Camitoy education and training with quality child ear
for women and access to credit and other servicas example of the type of ecosystems approatistha
needed in situations in which a number of factamverge to make it difficult for women to be fully
integrated into their countries’ labour markets.

The ILO/ADB 2011 report oomen and Labour Markets in Agiainted out that gender inequality in
labour markets remains a persistent phenomenoeit &ovarying degrees in regional, national arghlo
contexts. Women continue to disproportionately eignee a range of multiple challenges relatingczeas

to employment, choice of work, working conditiormployment security, wage parity, discriminatiod an
balancing the competing burdens of work and faneégponsibilities that are often exacerbated by gt
patterns in occupational segregation. The majafityomen’s work is typically concentrated in a roavr
range of sectors, many of which are vulnerable iasdcure. The share of vulnerable workers (unpaid
family workers or own-account workers) is at 81 gent in CLMV, compared with 38 per cent in thetres
of ASEAN (OECD, 2012a)Women are also increasingly migrating for work tluémited labour market
opportunities at home.

4.12 If social partners align their investments, economic shifts could open
new opportunities for improving the transition to work for youth

Economic shifts could open up new opportunities/fmrth in the region if social partners acrossrétgon
align their investments to improve TVET, the trdéiosi from school to work and gender equity. Youth
unemployment cannot be solved by ministries of lspeducation or youth alone, however well intended
Although government can and should act as a relstitneutral” broker” (Aring, 2013a), the full
partnership of the private sector is needed, alitiy appropriate safeguards provided by trade unton
protect youth from exploitation.

Global economic crises affect youth (and other srdble groups) disproportionately. According to
ILO/ADB data (2011), the proportion of ASEAN’s ytutvho are employed declined by 5 per cent between
1999 and 2009, with males participating at appretéty 20 per cent more than females. Lower female
employment rates are especially pronounced in Bridaeussalam, Indonesia, Malaysia, the Philippines
and Thailand. In the CLMV countries, employmenesaare roughly equal or even higher for females,
which may suggest that young people in these ciesniegin work earlier to supplement family income
(OECD, 2012a)and quite likely in the informal labour markets.liBies should ensure that the region’s
young women and men have access to the educattbriraining they need to more easily make the
transition from school to the region’s workplaces.

Structural changes in many ASEAN countries areldispg workers in traditional industries, such as
agriculture. At the same time, structural changemdustries in the region accelerate the needKadr
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development. If the structural changes are accoiragdy well-designed skill development strategibs,
changes can open up new opportunities for bettek aad higher pay.

5. Recommendations

This section summarizes and builds on the prevémadyses of education and training needs, emphgsizi
recommendations for TVET because it is the prinvatyicle for delivering skills and employability tiee
more than 600 million people in ASEAN countriesvBleping effective TVET systems will help to tackle
issues affecting many economies in terms of respgrtd demographic shifts, high youth unemployment
and rapid labour market changes. Moreover, refoymiMET is especially critical for the CLMV countse
that need to accelerate changes already underwayder to fully develop a national qualifications
framework that can calibrate to the regional gicifons framework now under construction. Thisoagl
framework will bring coherence and a freer floowadrkers across a region that is now characterized b
vastly different skill and employability systemsahy of the recommendations for TVET are drawn from
Lythe (2013a).

Improving TVET is strategically important to moveetregion’s low and mid-level skills to higher valu
added skills that will support the Member Statedremic goals. The fact that each country is in the
process of developing a national qualification feavork calibrated to the regional qualifications
framework is a critical factor in the following mmmendations. Assuming that the qualification
frameworks are done well and are accompanied bltgaasurance and other mechanisms, many of the
issues that make TVET problematic in countries khba resolved.

The region is remarkable in its education achievemd=ven though the CLMV countries need to inareas
their secondary graduation rates to catch up widir tneighbours in the ASEAN-4, as well as with
Singapore and Brunei Darussalam, the provisiorasfdband secondary education in terms of access and
participation is impressive across the region. €lee a number of specific improvements that shbeld
made for secondary and even primary education, aadbetter teachers, more relevant curricula, bette
facilities and increased access in rural areas.

As discussed in the previous sections, the quafiffVVET in the region is highly uneven. An importan
recommendation therefore is to develop a seriestfities to build the capacity of ministries inwved in
TVET delivery to work with each other so that theitions are coordinated and aligned with their
respective government’s economic strategy. Lesdooim best practice countries emphasize that
coordination and alignment of multiple ministrieghwthe private sector and the national economaigo
are the critical ingredients for success. The dgraknt of national qualification frameworks reqainew
strategic and implementing capacities in many &f thgion's public sector administrations. Without
building the human capacity to make the necesdapges, inserting a national qualifications framewo
into a weak public sector may further weaken thleosts performance. Instead, the public adminisnsat
involved in TVET should participate in learning exjgnces that help them make the many changes that
need to be made to TVET. There are many ways td the capacity of policy-makers, such as develgpin
communities of practice, study tours, workshopsgr{te-peer learning and strategic alliances.

Looking across the three primary country groupinfishe AEC, certain common tasks emerge for the
further development of TVET within each (Lythe, 2@). For example, the critical tasks facing the GLM

Regional Office for Asia and the Pacific 30



countries include creating a unified coherent systeveloping the physical infrastructure for TVETch

as trained teachers, instructional materials, taotsl equipment), fully developing their national
gualifications frameworks (with participation fromdustry), linking the frameworks to the education
sector, increasing gender equity and participatéom aligning the frameworks with national economic
plans. This alignment is particularly critical ife economic opportunities that are emerging wittdade
zones, corridors and new ports are to translatehiigther skills and wages.

Among the ASEAN-4 group, the common tasks inclat®nalizing TVET systems so that responsibility
clearly resides within a single ministry, fully itementing their national qualifications framewoitks
calibrate them with the regional framework, deveigpstronger links with industry, fully establiskin
guality assurance mechanisms and improving theitran from school to work.

For Singapore and Brunei Darussalam, the critiaakg include further strengthening education and
training systems that are already among the baseimegion and benchmarking their respective natio
gualifications frameworks with the emerging ASEAD&(ifications.

5.1 Specific recommendations for CMLV countries

Cambodia. Cambodia aims to reduce the poverty of its rurakpmpulations by improving family income
through skills training and to support industriavdlopment with skills demanded by industry (Ted.D).
According to a 2011 presentation by the Ministrytabour and Vocational Training, the Government is
committed to expanding and promoting TVET for tlesiced economic growth. The goal is to achieve a
30 per cent increase in people with formal TVET lifigations for basic and mid-level skilled work.
According to Lythe (2013a), Cambodia has a poli@mfework and systems architecture in place for
recognizing TVET qualifications, and regional renihign of their national quality framework will be
achievable but not fully in place by 2015. Lyth@13a) points out four areas that need immediatattn:

= ensure the accreditation of trainers is on tragiraposed;
= ensure that the competency-based system is proggesspartnership with employers and unions;

= ensure that the national assessment and certificatystem is in place to support the national
gualifications framework because it is an essentatponent; and

= organize study tours for leaders in the TVET sydiehaarn from countries with established national
assessment and certification systems as well awtraertification systems, such as Singapore,
Malaysia or the Philippines.

Lao People’s Democratic RepublicThe country is experiencing a shortage of seritlieskworkers due

to outward migration, particularly to Thailand. Bdtugh there is no national TVET framework in place,
the Government recognizes the need for such a frankeand is working with GIZ and the ADB to develop
one. There are 154 vocational training centres,thete is a lack of coherence and coordination, as
illustrated by the fact that the Ministries of Lalboand Education have different certification and
qualification structures. For the Lao People’s Deratic Republic, the following is recommended:
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= Develop a ten-year economic roadmap for the coutitay spells out clearly in what sectors
economic growth is desired along with measurabtechmarks for this intended growth. This is
essential to develop a national TVET qualificatifrasnework and unified national system.

= Develop a single, unified coherent system by coimgea facilitated forum that engages all parties,
including industry, trade unions and leaders ofcation and training institutions.

= Improve secondary education by improving curricatad training teachers to help assure that
students entering TVET institutions can succeed diésired, progress beyond this level.

= Develop a national strategy for improving Engliahduage skills because this is the lingua franca
across the region.

