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Movement of Natural Persons 
 

 
Philippines-Japan Economic Cooperation Committee Chairperson Mr. Egmidio 
Cesar de Silva Jose; Asian Development Bank Director General for Private Sector 
Operations Department Mr. Todd Freeland; esteemed delegates; ladies and 
gentlemen: Good afternoon.  
 
I congratulate the Philippines-Japan Economic Cooperation Committee for the 
successful hosting of this Summit, and the business community for making this as a 
venue for meaningful dialogue and exchange of views on concerns of common 
interest.  
 
Demographic and Movement Trends in Asia 
 
The increasing connectivity that has propelled Asia to become one of the most 
dynamic and economically-advanced regions in the world has also driven economic 
growth and created and expanded employment opportunities in the region for its 
citizens and for others in the rest of the world. 

 
Considering the expected free flow of goods, capital, services, and skilled workers in 
the ASEAN community starting 2015, a new joint study of the International Labor 
Organization and the Asian Development Bank projects that there will be a net 
increase of 14 million jobs in six ASEAN economies—Cambodia, Indonesia, Lao 
PDR, Philippines, Thailand, and Viet Nam—as a result of free flow of goods, capital, 
services, and skilled workers across the ASEAN community, 3.1 million of whom will 
come from the Philippines. However, the study also noted that opportunities will not 
be evenly distributed between countries, economic sectors, gender, and skills. 
Because of economic integration, demand for highly-skilled workers will increase by 
41 percent, or 14 million workers, while demand for medium-skill jobs will grow by 22 
percent, or 38 million workers, and demand for low-skill, by 24 percent, or 12 million 
workers. 

 
Aside from greater connectivity, economic and employment growth in Asia will also 
be driven by other forces, such as aging populations in developed countries; talent 
shortages; and increasing pressure for movement of workers from less-developed, 
but labor-rich, countries to higher-income, but skill-deficient, economies. As to 
shrinking population, the UN projected that Japan’s working-age population will 
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decline by about 600,000 workers a year over the next 20 years. As to talent 
shortages, according to the 2013 survey results of the Manpower Group, the 
difficulty in hiring workers with needed qualifications, was most widespread in Asia 
and the Pacific, with Japan, Hong Kong, and India reporting the most acute degree 
of shortages in occupations or categories, such as sales representatives, engineers, 
technicians, management executives, accounting and finance, information 
technology, skilled trades workers, sales managers, laborers, and specialists in the 
field of research and development. As to pressure from increasing working 
population, the Human Development Report 2009 of the United Nations 
Development Programme gave estimates that growth in working age population will 
be highest in Asia, from 2.80 billion in 2010 to 3.40 billion in 2050, as opposed to that 
of Europe's which is projected to shrink, and to that of North America's and Africa's, 
which will only see increases from a quarter billion to just over a billion. 

 
With sustained growth in Asia combined with uneven distribution of opportunities and 
benefits, migration for work will remain a key feature of the regional economy, as 
people will continue to move to places with higher prospects for better income and 
well-being. In Asia, the number of international migrants entering the region 
increased from 50 million to 61 million over a ten-year period. For temporary 
migration, Asia welcomed around 31 million workers in 2010, making it the second 
top destination of international migrant workers. 

 
The Human Development Report 2009 noted that intra-Asian migration has 
accounted for nearly 20 percent of all international migration. The ILO reported that 
international migration flow in Asia is characterized by (1) labor migration flows from 
South and South East Asia to Gulf Cooperation Council member-countries; (2) labor 
migration flows to and within the ASEAN region; and (3) labor migration from South 
East Asia to East Asia. Some Asian economies have become major destinations for 
migrant workers, such as Japan, South Korea, Hong Kong, Taipei, Singapore, 
Malaysia, Thailand, and Brunei Darussalam, while the rest remain labor-origin 
economies. Within the ASEAN, Malaysia and Singapore are the main destination of 
migrant workers from its ASEAN neighbours. In contrast, the Philippines remains a 
top origin country of migrant workers going to destinations outside the ASEAN, while 
Indonesia remains the top origin country of migrant workers going to other countries 
in the region.  

