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1  Purpose of the toolbox and who is it for? 

 

What is the purpose of this toolbox? 
 

 Reskilling and upskilling (RS/US) have become more crucial for the future-ready 
workforce in ASEAN countries. As the global economy rapidly shifts because of matters 
like digital technologies and automation, organisations and individuals need to adapt in 
order to remain productive and competitive. This entails acquiring up to date relevant 
knowledge as well as ensuring the acquisition of in-demand skills.  
In implementing reskilling and upskilling programs, it is important for ASEAN countries 
to take a gender, diversity, and inclusion (GD&I) approach. Such an approach is 
indispensable to ensure a comprehensive pool of talent to drive ASEAN economies and 
to ensure competitive and successful businesses. 
 
The ultimate objective of this toolbox (TB RS/US) is to support business leaders in 
charge of reskilling and upskilling, to do so from a GD&I approach. The TB RS/US aims 
to be easily accessible and provide an overview of RS/US tools guided by GD&I. A focus 
is selected sectors such as tourism, construction, and manufacturing. The TB will 
provide access to practical descriptions of tools as well as other existing sources of 
information to support business leaders in the planning and execution of effective 
reskilling and upskilling initiatives. It is conceived as a living document that can be 
updated and built upon. WINS Global Consult and ImpactWorks are commissioned to 
prepare the TB on RS/US. KORUMO has been engaged to ensure the GD&I approach is 
adequately embedded. 
 

Who is the toolkit for? 
 

 The toolbox is designed for business leaders of small, medium, and large companies in 
Vietnam and the Philippines, specifically in the construction, tourism, and 
manufacturing sectors. It caters to entrepreneurs, employer organisations, business 
associations, managers with personnel responsibility, and HR managers, providing 
them with an overview of RS/US from a GD&I perspective. Additionally, it is relevant 
for employees and trade unions seeking information on RS/US strategies. Furthermore, 
labour market-related governmental institutions such as labour administrations and 
employment offices, as well as private organisations like private RS/US providers, can 
also benefit from this toolbox. 
 

How do we define upskilling and reskilling? 
 

 Throughout this toolbox, the definition of upskilling (US) and reskilling (RS) as 
understood by the European Union (https://www.refernet.de/en/refernet_68661.php) 
will be used. Upskilling refers to improving existing skills while reskilling refers to 
acquiring new skills. Since the terms  ‘upskilling’ and ‘reskilling’ lack a universally 
recognized understanding or approach, organisations adhere to their own 
understanding, approaches, and criteria. Considering this, it is recommended for 
organisations to make their approach explicit when venturing into upskilling and 
reskilling initiatives.  
 

 

https://www.refernet.de/en/refernet_68661.php
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2 Structure of the Toolbox 

 

Figure 1: Structure of the toolbox 

 

 

The structure of the toolbox follows the seven steps of the value chain for Reskilling and Upskilling (RS/US) 

developed by the European Round Table for Industry1 for the implementation of successful reskilling 

programmes. The intervention logic for RS/US is derived from research and tailored towards identifying the 

needs of the companies utilizing it. Throughout the different stages of assessing the status quo, planning, 

implementing, and monitoring of reskilling and upskilling measures, companies can select suitable tools. 

Companies can decide to start at each step with a company assessment and then choose from a range of 

tools available for the different stages of the RS/US value chain which tools to apply. The toolbox prioritizes 

tools related to “Attitudes & Values”, which can be integrated modularly into RS/US measures focused on 

“Abilities and Skills”. This modular approach allows for versatile utilization of the toolbox, enabling the tools 

to serve various purposes throughout the different steps of RS/US measures.  

 
 

 

  

 
1 European Round Table for Industry (2020) https://ert.eu/wp-content/uploads/2020/07/ERT-Reskilling-in-European-Industry-
Paper_July2020-1.pdf (accessed 16.1.2024), page 5f. 

For each chapter, you’ll find 
an introduction document, 
that guides you through the 
tools 

https://ert.eu/wp-content/uploads/2020/07/ERT-Reskilling-in-European-Industry-Paper_July2020-1.pdf
https://ert.eu/wp-content/uploads/2020/07/ERT-Reskilling-in-European-Industry-Paper_July2020-1.pdf
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3 How to use it?  