Myanmar. A presentation by Myanmar’'s Department of Techn@a Vocational Education noted that
reorienting TVET policy towards sustainable devebept is a national priority. To accelerate the
development of vocational education and build a enodhation, the Government has already opened 29
government technical high schools and ten techimsgitutes (Theingi, 2009 Job opportunities will be
opening up for skilled workers with the establisiminef economic zones. The new zones and ports will
create opportunities for skilled workers in niclreas. To take full advantage of these opportunites
unified skills training system must be establish®though the Ministry of Labour has taken the |eakd

in establishing such a unified system, the skikining remain fragmented, as illustrated by tret fhat

13 ministries offer skills training. For Myanmalgtfollowing is recommended:

= Complete the national skills qualifications framekyavith particular emphasis on recognizing and
certifying the new skills that have been identifeedimportant for the development of the economic
zones.

= Strengthen the links to industry at the nationa¢lend at local TVET centres.

= Build on the National Skills Standards Authorityftdly establish competency standards, policies
and programmes and to accredit trainers and agsesso

= Establish national technical teacher training @twith a mission to raise the quality of teaching
and develop much-needed instructional materiales&ltentres should draw on industry experts to
assist in teaching and developing the instructiomaterials.

Viet Nam. Like Myanmar, Viet Nam is developing economic cdoris that will lead to rapid economic
growth and require more than low-skilled labourr Egample, economic zones at higher levels tend to
require workers with skills in logistics, financacamanagement. At lower skill levels, workers viid
needed to interact with sophisticated machinesotagbembly work and/or provide services. Viet Nam
offers three levels of TVET, including short-termid-level and college-level courses that last fless
than a year to three years. Only 26 per cent ohthize workforce is formally qualified in any trdr
profession and the demand for untrained workersdeirease by 2 per cent per year while the derfaand
formally qualified workers will increase by 7 peart per year. Moreover, there will be a sharp iaseeof
workforce participation, from 34.7 million in 1996 an estimated 55 million by 2020. A national
gualifications framework and a coherent nationalETVsystem are critical for reaping the benefits of
economic expansion. For Viet Nam, the followingégsommended to help form a stronger more coherent
TVET system:
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= Consolidate the currently fragmented system undemational authority. Too much control at the
local level often leads to wide variation in theality of the training institutions.

= Secure support for the development of a nationalifipations framework and ensure that it links
to industry skills in demand, especially for emeggskill needs.

= Convene a series of workshops over the next 6—-12thmahat address the following: unify a
national system that includes management of TVEinfa central level, develop funding strategies
for resourcing TVET, identify industry-certified mpetencies and establish curriculum standards
that link to workplace competencies.

5.2 Recommendations for the ASEAN-4 countries

Indonesia. Almost half of Indonesia’s workforce is youngerthz0, and government institutions largely
provide workforce training. The TVET system is ldahthine and involves many government ministries
that offer programmes of up to three years of st@ympeting ministries also offer technical edwrati
According to Lythe (2013a), there are a numberrobfems with the current education and trainingesys

in which schools largely take academic approadnesddition, there is little industry-relevant eguoient
with which students can learn on and there is atage of trained teachers. As of 2013, the national
gualifications framework had no significant linksimdustry. For Indonesia, the following is reconmuied:

= Streamline and rationalize the Government’s rol€\iT.

= Ensure that the national qualifications framewods findustry links and that qualifications are
developed with input from industry and appropriatefessional bodies.

= Finalize the features of the nine-level qualifioas framework and align them with the national
economic and social development goals.

= Develop competency-based training and assessnmeatghout the TVET system.
= Develop national assessment policies regardinguhbéfications framework.

= Accelerate and expand the production of TVET gréekjecurrently, only 10,000 certificates are
issued annually when millions are needed.

= Secure the support of external development partteeisssist in building capacity, developing
policies and implementing the national qualificadramework.

Malaysia. According to the OECD and LEED repdBkills Development Pathways in Ag2012),
“Malaysia’s growth is between that of fast-growimgh-income economies and that of developing ones.”
In the current economic climate, achieving the nexguhigh growth rates to transition into a higlkeme
economy is challenging. Malaysia will need to upigréts existing, mostly semi-skilled workforce asliw

as improve educational levels of new workers enggetie labour market. Malaysia has a well-estabtish
TVET system that begins in the tenth year of edanatnd allows students to continue on to workwspe

a post-secondary degree. Having developed a natjoaéfications framework in 2002 and implemented
it in 2007, Malaysia has gone one important stethéu by establishing internationally benchmarked
quality assurance requirements. The country haeaah close to full employment since 1999 while
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maintaining low total population growth (Lythe, Z21)3' The Government plans to have a highly skilled
workforce by 2020, boosting the portion of highHeld labour from the current level of 28-50 pertcamd
to graduate 1.3 million TVET students by 2020.

Malaysia’s national qualifications framework feasirmany best practice elements. For example,st set
standards of qualifications and reinforces poli@asquality assurance, supports flexible educatih
various learning pathways, encourages partnersigippgeen the private and public sectors, promotds li
between non-degree programmes with undergradudtpasi-graduate levels, promotes parity of esteem
among different types of education and providearctnd accessible public information about edunatio
and training options. Nevertheless, there are ehgéls that Malaysia is confronting. Currently, ¢hare
two agencies responsible for managing TVET, ang #re using different criteria for qualifications.
Furthermore, there is no single database for alifigations that are included in the national dfyal
framework. For Malaysia, the following is recommedd

= Consolidate responsibility for overseeing the depeient of qualifications to one agency and create
a single database for all qualifications that arality assured and recognized on the national tyuali
framework.

= Link all eight levels of the national quality framerk to enable the formation of value chains of
skills development (this would also attract indystivestment).

= Review and refine the current national occupatistethdards systems so that they can be extended
to the TVET sector.

= Because the current national occupational skiddiads are too narrow, expand them to reflect the
emerging requirements of work that go beyond thegs.

Philippines. According to the Technical Education and Skills Blepment Authorit TESDA), the
Philippines TVET network consists of approximaté|$00 public and private training institutes, Wit

per cent consisting of private institutes. “TESDyisters the TVET programmes/courses offered tsethe
institutes prior to offering. There are sets ohderds called the Training Regulations, which TESDA
develops with the assistance of industry experdsvamrich serve as the basis for registering progragim
(TESDA, 2010). Similar to Malaysia, the Philippinegs developed an extensive TVET system that has
been in operation since 1994. Managed by TESDAy ole past 20 years the TVET system has
demonstrated many of the qualities associatedefiéttive systems, including lifelong learning, inaal
gualifications connected to broad-based industmdega wide national qualifications framework that
includes all three sectors of education and a lglemticulated quality assurance framework that is
internationally benchmarked. Despite these achiewgsn the TVET system has failed to generate
employment, especially for the poor. For the Philies, the following is recommended:

= Fully implement the Philippine Qualifications Fram@k so that it can be benchmarked with the
ASEAN Qualifications Reference Framework; by dosm Filipino workers will benefit from
migrating within the AEC.

= Structure the Philippine Qualifications Framework dccommodate national certificates and
diplomas and include qualifications for higher eatian that are internationally recognized.

31 Many Malaysians are said to not want jobs considiéB-D” — dirty, difficult and dangerous, whichsareated demand for
migrant foreign workers.
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= Establish a common standard for quality assuramcessa the central agencies involved in all
education sectors.

= Adopt the University Mobility in Asia and the Pdcisystem for credit transfer to allow for greater
student mobility.

Thailand. Thailand’s open economy attracts large numbersafepsional, managerial and highly skilled
workers from abroad. Much of its manufacturing sedt financed by FDI, and companies employ both
high-skilled and low-skilled migrant workers. Thew&rnment Office of Tourism promotes the country as
a tourist destination for medical care, secondad,tartiary education and retirement. In 2010, ntbas
10,000 foreigners held work permits in high-skitapations. According to the Vocational Educatian A
of 2008, vocational education must be in line with National Economic and Social Development Plan.
Skill levels must meet the demands of labour markat also integrate international theoretical kieolge
with Thai wisdom to equip students with practicalpacity and competencies for their occupations
(UNESCO, 2010/11). Thailand has many ministries jaivate sector agencies involved in technical and
vocational skills training. To help achieve mor&eence, the Ministry of Education is drafting &iorzal
gualifications framework with six industry clustgubis 15 more that have recently been finalized. Fo
Thailand, the following is recommended:

= Strengthen cooperation and collaboration amongsinggroups, the service sector and professional
councils because these groups represent the desindf the education and training system and
can specify emerging skill requirements.