 
The Philippines has become a major origin of professionals and skilled workers 
because of advantages that include high education attainment, skills, language 
proficiency, and strong work ethics. Filipinos account for 30 percent of seafarers 
worldwide. An estimated four million Filipino workers have found contractual work in 
almost 200 countries and territories--as engineers, teachers, medical and health 
professionals, workers in the services sectors, and production workers. 

 
Regulating and Restricting Movement in Asia 

 
The Human Development Report 2009 built the case for mobility, highlighting that 
migrants boost economic outputs at little or no cost to, or competition against, locals. 
It stated that mobility is “vital to human development”; and that movement is a 
“natural expression of people’s desire to choose how and where to lead their lives”. 
This view is shared by the Asia-Pacific Economic Cooperation Ministers in the 
recently-concluded Human Resource Development Ministerial Meeting, where they 
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agreed that labor mobility will promote inclusive and sustainable economic growth in 
the APEC region. 

 
Even as workers' mobility is considered essential to driving productivity and 
competitiveness and to sustainable and inclusive benefits from economic integration, 
movement of persons across borders remains restricted. The Human Development 
Report 2009 noted that the share of international migrants to the world's 
population—at around 200 million—has been stable at merely three percent, despite 
the expected increase in cross-border movement of persons due to greater 
connectivity through bilateral and multilateral trade ties, growing demand in 
developed countries due to aging population combined with huge young population 
in developing countries, and expanding opportunities for cross-border movement 
through cheaper transport. The ILO has reported that migrants in Asia as a 
proportion of population was at merely 1.5 percent. The ILO-ADB report also 
highlighted that less than one percent of workers has benefitted from the free flow of 
skilled labor under the ASEAN Economic Community. 

 
An ILO discussion paper on labor mobility in Asia attributed cross-border movement 
restriction mainly to domestic regulatory frameworks, including immigration and labor 
policies. The paper noted that major labor-receiving economies in the region, such 
as Singapore, Hong Kong, Brunei Darussalam, and Taiwan, do not restrict 
admission as to categories of workers, but they have preference for certain 
nationalities. In other countries, admission is closed to less-skilled and unskilled 
labor. Based on a study contracted by the Philippine government, forms of regulatory 
restrictions vary across Asian countries, and these include requirements for working 
permit, working visa, employment sponsorship, work contract, and letter of 
employment offer. Other entry restrictions come in the form of limited period of stay, 
from merely three months to as long as three years; qualifications requirements, 
such as education attainment and professional, or occupational, background or 
experience; numerical restriction by national aggregate, or by firm allocation or 
distribution; and restriction against transfer, stay permit, and levy on foreign workers. 
South Korea requires government-to-government agreement prior to their setting of 
numerical and occupational targets for foreign workers' admission. Some Asian 
economies, including Japan, Brunei and Singapore, have preference for highly-
skilled workers, managers, executives, engineers, medical and health professionals, 
investors, and entrepreneurs; but other countries require skilled workers and 
technicians, such as clerks and drivers in plantations, and construction and 
manufacturing. 

 
The so-called labor market test is a form of domestic restriction prevalent in Asia. 
Labor market test is a policy that restricts employment of foreign nationals in 
situations where nationals are willing, or able, to occupy vacant occupations or 
employment opportunities. Based on our study, China, India, Lao PDR, Myanmar, 
Thailand, and Vietnam employ labor market test policies. The Philippines also 
adheres to labor market test, but in recent years, it has reviewed the policy to adopt 
flexible measures to prevent business disruptions and encourage investments and 
business expansion, while protecting the rights of Filipino workers to equal 
opportunity to gainful and decent employment. 

 
Transaction cost is another form of barrier to entry of foreign nationals. This comes 
in the forms of fees for documents, clearances, and payments to intermediaries. The 
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Human Development Report 2009 further noted that in Asia especially, migrant 
workers rely on commercial brokers to facilitate administrative and documentary 
transactions for job offers. It also noted that Asian migrants moving to Gulf states 
pay as much as 25 to 35 percent in recruitment and other fees of what they expect to 
earn over two or three years of employment. As a general rule, licensure 
examination is still a requisite for the practice of profession in foreign countries. In 
many cases, they are administered by private professional bodies or associations 
which charge fees. 

 
The ILO study I mentioned earlier also cited other obstacles to movement which are 
intrinsic to the person, such as language deficiencies, limited access to labor market 
information, and skills and professional qualifications, that do not meet industry 
standards or requirements. 

 
Overcoming Barriers to Movement in Asia 

 
The Human Development Report 2009 highlighted core principles for improving the 
outcomes of movement or mobility. These are (1) liberalizing and simplifying regular 
channels and (2) ensuring basic rights to emphasize the social dimension of 
economic integration including movement of persons. 

 
On liberalizing and simplifying regular channels, this can be pursued at the 
national, bilateral, and regional levels. 

 
On the national level, destination countries, especially those that experience 
extreme talent shortages and shrinking demographics, should adopt more 
transparent, efficient, and simplified mechanisms for admission, immigration, 
practice of profession, and cross-border service provision.  Origin countries, on the 
other hand, should strengthen their pre-departure systems for facilitating mobility. 

 
On its own, the Philippines has simplified its policy on the entry of foreign workers 
and professionals by rationalizing the issuance of the Alien Employment Permit 
(AEP) which allows a foreign national to work and practice his/her profession in the 
country. We have come up with a Skilled Occupational Shortage List (SOSL) which 
facilitates the entry of foreign experts with skills crucial to the country's growth and 
development--skills that are determined to be in short supply among available 
Filipino labor. It aims to relax the implementation of the labor market test or the 
determination of the availability, willingness, and competence of Filipino talents in 
skills which are in-demand but hard-to-fill. The European Union, under the 
Philippines-European Trade Related Assistance Project 2, supported the 
development of the SOSL to address the Philippines's commitments under the 
General Agreement on Trade in Services and the ASEAN Economic Community 
Blueprint. The inclusion of a particular skill or occupation in the SOSL will require the 
automatic issuance of the AEP and forego the conduct of the labor market test, 
particularly publication or public notice.  In the past five years, the DOLE issued an 
annual average of 15,540 AEPs, majority of which were for executive, managerial, 
and supervisory positions involving Japanese, Korean, and Chinese nationals. 

 
The initial Philippine SOSL includes 12 occupations, namely: (1) Architect; (2)  
Chemical Engineer; (3) Fisheries Technologist;  (4) Geologist; (5) Guidance 
Counselor;  (6) Librarian/Archivist; (7) Naval Architect; (8) Marine Engineer;  (9) 
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Metallurgical Engineer; (10) Medical Technologist; (11) Nutritionist/Dietician; and 
(12) Psychologist. But please take note that most of the occupations needed are not 
in the industries, but in the academe, where there is a need for professionals to 
teach in post-graduate studies in these areas. The SOSL is a living document 
subject to refinement through consultations with social partners, including business. 

 
On the bilateral level, Asian economies should be more progressive in pursuing 
deeper bilateral ties in facilitating labor mobility. The Philippines has entered into 
bilateral agreements with almost all Asian countries. 

 
We want to highlight our experience in facilitating labor mobility with Japan, 
particularly under the Philippines-Japan Economic Partnership Agreement (PJEPA). 
Five years since it entered into force, the PJEPA has not fully utilized its potentials 
for facilitated movement of professionals or workers, as shown by the modest 
deployment figure of Filipino health professionals and workers to Japan. From 2009 
to 2014, we were only able to deploy a total of 967 Filipinos to Japan under the 
PJEPA, 337 of whom were nurses and 630 were careworkers.  Upon deployment, 
Filipino health workers and professionals still had to undergo licensure examinations, 
reducing the number deployed during the period to 116 passers (or 12 percent of 
total deployment), 41 of whom were nurses and 75 careworkers. 

 
To realize maximum benefits under the PJEPA, we may have to adopt the ASEAN 
initiative for mutual recognition of professional qualifications, not only for health 
professionals, but for other professions as well.  The movement of natural persons 
chapter of the PJEPA does not specifically provide only for health professionals; 
hence, we have considerable opportunities to facilitate the movement and open the 
labor market for other professionals. 

 
The Philippines also has strong partnership with South Korea for the admission of 
Filipino skilled workers through the Employment Permit Scheme which has been 
introduced by the South Korean government in 2004 to address labor shortages 
especially in SMEs.  In 2012, almost 50,000 workers were admitted from 15 
countries with whom the South Korean government has signed an MOU, including 
the Philippines, to work in the manufacturing, agriculture, fisheries, construction and 
services sectors. To date, we have sent to South Korea a total of 39,418 workers 
under the EPS, mostly in the manufacturing industry. 