= Establish a clear governance and management stuftitu the implementation of the national
gualifications framework and involve key ministriasd other national stakeholder groups.

= Develop learning pathways out of the formal eduratiystem so that students can obtain needed
gualifications.

= Fully implement quality assurance of education tauhing.
5.3 Recommendations for Brunei Darussalam and Singapore

Brunei Darussalam.One of Brunei Darussalam'’s goals is to become krfowa highly skilled workforce
and a quality of life that is among the top natiamshe world. The Government acknowledges that the
future will require moving away from an oil and gzesed economy to a knowledge-based economy.
Education and training, particularly TVET, will hean important role in helping to accomplish thists
Major reforms are underway in TVET —the Governnigmtorking closely with the Director of the Insti¢

of Technical Education in Singapore to raise thelland quality of TVET training. One of the kegg$

in this process will be to implement the revisetiaral qualifications framework. For Brunei Darussa,

the following is recommended:

= Adopt and fully implement the Brunei Darussalam [@u&ramework.

= Benchmark the national framework with the emergiAGEAN Qualifications Reference
Framework.

= Implement the revised national quality assurangeletions and policies outlined in the Brunei
Darussalam Quality Framework Policy Handbook.
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= Increase collaboration between the public and teisectors to achieve shared investment in
knowledge exchange.

Singapore. Singapore is widely acknowledged for its economid aducational achievements and is a
model for other countries on how to align humamuese development strategies with goals for ecooomi
development. Workforce development is seen asaldotmeeting strategic economic goals. Singapore’s
Ministry of Manpower runs both the TVET system amarkforce development and collaborates closely
with the Ministry of Education, which in turn ovees the public schools system and regulates private
schools. A total of 33 industry and occupationalrfeworks have been developed by industry leaders,
training institutions and labour unions that paptt¢e in Industry Skills and Training Councils tentify

the skills required to meet industry-specific skiémands. One of the challenges recognized by the
Singapore Government, as it looks to the futuréy strengthen the role of innovation and creatiiritits
educational and training institutions to generhgertew knowledge and technology that will be rezglin

their knowledge-based economy. For Singapore,ath@/fing is recommended:

= Clarify how qualifications other than formal degsewill be recognized, because a few other
agencies and ministries award qualifications; th#&s/ pose problems for mutual recognition with
the AEC.

= Develop greater emphasis on creativity, innova#ind the role of R&D throughout the education
and training system.
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ANNEX |

Country-specific education policy priorities

(Taken from officially published documents refertedn the footnotes at the end of each countty lis

Brunei Darussalam

The three strategic focus areas (SFASs) that thaéskijnof Education has identified are: 1. Teachamgl
learning excellence; 2. Professionalism and aceduility; and 3. Efficiency and innovativeness.

SFA 1: Teaching and learning excellence

Set a clear education framework to support educatidicy.

Provide evidence of performance evaluation to faustudent development through school-based
assessment.

Establish a comprehensive ICT framework to impreffieiency and speed up administrative work.
Continually benchmark with other international bastctices.

SFA 2: Professionalism and accountability

Regulate framework compliance and practise goo@mgance.

Provide capacity building through the developmehteaching, coaching and mentoring and
facilitating the learning environment to improvedgnt achievement.

Encourage continuous staff empowerment.

SFA 3: Efficiency and innovativeness

Communicate the national and the Ministry of Edigrapolicies and objectives.

Plan and provide resources.

Adopt innovative initiatives.

Implement key projects, including SPN21 and e-Hijra

Monitor and evaluate the outcomes by using the egnof the measurement framework (MOE,
2012).

Cambodia

Ensure equitable access to education servicds/ building schools as close as possible to
residences, reducing the number of incomplete pyiraehools, increasing operational budgets to
schools, increasing the supply of teachers, progitiouses to teachers and building dormitories for
students in disadvantaged areas, especially gicksess will also be expanded for children in early
childhood education as well as those with disabditand those from minority groups. Ensuring

community and private engagement in this procesauigal for long-term success.

Improve the quality and efficiency of education sericesby increasing the provision of school
instructional materials, libraries and laboratgriesntinuing to further develop the curriculum,
increasing learning hours and providing scholasskigash and food) to poor students, enhancing
teaching and management capacities, strengthdmrtgachers’ code of conduct, improving school
environments (supply of clean water and latrinegpanding vocational orientation, increasing
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inspection of administration, finance and educatiquality assurance. Strengthening PRESET and
INSET systems and management training and linKiregnt with career paths and promotion that
will enhance the motivation of teachers and manage staff.

Improve the institutional and capacity developmentof educational staff for decentralization

by re-structuring working procedures, developingidiative instruments and training education
officers at all levels in technical skills. The ¢timmed emphasis on PF internal audit systems,
planning, monitoring and evaluation systems wilhamce institutional development and increase
the capacity of staff to manage these systems (ME)E2010).

Indonesia

Strategic goals

Availability and affordability of early childhooddeication and development services, which are of
equal good quality in every province, district, anity.

Guarantee geographical and financial access ta kdsication services, which are of equal good
quality in every province, district, and city.

Provide geographical and financial access to seagretiucation services, which are of equal good
guality and are relevant in every province, distdnd city.

Provide geographical and financial access to higleication services, which are of equal good
quality, relevant and internationally competitiveeivery province.

Provide geographical and financial access to swaée adult education services, which are of equal
good quality and relevant with the needs of théetpc

Provide access to a reliable governance systemstoe the delivery of excellent national education
services (MNE, 2010).

Lao People’s Democratic Republic

To carry out education reforms, the education sesilbfocus on four prioritized government projsct

The National Education System Reform Strategy will increase the length of schooling in
general education from 11 years (5+3+3) to 12 yEargd+3).

The Quality Improvement and Access Expansion Prajensists of two programmes: an access
expansion programme and a quality and relevanceovement programme, which are currently
being implemented in the education sector.

Problem Solving for Teachers and Instructors andyrbiging the Capacity of Educational
Administrators and Managers Project. This projacpiesently being implemented through the
Teacher Education Strategy 2006—2015 and Action Z0@6—2010.

The expansion of technical schools and vocatigaalihg in all provinces throughout the country,
which is currently being implemented within the fieical and Vocational Training Development
Strategy of the education sector (MOE, 2008).

Malaysia

The Malaysian education system is working to improw access, quality, equity, unity and efficiency.
These outcomes are in line with the aspirationisudated by participants during the National Dialegand
are comparable to outcomes set by other high-paifigr education systems. Action across all five aiiga
important, and no initiative in one area shouldatstfrom or undermine progress in another.
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= Access: Every child in Malaysia deserves equalscteean education that will enable that child to
achieve his or her potential. The Ministry thusigespto ensure universal access and full enrolment
of all children, from preschool through the uppecandary school level (Form 5) by 2020.

= Quality: All children will have the opportunity tattain an excellent education that is uniquely
Malaysian and comparable to the best internatisystems. The aspiration is for Malaysia to be in
the top third of countries in terms of performamecenternational assessments, as measured by
outcomes in TIMSS and PISA, within 15 years. (TIM&Sd PISA currently test for literacy,
mathematics and science only. Additional assessntleat address other dimensions of quality that
are relevant to the Malaysian context may be ireduas they are developed and become accepted
international standards).

= Equity: Top-performing school systems deliver thestbpossible education for every child,
regardless of geography, gender, or socioeconoatikgnound. The Ministry aspires to halve the
current urban—rural, socio-economic and gendetreaehent gaps by 2020.
= Unity: Because students spend more than a qudreeiotime in school between the ages of 7 and
17, schools are in a key position to foster urey.interacting with individuals from a range of
socio-economic, religious and ethnic backgroundsd-learning to understand, accept and embrace
differences — a shared set of experiences andatispis for Malaysia’s future can be built. The
Ministry aspires to create a system in which sttsldérave opportunities to build these shared
experiences and aspirations that form the founddtiounity.
= Efficiency: The Malaysian education system has géMaeen well funded, yet improvements in
student outcomes have not always matched the mahannelled into the system. Although the
Government will maintain current levels of investijehe aspiration is to further maximize student
outcomes within the current budget levels.
Eleven shifts to transform the education systenpkmened:
Shift 1: Provide equal access to quality educatioan international standard.
Shift 2: Ensure every child is proficient in Mal&ys and English languages.
Shift 3: Develop values-driven Malaysians.
Shift 4: Transform teaching into the professiortiodice.

Shift 5: Ensure high-performing school leadersviarg school.

Shift 6: Empower JPNs (National Head Office), PPDistrict Education Office) and schools to custoeniz
solutions based on need.

Shift 7: Leverage ICT to scale up quality learnamgoss Malaysia.
Shift 8: Transform Ministry delivery capabilitieac capacity.
Shift 9: Partner with parents, community, and peveector at scale

Shift 10: Maximise student outcomes for every rihgg
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Shift 11: Increase transparency for direct pubticoaintability (MOE, 2012).

Philippines

Goals

a.

Promote relevant and quality higher education (@igkducation institutions and programs are at
par with international standards and graduates @modessionals are highly competent and
recognized in the international arena).

b. Ensure that quality higher education is accessibddl who seek it, particularly those who may not
be able to afford it.

c. Guarantee and protect academic freedom for contpnirntellectual growth, advancement of
learning and research, development of responsitiletiective leadership, education of high-level
professionals and the enrichment of historical @antliral heritages.

d. Commit to a moral ascendancy that eradicates copragtices, institutionalizes transparency and
accountability and encourages participatory goveraan the Commission on Higher Education
and the subsector.

Objectives

a. Improve the relevance of higher education institigi programmes, systems and research to
respond to the thrusts of the Philippine Developnftan, 2011-2016.

b. Upgrade the quality of higher education instituipprogrammes and systems in the country
towards achieving international standards.

c. Broaden access to quality higher education of tdseseek it.

d. Efficiently and effectively manage the higher edimasystem, ensuring transparency and integrity
in its programmes and activities as its commitnemhoral ascendancy.

e. Strengthen the Commission on Higher Education @neranajor stakeholders (CHE, undated).
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Annex Il
Country-specific education challenges
(non-TVET)

Challenges for Cambodia

According to the International Reading Associat{@308), “Monitoring improvements and education
standards remains weak in the absence of: (i) mpgie and functional linkages and efficient enfoneat

of school, teacher, and student performance mangpfii) facility development; (iii) need-basedcatsher
development and deployment; (iv) curriculum andliesk development, printing, and distribution; (v)
student promotion and examination standards; aipdirfiely cash disbursements. Currently, the Miyist
has only 68 trained secondary education inspectdns, lack the means to monitor 25,107 secondary
teachers in 810 schools. Teacher quality is alsapleaed by their inadequate qualifications. For gxam
34.5 per cent of teachers in remote areas, 6.dgueiin rural areas and 4.2 per cent in urban draaes not
received an education beyond the primary levelo8ishat all levels face a shortage of textbooks and
teachers’ guides. In 2004/2005, only 24.5 per oém¢achers at the primary level and 2.6 per cettiea
lower secondary school level had received teaclygiges.”

Challenges for the Lao People’s Democratic Republic

According to the International Reading Associati2008), “The main challenge for Lao PDR is its acut
shortage of qualified teachers in many districpgraximately 20 per cent of primary school teaclsses
unqualified to teach. About 16,300 of 27,600 (apprately 60 per cent) primary school teachers hes®
than the current qualification to teach. Of the88Q0, about 6,400 teachers in primary educatioe ha
teacher training at all, and about 9,900 teachersuaderqualified. At the lower secondary levelpath
5,450 of 9,800 teachers are either unqualifiedngleoqualified, and only about 30 per cent have aaleq
pre-service teacher training offered at eight teattaining colleges in the country. Even traineachers'
skills and competencies are limited and rote lemy@pproaches are still often used. Too few Pedagog
Advisers have too many schools to cover, resultimgnsufficient ongoing follow-up and support to
teachers.”

Challenges for Malaysia

According to the International Reading Associatf@f08), “The government plans to raise education in
Malaysia to world standards. In 2006, teacher-tngjcolleges were upgraded to the status of inetstand
they are now known as Institute of Teacher EdunaitE). The aim of establishing ITEs is to further
enhance the quality of teacher education in Madayisécturers in ITEs are expected to have at lzast
master’s degree in their respective disciplinesaedncouraged to obtain a PhD in their respefigids.
Addressing the needs of the four types of schd@sdoexist in the Malaysian education systemrisah
challenge for the TED [Teaching Education Divisiaiyision. The school types include the National
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Schools, the Chinese Schools, the Tamil schootsttamlslamic religious school$ITEs have to provide
training in the respective languages while teacbihgr related subjects such as sociology and psygi

in the national Malay language. As a result theversities have altered their approach to teacharaibn
and training based on the four different typesabfosls. The current trend is to move to more Ehglis
instruction; the ITEs and universities need to mevEnglish language courses for would-be English
teachers and non-English teachers as it is comuisicteachers of all four types of schools tpbaficient

in English.”

Challenges for Singapore

According to the Yam (2010), Singapore’s educatiballenges seem vastly different from those of the
other member countries. Teachers and studentepmted to be under a lot of stress due to aggeessiv
streaming and the branding and ranking of schddie. “climate of elitism” that this produces has not
appeared to produce the kinds of creative innogatar society says it needs to become the wodddihg
green city. By comparison, Finland has approxinyateé same population as Singapore. Yet Finland
comes in first and second in PISA (Singapore rémlth in the world). Finnish students spend attraos
hour after school doing homework, while Finnistctezrs work about half the amount of time US teazher
work (1,100 hours). In school, Finnish studentsriéa a relaxed atmosphere, yet the country hagymed
four Nobel Prize winners (Singapore has yet to @ne). In contrast, students and teachers in Simgapo
reportedly feel the pressure to perform and sucaesdlting in a climate of elitism in the schools.

Challenges for Thailand

According to the International Reading Associa(ip®08), “Teacher education in Thailand consistsref
service and in-service training for elementaryoselary and tertiary levels of education. Approxiefat
85 per cent of the graduates are teaching in pabliools, while the remaining are in private schoglost
primary teachers (about 84.7 per cent) hold a j@ar bachelor’'s degree or higher, while 95.9 pat oé
teachers in secondary schools hold the same ddguneenany have training in a specialized subject.”
Despite attempts to attract and retain teacheashér shortages in primary and secondary schootsce

to exist. To alleviate the problems, the MinistfyEmlucation (MOE) proposes to refill up to 50-1G0 p
cent of the vacancies. More pre-service and iniseriraining programmes are needed to increase the
number of teachers in subject areas, such as scigrathematics, and foreign languages and for stside
with disabilities (special educational needs). Lesonomic status and low salaries and heavy workload
prevent teachers from performing effectively. Th@®is working on procedures to diminish these issue

Challenges for Viet Nam

According to the International Reading Associaiid@08), “The main concern in Viet Nam is the la¢k o
teachers qualified with the minimum standards st tHiet Nam can achieve its objective of expanding
primary education. More flexibility has been intuogd to make recruitment of teachers easier, ssich a
provisional teachers who have not yet participéteainy training course. In addition, curricula,deag
materials and modes of delivery are only slowlydminig modernized. The rate of primary school teexhe

32 The Malay schools use Bahasa Malaysian for instnicthe Chinese schools use Mandarin, the Tachibsls use Tamil, and
the Islamic Schools use Malay and Arabic.
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who are not yet qualified is rather high at 15 gamt. Teachers of arts, singing-music, physicatation,

and optional subjects such as computer and folaigguages are strongly needed. Although the number
of teachers meeting training standards is incrgasireir professional skills and methodologies stil¢
weak. Lecturers in the pedagogical institutions tfaining primary teachers have not yet been highly
qualified and patrticularly lack practical experiehc
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Table Al. Country comparison table — Economy
Note: *estimate; ** data from 2000.