 
On the regional level, Asian economies can be guided by regional frameworks and 
agreements. 

 
In the case of the Philippines, it has entered into a number of Regional Trade 
Agreements that have provided mechanisms for labor mobility.  These are the 
ASEAN-Australia-New Zealand Free Trade Agreement (AANZFTA); ASEAN 
Framework Agreement on Services (AFAS); and ASEAN Agreement on the 
Movement of Natural Persons (MNP).  These trade agreements allow facilitated 
movement of business visitors, investors, intra-corporate transferees, and 
contractual service suppliers.  These agreements also have brought about the 
setting-up of various mechanisms to facilitate labor mobility.  For instance, the 
proposal in coming up with an ASEAN Qualifications Reference Framework was first 
introduced during the 1st AANZFTA Joint Committee Meeting held in Manila in May 
2010. 
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The ASEAN economies have agreed on the ASEAN Qualifications Reference 
Framework, or AQRF, as a common reference framework to enable comparisons of 
qualifications across the ASEAN.  It enhances recognition of qualifications, supports 
life-long learning, and promotes credit transfer and learner/worker mobility.  It has a 
quality assurance component that serves as guide for the national qualifications 
frameworks of the respective ASEAN member-states.  On 19 March 2014, the 
ASEAN finalized the structure of the AQRF during the 4th Meeting of the Task Force 
on AQRF in Myanmar, under the chairmanship of the Philippines through our 
Professional Regulation Commission. 

 
The Philippine Team, composed of the Department of Labor and Employment, 
Department of Trade and Industry, Professional Regulation Commission, Technical 
Education and Skills Development Authority, Department of Education and 
Commission on Higher Education, has conducted four consultations from the time 
the AQRF was conceptualized up to the time that its final components and features 
were disseminated to stakeholders to generate their views, as well as to consult 
them on the possible guidelines for its implementation. This was in preparation for its 
pre-referencing process in 2015 and for the completion of referencing of our 
respective national qualifications framework not later than the deadline set in 2018 
under the AQRF. 

 
At the ASEAN level, eight Mutual Recognition Arrangements, or MRAs, have been 
adopted, of which seven are regulated professions (i.e., engineering, architecture, 
surveying, accountancy, nursing, dentistry, and medical services), and one for 
professionals and skilled workers in the tourism industry.  MRAs are instruments that 
recognize the education, experience, and qualifications of a person regardless of 
where such credentials were obtained. They aim to facilitate the mobility of 
practitioners within the ASEAN; to enable the exchange of information and enhance 
cooperation in respect of mutual recognition of practitioners; to promote the adoption 
of best practices on standards and qualifications; and to provide opportunities for 
capacity-building and training of practitioners. 

 
The Philippines has set up two ASEAN Professional Registers, namely, ASEAN 
Chartered Professional Engineer Register and ASEAN Architect Register.  At 
present, the Philippines, through the Professional Regulation Commission, 
Commission on Higher Education, Philippine Technological Council, and United 
Architects of the Philippines, has completed the process of registering 12 Filipino 
Chartered Professional Engineers and 40 Filipino Architects.  This means that these 
Filipino engineers and architects, wherever they are in any of the ASEAN countries, 
can practice their professions without undergoing further licensing and other tests in 
the host country.  

 
In Asia-Pacific, under the auspices of the Asia-Pacific Economic Cooperation 
Council (APEC), travelling for business purposes has been facilitated by the 
adoption of the APEC Business Travel Card, which serves as a visa in crossing 
borders of participating countries. 

 
There is also an APEC Registry of Engineers that facilitates the movement of 
engineering professionals within the Asia-Pacific region.  The Philippines has 
registered 51 APEC (Filipino) Engineers in the APEC Registry of Engineers.  This, 
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however, is not much compared to the 2,589 APEC Engineers from Japan; 562 
APEC Engineers from South Korea; and 244 APEC Engineers from Thailand.  

 
To complement the AQRF, we have developed the Philippine Qualifications 
Framework, or PQF, to set the education standards and skills development process 
attuned with the mobility framework of the ASEAN Qualifications Framework.  The 
PQF is a national policy that describes the levels of educational qualifications and 
sets the standards for qualification outcomes. It provides quality assurance, 
international alignment, register of qualifications, pathways and equivalencies, credit 
system, mechanisms for the promotion of life-long learning, the use of learning 
outcomes, and the shift to outcomes-based education. 