FDI, net inflows, %

GDP (2011)% 7.4 2.3 4.2 0.8 22.8 2.3 7.0 3.7 N/A 6.0
Per capita income,
current US$ (2012) 41127 3557 10 381 2587 51709 5480 946 1399 N/A 1596
Agriculture, % GDP -
(2011) 1 15 12 13 0 12 37 31 57 22
Gross agriculture
production index 132.9 125.0 121.3 115.1 101.1 118.6 154.5 146.6 133.3 127.3
number (2011)%
Textiles and clothing,
% value added in - - - -
manufacturing N/A 11 2 7 0 12 87 22 N/A o1
(2009)
World Economic Transition Stage 2 Transition Transition Stage 3 Stage 2 (Efficienc Stage 1 Stage 1
Forum stages of from Stage 1 (Efficiency from Stage 2 from Stage 1 (Innovation 9 driven))l (Factor N/A N/A (Factor
development®® to2 driven) to 3 to2 driven) driven) driven)
Gender Inequality
Index, value/rank of N/A 0.494 /106 0.256 / 42 0.418/77 0.101/13 0.360 /66 0.473/96 0.483 /100 0.437/80 0.299 /48
186 (2012)%

= Agriculture = QOil & gas . : = Financial = Agriculture . ) .
Top sector = Non-oil &-gas *® Agriculture = Palm oil & IT & business services = Automotive = Electronic & Agriculture R ) Garments &
i i ; . processing —— . ; A = Electronic & Agriculture textiles
investments and industries Steel related outsourcing Biotechnology Electrical & machinery machiner = Forestr = Shoes &
priorities®7:3839:404142.  u  Knowledge- = Food & products . Electronics = Chemical & electronics assembly assemblyy * Ener y leather
43 based beverage = Financial = Shipbuildin petrochemical = Hospitality = Physical = Hospitalit 9y » Pplastics

industries services p 9 industries infrastructure pitality

33 World Bank, 2013. Same source for per capita irsaagriculture as % GDP and textiles and clothim@pavalue added in manufacturing.
34 FAQ, 2013. Base: 2004-06 = 100.

35World Economic Forum, 2013.

36UNDP, 2013.

87 Economist Intelligence Unit, 2012.

38 Economic Planning Unit, 2010.

39 World Bank, 2012a.

40MPI, 2011.

41Royal Government of Cambodia, 2009.
42UNEP, 2009.

43 Department of Foreign Affairs and Trade, 2013.

Regional Office for Asia and the Pacific 51



Table A2. Country comparison table — Employment

Unemployment rate,

* * % *
% (2011)* 2.7 6.6 3.2 7.0 2.0 0.7 N/A N/A 4.0 45
Employment to
population ratio, age 62.9 62.7 58.6 59.9 63.6 71.2 81.2 76.9 75.8 75.3
15+, total (female, (52.8,72.9) (46.8, 79.0) (42.4,74.5) (46.2,73.8) (53.8,73.5) (63.4, 79.5) (77.6, 85.1) (75.6, 78.2) (72.2,79.5) (71.3, 79.5)
male) (2011)*®
Employment to
population ratio, age 40.6 39.6 35.1 39.6 35.0 46.3 69.6 61.4 52.5 58.2
15-24, total (female, (36.6, 44.3) (30.5, 48.5) (28.6,41.4) (30.0, 48.9) (32.9, 36.9) (38.3,54.0) (70.1, 69.1) (66.7,56.2) (51.9,53.1) (55.8, 60.5)
male) (2011)*
Employment in
agriculture, % of total N/A 35.9 13.37 32.2° 20.9° 38.7 55.8 N/A N/A 47.4°
employment (2011)*"
Employment in
informal economy, % 616 575 423 68.2

non-agricultural N/A N/A N/A N/A N/A N/A
employment, total
(female, male)*®4°
Small and medium-
sized enterprises, %
GDP
(2010)50.51.52.53.54
Small and medium-
sized enterprises, % 22 97 56 61 70 78 85 83 70 77

total employment
Note: ** data from 2000-02; ~ data from 2009; ~ data from 2010; ° data from 2012.

(64.0, 60.1)" (57.0, 58.0)" (435, 41.2) (66.8, 69.4)"

58 55 32 36 60 37 65 N/A N/A 40

44IMF, 2013.

4SWorld Bank, various years.
46\World Bank, various years.
471LO, 2011.

48]0, 2011.

49ADB. 2011.

S0Calverley, 2010.

51ASEAN Secretariat, 2011.
52 TOSMEP, 2011.

53 Runckel, 2011.

54UNDP, 2009.
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Table A3. Country comparison table — Education

Primary education

f;re"\f’;ﬁi":;;a;féup 1195 107.8 98.9 91.6 NIA 87.6 (gg? 926 1036 104.3

% t ! (1195, 119.5) (108.9, 106.7) (98.9, 99.0)° (94.2, 89.0) (87.0, 88.2)" iy (89.9, 95.3) (106.2, (N/A, N/A)
6 total (female, 90.1) 101.1)

male) (2011)% .

Survival rate to last 65.8

grade of secondary, 99.4 94.7 90.7 86.2 99.7 N/A (64.4 68.7 69.3 85.9

% total (female, (99.8,99.1) (94.5, 94.9) (93.4,88.1)" (89.6, 82.8)* (100, 99.5) 67.1)’ (69.7, 67.8) (73.9, (N/A, N/A)

56 . ~

male) 64.9)

Tertiary gross

graduation ratio, 11.2 124 20.4 19.3 N/A 29.0 4.2 6.6 13.2 10.1

total (female, male) (14.6,6.9) (N/A, N/A) (26.3, 14.6)" (24.4, 14.4)* (35.1,23.1)* (2.6,5.8)" (4.1,9.0) ’ (20.7,9.6)»

(2011)7 (17.2,9.3)

Tertiary education 145

gross enrolment 19.6 24.9 42.3 28.2 N/A 46.4 (11 1 17.7 14.8 24.4

ratio, total (female, (24.8,14.7) (23.2, 26.6) (48.6, 36.2)" (31.3, 25.3)” (53.5, 39.6)° 17.8)’ (15.0, 20.3) (17.1, (24.5,24.2)

male) (2011)%® ) 12.5)

Effective transition 81.9

rate from primary to 99.9 89.8 99.2 98.9 90.8 N/A (82' 4 82.8 77.1 100.0

secondary, total (99.9, 100.0)» (96.4, 84.1)» (98.5,100.0)~  (97.8, 100.0)* (93.9, 88.0)* 81 3;),’\ (80.8, 84.6)" (77.0, (N/A, N/A)N

(female, male)®® ‘ 77.1)"

English language

proficiency, rank out not ranked 27 13 not ranked 12 53 not ranked notranked  not ranked 31

of 54 (2012)%°

Literacy rates, age 73.9

15+, 95.2 92.6 93.1 95.4 95.9 93.5 (65-9 72.7 92.3 93.2

% totaell(female, (96.8, 93.6)" (89.7,95.6)” (90.7, 95.4)» (95.8, 95.0)* (93.8,98.0" (91.5, 95.6)° 82 é)l (63.2,82.5)° (89.9, (91.1,95.3)"

male) ' 94.8)"

55World Bank, various years.
56World Bank, various years.
57 World Bank, various years.
58World Bank, various years.
59 World Bank, various years.
60 Education First, 2012.

61 World Bank, various years.
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PISA: Mean
performance on the
reading/
mathematics
/science scale (15
year olds) (2009)?

Unemployment rate

for persons with

primary level N/A
education or less, %

total (female, male)®®

Unemployment rate

for persons with

secondary level N/A
education, % total

(female, male)®*

Unemployment rate

for persons with

tertiary level N/A
education, % total

(female, male)®®

N/A 402/ 371 /383"

58
(6.7,5.3)"

15.3
(19.1, 13.4)"

12.0
(14.1, 10.3)*

414/ 404 | 422" N/A
2.1 3.2

(2.2,2.0) (25,3.6)"
36 8.5

(3.9,3.5)" (8.4, 8.6)"
3.9 10.5

(4.4,3.5)" (9.5, 11.4)"

526 /562 / 542*

4.1
4.7,37)

3.8
(4.4, 3.4

3.3
(3.6,3.0)°

421/419/ 425"

0.5
(0.4,0.6)

0.9
(0.8, 0.9)

1.4
(1.4,1.3)

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

Note: Tstatistically below OECD average; *statistically above OECD average; °data from 1999; ° data from 2005; * data from 2008; ~ data from 2009; ~ data from 2010; * data from 2011; ° data from 2012.

joined 2012

N/A

N/A

N/A

620ECD, 2009.
6310, 2011.
64]1L0O, 2011.
551LO, 2011.
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Table A4. Country comparison table — Workforce deve

Quality of
management
schools on

scale 1-7; rank of
148 countries
(2013)%°

Extent of staff
training, scale 1-7;
rank of 148 countries
(2013)%7

Local availability of
specialized research
and training services,
scale 1-7; rank of
148 countries
(2013)%8

TVET enrolment
total (female, male),
% of total secondary
enrolment®®

Top-three growth
occupations (2000—
08)70

4.5/52

4.6/26

3.9/87

8.6
(7.8,9.3)

N/A

4.4/58

4.6/25

45/48

18.0
(15.4, 20.5)

Production &
related
Service
Professional,
technical &
related

4.9/35

51/11

5.3/20

6.2
(5.3, 7.1)"

= Service &
shop/market
sales

= Technicians
& associate
professional
s

= Professional
s

Note: *data from 2008; ~ data from 2009; » data from 2010; * data from 2011

lopment

47139

4.6/27

4.4/51

N/A

Elementary
occupations
Legislators,
senior
officials &
managers
Service &
shop/market
sales

5716

5216

5.4/14

11.6
(8.4, 14.5)

Professionals
Legislators,
senior officials
& managers
Technicians &
associate
professionals

45/53

4.2 /50

4.3/64

15.5
(13.0,18.0y

Service &
shop/market
sales
Professional
s

Craft &
related
trades

3.7/108 4.1/82 271141 3.3/125
4.0/66 4.2 /55 2.6/146 3.7/98
3.9/90 3.9/88 2.9/140 3.3/125
2.3 0.44 N/A 8.0
(2.4,2.2)" (0.45, 0.43) (8.4, 7.5"
= Craft &
related
= Clerks trades
= Professionals = Professional
= Technicians & N/A  N/A s
associate = Technicians
professionals & associate

professional
s

66World Economic Forum. 2013.
67 World Economic Forum. 2013.
68World Economic Forum. 2013.
69 World Bank, various years.

01O, 2011.

Regional Office for Asia and the Pacific

55



Table A5. Country comparison table — Educational in  stitutions

Public spending on
education, % GDP™*

3.3 2.8 517 2.7° 3.3 5.8 2.6" 3.3" 0.8 6.6"

Public spending on
education, % total 13.7 15.2 21.3» 15.0° 214 29.5" 12.4! 13.2» 18.1* 19.8*
gov't expenditure
Primary private
enrolment, % total

Secondary private
enrolment, % total
Primary pupil—
teacher ratio
Secondary pupil—
teacher ratio
Duration of
compulsory 9 6 6 7 6 9 9 5 5 9
education, years
Trained primary
teachers, % total
Trained secondary
teachers, % total
Quality of
educational system,
scale 1-7; rank of 44132 4.3/36 5/19 4.3/40 5.8/3 3.6/78 3.6/76 4.0/57 271125 3.4/95
148 countries
(2013)

Note: *estimate; ° data from 1999; ° data from 2005; ' data from 2007; *data from 2008; ~ data from 2009; ~ data from 2010; *data from 2011; ® data from 2012.

36.6" 17.17 1.0n 8.1” 7.6” 18.4° 15 3.8 N/A 0.5"
13.5" 41.4 4.5" 20.07 6.4~ 16.4° N/A 3.0° N/A N/A
11.3 15.9° 12.7n 31.4° 17.47 16.0" 47.3 26.8° 28.2» 19.6°

9.9 14.8° 13.7~ 34.8” 14.9° 20.0° 28.9 19.9° 34.17 N/A

88.3" N/A N/A N/A 94.3" N/A 98.9" 93.8" 99.97 N/A

90.9 N/A N/A N/A 91.6” N/A N/A 87.3" 98.8" N/A

"LUNESCO, various years.
72\World Economic Forum, 2013.
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Annex lll
Changes in occupations in
ASEAN Member States

An overview of skills development pathways in Asia

Figure 1.3. Change in shares of occupation bet\2666* and 2010*
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Figure 1.3. Change in shares of occupation bet@666* and 2010* (cont’d)
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Figure 1.3. Change in shares of occupation bet@666* and 2010* (cont’d)
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Motes: ISCO-88 occupation categories: 1. legiskators, semsor officiale and monagers, 2. professionals;
3 techmcuans and associate profesmonals; 4 clesks; 5 service workers and shop and morket sales workers;
6. sielled agncultural and fishery workers: 7. craft and related wrades workers: & plant and machine operators
and assemblers; and 9 elementary occupaticirs

Data for Indoncsia and Japan ase 1o 1SCO-08 occupation categomes as follows: 01, professional, technical and
related workers; 2. admuneerateve and managerial workers] 3. clenical and related workers; 4 sales workers,
5. semace workers, 6, agncultaral, forestry, fshermen; 789, prodoction and related wotkers

Source: Based on TLO (2011}, Kav Indicators of the Labour Markais (KILM), 7 edition, ILO, Geneva

Figure 1.4 Educational attainment by labour fdamge cohort), 2008
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®Primary (%) % Secondary (%)~ Tertiary (%)

Notes: Australia (AU); Hong Kong, China (HK); Indesia (ID); Japan (JP); Republic of Korea (KR); Mala (MY);New Zealand (NZ); Pakistan (PK); The f¥pines
(PH); Singapore (SG). The “youth” category is afiBe29 and “adult” aged 30 and over, except for dagral Singapore where youth is 15-35 years oldaaét is 35
and over, and for Australia whee adult is 30-640’s Key Indicators of the Labour Market&LIM) primarylevel includes ISCED-97 level 1) besducation; 2)
lower secondary education; secondary level inclu8lespper secondary; 4) post-secondary non-tgrténd tertiary includes 5) first-stage tertiargde6) second-stage
tertiary education. For Japan, “primary” includesandary. Data for Republic of Korea is for 2007.

Source: Based on ILO (200Key Indicators of the Labour Marketi&LIM). 7" edition, ILO Geneva
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Annex IV
Specifications for TVET reform
based on best practice experience

Best practice lessons from countries where TVETke/@nd is considered highly effective teaches that
such training should be the responsibility of oneljg sector agency and supported across various
ministries, such as education, science and techpplabour, commerce, youth, women and vulnerable
populations. The following recommendations aregtesil to help Member States improve the governance,
relevance, quality, effectiveness, reach and réiputaf their TVET systems. To a large extent, depimg

a viable systems approach requires social organiasmwell as technical expertise; mobilizing social
partners or stakeholders, enrolling them in devialpp shared vision and developing shared accoilityab
mechanisms. The following recommendations are abégy list and should be supplemented by inputs
from experts in Member States and donor institwiwho have been hard at work on improving TVET in
the region’s countries:

Invest in TVET across ministries.

Use various means of co-financing or cost-recoveryfinancing TVET, including employer
subsidies?

Embed appropriate technology into teaching andhiegrtools at TVET schools; use tools similar
to those used by industry.

Build strategic alliances with employers. Theseraost effective by specific industry sector, such
as automotive, textile and garments, advanced matufng, medical, etc.

Embed soft skills in all learning/training processad make sure that instructors have these soft
skills.

Ensure that critical cross cutting competenciedeamed in the TVET curriculum. These include
core processes that undergird the production ofig@nd services, such as ICT, soft skills, STEM
skills, art and design (as these encourage crgasiad thinking “outside the box”).

Reform curricula and use skill standards and coemmgtmaps as a baseline for the reform process.
Improve the reputation of TVET through social mairkg: Consider countrywide workshoffs.