 
We have made substantial progress in the implementation of our PQF.  We have 
prepared a work plan for the development of a Pathways and Equivalency System 
and a seam-less credit transfer scheme.  International alignment is also being 
currently undertaken through the agreed template for data gathering and research 
for comparability, benchmarking, and international alignment of Philippine 
qualifications with other countries.  The shift to outcomes-based education for higher 
education institutions has been mandated through the issuance of CHED 
Memorandum Order No. 46, series of 2012, or the Policy Standards to Enhance 
Quality Assurance in Philippine Higher Education.  Our Department of Education has 
also started implementing the Enhanced Basic Education Act of 2013, which adds 
two years of senior high school to our basic education to make it comparable with 
international curriculum and standards.  Under this enhanced curricula, a student in 
his or her senior year is ensured to have acquired skills and competencies that 
would make him, or her, job-ready.  The Technical Education and Skills 
Development Authority, or TESDA, has also spearheaded the development of a 
Qualifications Register template initially for (1) Dental Services, Dental Hygiene, and 
Dentistry; (2) Bookkeeping and Accountancy;  (3) Levels 1 to 4 in Mechanical 
Engineering; and (4) Hospitality Management, Hotel and Restaurant Management, 
and Tourism services.  The Philippine Qualifications Register is the national 
database of quality-assured qualifications which provides information to employers, 
educational institutions, and training providers and students.  This information 
includes qualification title, descriptors and scope, PQF level, qualification code, 
authorization granted, and corresponding authorized institution. 

 
In 2013, our Professional Regulation Commission has also issued new guidelines on 
Continuing Professional Development (CPD) to maintain and enhance the 
competence of all Filipino professionals.  The CPD Guidelines focuses, among 
others, on quality assurance through the accreditation of CPD providers and 
programs with special attention to the evaluation of programs and adoption of the 
framework for life-long learning, and formal, non-formal, and informal learning. 

 
On ensuring basic rights and accounting for social dimension of movement, 
we can pursue areas of common interest between the Asian business community 
and governments in Asian economies towards optimum and equitable benefits of 
movement of natural persons in the region, especially for lesser-skilled workers 
requiring greater protection and intervention, guided by the Declaration adopted by 
APEC Ministers in the recently concluded APEC Human Resource Development 
Ministerial Meeting on the theme, “Promoting Quality Employment and Strengthening 
People-to-People Connectivity Through Human Resources Development”. These 
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areas of common interest include giving attention to human and social dimension of 
economic integration, enhancing human resource quality to meeting supply chain 
demands, and facilitating mobility of labor and skills development. 

 
On the human and social dimension of economic integration, the Philippines has 
always recognized the need to balance the pursuit of economic benefits of 
integration and realizing the aspirations of men and women for decent work and 
quality of life. We recognize labor as the primary social and economic force of 
sustainable and equitable development. The administration of President Benigno 
Aquino III anchored the Philippine Development Plan in advancing inclusive growth 
through massive employment generation, poverty reduction, and improving 
competitiveness and efficiency of enterprises. In the pursuit of our national 
development goals, we have emphasized, in the sectoral plan for labor and 
employment, investing in human resources as the best asset of the country, making 
them employable and competitive while promoting industrial peace and social 
justice. Under the reform on governance, for the first time, the national budget has 
been realigned, such that the delivery of social services now receives the highest 
resource allocation, even over defense and debt servicing. With sustained economic 
growth and strategic investment in human resource that will produce the skills sets 
required by industries, the UN projects that the Philippines will start to reap the 
benefits of demographic dividend in 2025. 

 
As the government sets standards for rights and working conditions, those of you in 
the business community can take a complementary role in affording decent work for 
all on the firm-level, not only to professionals and skilled workers and cross-border 
service providers covered by trade agreements, mutual recognition arrangements, 
and bilateral labor agreements, but also including migrant workers who often find 
themselves in vulnerable situations, such as the lesser-skilled migrant workers, 
women and young workers, and migrants in situations of crisis. Decent work for all is 
consistent with core labor standards and principles of work under international labor 
conventions, specifically the UN Convention on the Protection of the Rights of All 
Migrant Workers and Members of their Families; ASEAN Declaration on the 
Protection and Promotion of the Rights of Migrant Workers; and Declaration of the 
UN High-Level Dialogue on International Migration. Security at work must also be 
promoted, through portable social insurance systems. 