73 In many countries, employers co-finance the TVE3tam, often through a tax on payroll.
7“Nancy R. Lee is the acknowledged “guru” of sociarketing. She has systematically trained publitsseagencies in her State,

other

U.S. states and in many countries throughodhe world. For more information:

www.sagepub.com/authorDetails.nav?contribld=5228240ct. 2014].
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Annex V
ASEAN countries - Skills mismatch

Brunei Darussalam

One of the causes of unemployment is the lacklafua skills and low education attainments among the
unemployed youth. Hence the objective of the Gawemt’s effort is to provide free training to upgead
and update unemployed youth with marketable sfalishe private sector, based on the skills regliire
Free TVET training courses, such as cashier, cust@arvices, business English and ICT skills, were
identified as suitable for the unemployed youtthwitinimum education levels (Hong-Hut, 2009).

Cambodia

In a World Bank survey, 22 per cent of Cambodiai®ign firms identified skills as a “severe” or tye
severe” constraint to their business. Employeratgoia structural imbalance in skills supply, idihg a
relative shortage of vocational training graduatespared with university graduates. In a new suofey
78 employers by HRINC (Cambodia) Co. [*¢(R011), 73 per cent of employers reported thatersity
graduates do not have the right skills (while ob®/per cent said that there are not enough untyersi
graduates); 62 per cent of employers noted thati@mtal training graduates do not have the rightssk
(while 38 per cent suggested that there are tooveeational graduates). Moreover, 31 per cent of
employers noted that it is difficult to train orgrade their existing workforce — this may refleot anly a
low quality and availability of training programmibest also a weak skills foundation on which to 8uil

Employers perceive the sharpest skill shortagssiiior management; they identify soft skills asrtiost
important type of skills lacking in employees. metHRINC 2011 survey, more than 70 per cent of
employers reported a major shortage in managemeéhd, 36 percent in middle management and
supervisor skills, and 34 per cent in professiataff skills. Among the most deficient soft skil&? per
cent of employers cited work attitudes in unskillgdrkers; 45 per cent cited decision-making skiils
semi-skilled workers; and 64 per cent mentionedyginal skills in skilled workers. Employers compiad
about difficulties in finding employees with notlgispecific vocational skills but also basic skibsich as
literacy and numeracy (World Bank, 2012b).

Indonesia

According to a World Bank survey (2008) distributecthe nation’s employers, core skills — numeracy,
literacy, and other generic skills — and practiegberience are perceived to be nearly as impodsnt
theoretical knowledge for professionals and skilleatkers. However, the survey goes on to revedl tha
such skills are often lacking among managers aofgsionals, with English and computer competencies
particularly scarce. The survey also found thabb&lural skills were especially desirable in mamaget
nearly one third of employers thought there wasya gmong managers and professionals. The survey
findings indicate that nearly all employers frommatacturing and services expect skill requiremémts
their industries to rise, indicating ever-worsenskgl shortages.

75 World Bank:Matching aspirations: Skills for implementing Cardizds growth strategy2012,
https://openknowledge.worldbank.org/bitstream/hetidl986/13808/67349.pdf?sequenc§z-Jan. 2015].
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According to World Bank estimates for 2010, abdup®r cent of tertiary graduates were “overqualifie
in their employment, the highest such skills misthah South-East Asia (Cambodia is an unlucky sécon
with around 48 per cent of such overqualified gedds).

Youth unemployment suffers disproportionately frtma skill gaps. Surveyed employers cite the youth’s
lack of practical experience and the poor qualityaiooling. Most likely to be unemployed are setzog
school and TVET graduates — between 35 and 40guetrof graduates aged 15 and older are expected to
not find suitable employment. Women and youths frotyan areas also have particular difficulty firgdin
jobs.

Indonesia does not suffer so much from a lack afigates but rather, it suffers from a lack of appately
skilled workers regardless of educational attainimEren as university enrolment and completionsrate
rise, highly educated labour does not necessadlyetate neatly with highly skilled labour. Serious
concerns still abound over the quality and releegasfdhe training that new graduates receive, wfatlh
short of employers’ expectations and needs. Aduilly, companies continue to cite the lack of, and
demand for, generic skills, such as behaviourdlsskiritical thinking, and English (EIU, 2012).

Lao People’s Democratic Republic

The effectiveness of the current TVET system i@ agsnstrained by a lack of accepted national skill
standards on which defined competency-based coarsgurricula can be established. In the current
context, employers in the Lao People’s Democragpublic are frequently frustrated by both the narro
pool of suitably skilled labour in the country atite inconsistent quality and coverage of so-called
“certified” TVET programmes (ILO, 2011).

According to the 2010 enterprise survey carriedlyuthe World Bank, an insufficiently skilled lalou
force and low productivity are major constraints fioms wanting to grow. Interviews with company
managers in the garment sector have shown thagthionrestment in training is high, labour retentisn
poor. The migration of skilled labour to Thailandswone reason cited by respondents. Skills deficits
also a problem in the service sector, where thle dfi&English language competency and the absence of
tourism-related education are often cited as ingpdrtonstraints to the expansion of domestic oviniers

of firms. Perception of unskilled labour as a majonstraint varies with firm size.

Lao firms, irrespective of size, offer fewer oppmities for training than firms in other countriesthe
East Asia and Pacific region. Exporting and noneetipg enterprises perceive the constraint of uleski
labour similarly. Foreign-owned enterprises are lmmore likely to regard labour as a key constr&nth
firms offer more training opportunities than doneshterprises but less than foreign-owned firmthan
region. Foreign firms may be obtaining the requiskitled labour by hiring foreign workers.

Another important migration issue is a continueaifbdrain or migration of educated youth. This rbay
accounted for by the fact that the Lao labour madoms not provide enough jobs for highly educated
workers (UNESCO, 2013).
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Malaysia

According to the Tenth Malaysia Plan, employersath the public and private sectors and industry
associations find that many graduates lack softsslduch as a positive work ethic, communications,
teamwork, decision-making and leadership skillse Pan also acknowledged that the massive intake of
students to tertiary education in recent yearsnoadeen underpinned by effective mechanisms tarens
quality education, and it has thus reduced mangugi@s’ employability.

The brain drain has not eroded the number of adailgraduates in Malaysia. But it has made a sobata
cut in the number of highly qualified graduates had increased the problem of mismatch betweerlysupp
and demand. The Economic Monitor emphasized tlabthin drain is a symptom and not the problem.
There are many push-and-pull factors that drive rthigration decision. Among the key factors for
Malaysians are differences in earning potentialeeaprospects, quality of education and qualitifef

For the Malaysian Government, the bulk of the Msilaly diaspora is non-Bumiputeras; leaving the agunt
is a way of expressing discontent with Malaysiadiisive policies (Fleming, Sgborg. 2012).

Myanmar
No information.

Philippines

Between 9.5 million and 12.5 million Filipinos (alidl1l per cent of the total population) were estéda
to be working outside their country in 2010. Sd&st engineers, doctors, IT specialists, accoustamnd
even teachers are among the English-speaking tadexting abroad, largely driven by the countryis lo
salaries. The exodus also includes an increasimgoau of skilled workers taking on unskilled work
overseas, resulting in a brain drain, particularlthe health and education sectors.

In a 2010 World Bank survey assessing skills regménts, employers in both manufacturing and service
sectors were looking for problem-solving, commuti@as, management and other skills that will suppor
higher productivity. Skill gaps were found to betmalarly large in the service industry, exporttes and
technologically intensive sector, representingrioas bottleneck for innovation and productivity thmne
Philippines.

The Commission on Higher Education reported thatge proportion of the more than 2.9 million stotge
enrolled for the 2010/11 academic year were stificentrated in certain courses: business admitiisira
and related courses (785,305 students, or 26.Zqum); education, science and teacher training, 84@0
students, or 13.7 per cent); and medical and habikldl (363,147 students, or 12.4 per cent).dnisineven
concentration of students in these fields thatrimuties to a jobs—skills mismatch after graduatiimse
courses that will most likely equip students witisided skills that are tailored-fit for emerginglustries
attract only a minimum share of student enroleefarination technology-related discipline (376,046
students, or 12.8 per cent); engineering and tdogpd354,218 students, or 12.1 per cent); androthe
disciplines (658,219 students, or 22.4 per cent).

Many findings point to the lack of relevance andlgy of higher education and secondary graduates i
relation to the needs of the service sector. Theami@ findings include dissatisfaction of employesith
the quality of some of the higher education andsdary graduates; low levels of certification inmso
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higher education fields relevant to growing servaésectors, also due to over-regulation of some
professions; graduate unemployment on the risgiia ef sustained demand for higher education;endd

of education upgrading within occupations (andrgjreducation upgrading within occupations of Filis
overseas) suggesting a lack of relevance and gudlisome university titles (but also some “edumrati
inflation”); and needs for and duration of re-tiagnof a higher level or generalist staff, partanly strong

in the service sector (EIU, 2012).

Singapore

According to the Manpower Singapore's 8th Talerdr8lye Survey (2013), as the global talent shortage
continues to intensify, 47 per cent of employerSimgapore are experiencing difficulty finding $tafth
the right skills.

Employers in Singapore had the most difficultyirid) jobs in office support, supervisors and laboaiie
2013 in comparison with the 2012 jobs in productiperations, accounting and finance and engineers.

Over time, as the education and skill profile & thcal workforce improves, human resources wildh®
consider a successful workforce strategy thatiddhtify and solve current talent acquisition ceages,
anticipate future challenges and put in place gwmistto address them effectively. Some 54 per oént
Singaporean employers surveyed indicated theyrgAixamine their work models, while 41 per cent wil
increase their focus on improving their talent pige such as building a succession managemenbapipr
(Singapore Business Review, 2013).

Thailand

Nearly all firms and about a quarter of skilled kens rank skills in English and IT as most serigusl
lacking. Other basic academic skills, such as nigaleskills, come next, as perceived by both firansl
skilled workers. Skilled workers also point out Weasses in technical skills. Both employers and
employees indicate, however, that gaps in genéills @re the most pervasive — creative thinkingl an
problem solving rank high among generic thinkinglskAmong generic behavioural skills, the widest
skill gaps appear in leadership, communicationgtimanagement, social skills, adaptability and tearkw

University enrolments are on the rise, but higlieroation institutions are not yet succeeding atjadgely
improving the quality and relevance of their pragnaes. Technical skills and experience are becoming
increasingly important in hiring decisions and Thaiversities are perceived to be lacking in praciyic
graduates that possess good language skills amdi¢atand information technology skills.

Unemployment — while low overall for Thailand —cisncentrated in high-skilled groups. Individual$hwi
a higher education account for 90 per cent of tiseseching for a job longer than three months.

The growth model of Thailand is still largely basea “learning by exporting”. Thai firms adopt new
technologies, often by acquiring them from a pacamhpany, introduce new production processes; and
develop new product lines. Technological innovati@me limited while shortages and mismatches of
skilled labour are limiting the ability of businessto increase their productivity. An insufficiesupply of
qualified staff and high turnover rates not onlyniediately lowers their productivity but also limits
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organizations’ capacity and willingness to investraining in the long run, which tends to perpeduhe
vicious circle.

Looking ahead, the population growth of less th@ericent a year cannot provide enough new entrants
completely replace retiring workers. The laboucéwill only keep shrinking, or at best remain &tahnd
that cannot solve the shortage, especially withctireent labour-intensive economic structure. Taralls
investment incentives for attracting high-technglbgisinesses, particularly in its manufacturingi@ec
reflect its push towards higher productivity for ialh machines or technology can assist labour in
production processes.

This is reflected in projections of future demarmd Workers by the Thailand Development Research
Institute, which found a probable acute shortageigtiily skilled automotive engineers, a shortagéhir
challenged by the limited number of higher educatwogrammes and courses available from local
universities in Thailand.

Once the ASEAN free labour market is in place, plip after 2015, manufacturers of more labour-
intensive products, which rely on low-skilled labaian be expected to gravitate towards more wage-
competitive countries, such as Cambodia or Viet Nahis will only make the economy more reliant on
high-tech manufacturing, placing greater urgencyhentasks of supporting the growth of this seeatmt
improving labour productivity to help Thailand-bddegms remain competitive. If Thailand is ableatfer
attractive jobs and wages, it has the chance tw drare highly skilled graduates from across théaretp

fill the labour gaps. However, if real wages renlaim, the best Thai graduates are likely to looknore
developed ASEAN Member States for opportunitieskingathe situation even worse (EIU, 2012).

Viet Nam

Skills shortages have been a persistent problentodiiie country's inadequate university trainirgywell

as the existence of a brain drain problem. Shostafetechnical and management skills — engineers,
technicians and middle managers — have posed a ofegllenge for foreign investors in the countryitiw

a push to modernize business processes and uggcmimlogies across a range of sectors, the skeoofag
skilled workers is acute and of increasing conderrbusinesses.

Viet Nam lags behind its South-East Asian neighbduarterms of quality institutions. Symptomaticeof
widespread weakness in research, the Vietham Natldniversity (both Hanoi and Ho Chi Minh City
campuses combined) had just 52 peer-reviewed p@tiolits in 2007, according to the Science Citation
Index published by Reuters, that record comparedyto Mahidol University in Thailand (950 articlg
University of Malaya, Malaysia (504) and the Unsigr of the Philippines (220). None of Viet Nam'’s
universities feature in QS’ ranking of the top 208lan universities.

Few higher education institutions have internatitin&, resulting in a relatively inward-looking ademia.
Most importantly, Viethamese higher education toftins are not accountable to external stakehslder
Crucially, this includes employers. This resultsairsituation in which Viethamese universities aoé n
producing the skills that are needed for the cgtstrontinued economic progress. Surveys condunyed
government-linked associations have found that@synas half of university graduates are unabléntd f
jobs in their area of specialization.
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The country is experiencing large shortages in fdgix major job categories — labourers, managémen
engineers and skilled manual trades. There is alsbortage of low-skilled workers among customer
service professionals, and medium-sized shortaféschnicians. At the same time, about one in four
respondents in a ManpowerGroup survey said thatn®ie workers lacked knowledge of materials,
production, products and services. Roughly the sammgortion indicated lack of technological expseti
or an ability to innovate as barriers to recruiting

The survey findings indicate an abundance of warkarle to perform simple tasks, such as field or
assembly line work, but a shortfall in a numbeairgfas in which higher education is necessary. ibeage
looms particularly large in jobs that require véaaal training. The country is expected to needenibue-
collar workers with the technical and computerlskib operate sophisticated machinery, train othads
manage large plants, among other tasks.

The ManpowerGroup survey (2011) revealed partibulacute shortages in certain industries. For
example, large shortages in technical expertisysimy knowledge and occupational health and safety
procedures affected food processing. A large spertd technical expertise was present in the heaith,
construction, transportation and logistics, andntibals and fertilizer industries. Large shortageshie
ability to adapt technology and occupational healtti safety were a problem in the textile industry.

The skill gaps were also pervasive at the managetaeal. These included general management and
motivational skills, an ability to develop and mgeaesources, delegate responsibility or grasd taga
financial basics. A number of respondents said elxatutives also lacked foreign language profigienc
This may be largely due to the scarcity of largemg-standing, private enterprises and well-essablil
executive talent to model the necessary backgroufidslightly smaller percentage said Vietnamese
workers fall short in ensuring a safe, clean wankinment, adapting to new and changing situations
managing and completing tasks and absorbing antyiagpnew information. Such skills have been
increasingly important for companies to differetgithemselves and gain competitive advantage. There
were also gaps in foreign language, computer amahéial proficiency, innovation and the ability to
motivate others. These latter two areas have beemedsingly tied to success because they enable
companies to solve problems and create new produadtservices faster than the competition.
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ASEAN Economic Community 2015: Enhancing competitiveness and
employability through skill development

This paper examines the skills needs in the Astoniaf Southeast Asian Nations (ASEAN)
and how Member States can strengthen their skilts teaining systems to benefit from
emerging opportunities of integration and boost getitiveness.

Maximizing the benefits of regional integration Milecessitate leveraging the knowledge,
skills and creativity of ASEAN’s labour force of Binillion women and men. This paper looks
at statistical trends since 2005 regarding educadind skills attainment, and technical and
vocational education and training enrolment in ASEAt assesses the quality of education
and vocational training and the readiness of ASEAldbour force, including young people
making the school-to-work transition, to take adege of new opportunities in a more
integrated and dynamic region. The paper also ex@srthe challenge of skills mismatch and
skilled labour shortages in the region.
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