 
Adhering to core standards and principles of work and workers rights, the Philippines 
provides minimum social guarantees for all workers against all forms of risks and 
vulnerabilities. We have reformed our systems to give flexibility to small and medium 
businesses for improving their efficiency and productivity. We have adopted a new 
labor law compliance system that combines regulatory and developmental, tripartite 
incentive-based approaches, framed along decent work and enterprise 
competitiveness. Under the new labor laws compliance system, we have now 600 
labor law compliance officers, whose job is to assist firms in complying with general 
labor and occupational safety and health standards through a tripartite compliance 
certification system validated by workers and employers. We have a flexible 
minimum wage system, composed of a first tier of fixed floor-wage levels as a social 
safety net, and a productivity-based pay scheme second tier that is voluntary, 
productivity-based, and mutually agreed upon. We have instituted a mandatory, non-
adversarial, conciliation service, free of charge, for dispute resolution and settlement. 
With these recent reforms, we have seen remarkable improvements in industrial 
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peace, with almost zero strike-level, and upgrades in our competitiveness ranking for 
labor market efficiency, especially in areas that have moved to, or sustained, the 
upper percentile of ranking, such as cooperation in labor-employer relations, 
flexibility in wage determination, pay and productivity, reliance on professional 
management, capacity to retain talent, and effects of taxation on incentives to work. 
As the Philippine competitiveness ranking continues to improve, particularly in labor 
market efficiency which has gone up by 20 notches since 2010, we recognize the 
need to continue investing in human resources to meet industry requirements. 

 
On enhancing human resource quality to meet supply chain demands, government 
and the business community should continue to pursue industry-driven education 
and training systems to facilitate job-skills matching. The Philippines has always 
engaged the business community, as member of education and training boards, 
apprenticeship, and other enterprise-driven training programs, in its labor market 
signaling and skills development initiatives through consultations and participation in 
decision-making. With enterprise participation, the Philippine government is 
pioneering a full-employment facilitation cycle to shorten school-to-work transition, 
with the support of the Asian Development Bank and the Government of Canada. 
Within the framework of regionally-integrated economies, regional business 
networks, such as the ASEAN Business Advisory Council and your organization, and 
the participants in this Asian Business Summit can play an important role in cross-
border talent signaling, transnational labor market information system, technical-
vocational skills competition like the ASEAN skills competition, and other knowledge 
exchanges and bilateral and regional skills development activities. 

 
On facilitating the mobility of labor and skills development, the Philippines supports 
the vision of the business community for highly-skilled and highly-mobile global 
workers who will usher in a new era of innovation, competitiveness, and productivity, 
as well as inclusive and sustainable growth. Initiated by the APEC Business Advisory 
Council and presented in the recent APEC Human Resource Development 
Ministerial Meeting, this vision requires a governance system that involves all 
stakeholders, including the business community, where the rights of workers are 
protected, their skills and professions are multilaterally-recognized, and secured 
against various risks and vulnerabilities. We hope that the Philippines-Japan 
Economic Cooperation Committee and its members will share this vision and your 
meeting serve as a platform for its realization. 

 
As workers are enabled to move across borders, brain drain has to be reversed into 
brain gain that will benefit both origin and destination economies, through measures 
that should not restrict the freedom of work and putting more barriers to mobility. The 
Philippines, as one of the largest labor-sending countries in the world, addresses 
brain drain through local employment-creation programs and retention policies, such 
as national reintegration, industrial and human resource planning, ladderized and 
needs-based productivity training for enterprise growth, and adoption of policy 
measures in extreme cases where massive loss of critical skills is expected. 

 
Let me close my remarks with an assurance that the Philippine government, given its 
development goal of global competitiveness and inclusive economic growth, will 
continue to shepherd its reform initiatives for domestic, bilateral, regional and 
multilateral action and cooperation to overcome barriers to facilitating mobility and 
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enhancing human resources, in support of the business community's needs for 
viability and expansion, with the ultimate objective of decent work for all.  

 
Thank you and God bless.  
 
END 