 

Section What is it about? Who is it for? 

Section A: Monitoring 
and Assessment 

(demand and supply) 

Developing occupational forecasting 
regarding demand and supply side and 
working for an inclusive workplace and 
business context. 

HR and Management staff 

Section B: Candidate 
Awareness and 

Assessment 

Recruitment processes that surfaces and 
addresses barriers to inclusion 

HR staff 

Section C: Training 
Design 

Gender and diversity conscious training 
design including holistic reskilling/upskilling 
action plans development and TNA. 

HR staff and in-company 
trainers 

Section D: Training 
Delivery and Recognition 

Gender and diversity conscious training 
delivery including holistic reskilling/upskilling 
action plans development and recognition of 
prior learning / certification 

HR staff and in-company 
trainers 

Section E: Candidate and 
Job Placement 

Diversity conscious job placements of 
successfully skilled staff 

HR staff, Team Managing staff 

Section F: Monitoring 
and Evaluation 

RS/US measures to address drivers of 
exclusion and stimulate gender, diversity, 
and inclusion. 

all 

Section G: Funding 
Scheme 

RS/US budgeting for gender, diversity, and 
inclusion  

HR staff, Management staff 

Section H: Further 
Resources 

All additional resources and existing toolkits 
that could be beneficial for the work on 
improving diversity within companies 

all 

Table 1: How to use the toolbox? 
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4 Gender, Diversity, and Inclusion (GD&I) makes business sense  

 
The global economy is dynamic and forces such as globalization, climate change, COVID 19, and today's 
technological advancements, including Artificial Intelligence (AI), reshape market demands and in-demand 
skills. Companies cannot afford to sit back complacently, and leaders have two powerful talent development 
tools available to them: upskilling and reskilling. 
 

“For diverse companies, the likelihood of outperforming industry peers on profitability has 
increased over time, while the penalties are getting steeper for those lacking diversity” - McKinsey 
& Company, 2020 

“When women lead, firms win. Firms with female CEOs and CFOs are more profitable with 
superior stock performance. Firms with a high gender diversity on their Board are more profitable 
and larger than firms with low gender diversity. The average female executive has characteristics 
in common with the most successful male executive”. - S&P Global, 2019. 

 

Gender, diversity, and inclusion are critical to business performance. A diverse pool of talents brings a 
mélange of perspectives, creativity and collaborations stimulate cutting edge ideas, innovation, and 
responsiveness to fast-paced change.  

 

4.1  The S in ESG as competitive edge 

Environmental, Social and Governance (ESG) is a guiding framework for businesses to manage risks and 
opportunities related to environmental, social and governance factors. Companies can gain a competitive 
advantage by implementing ESG. Rather than mere compliance, inspired business leaders and owners 
recognize that an inclusive business has multiple benefits for themselves, their employees, and business 
performance. Gender, diversity, and inclusion are an important dimension of the Social and Governance 
dimension of ESG.  

 
“In 2020, ESG funds attracted $51.1 billion in new investments”. - Morningstar, 2022 

 
Businesses are shifting from profit to purpose. Leaders recognize that they have a role to play in reducing 
their environmental footprint and addressing socio-economic inequality. In addition, businesses that make 
a positive contribution to people and the planet are more likely to attract investors. Impact is not only 
measured against last year’s performance but against global economic, environmental, and social 
development goals. These leaders are driven by business integrity, making ethical choices, and driving 
sustainability and equality in all aspects of the business. 
 
Gender equity, diversity and inclusion are about giving equal access and opportunities and removing the 
barriers of discrimination towards women and other marginalised and vulnerable populations, such as 
disabled people, indigenous populations, refugees, and migrants. Providing women, girls, and other 
marginalised populations with equal access to education, healthcare, decent work, and representation in 
political and economic decision-making processes will fuel sustainable economies and benefit societies 
and humanity at large. 
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4.2 Policy Architecture 

The policy architecture that provides regulatory support and as such enables the promotion and realization 
of gender, diversity, and inclusion is strengthening at different levels. An important drive is the normative 
acceptance that any approach embracing gender equity, diversity, and inclusion is just and makes (business) 
sense. Healthy societies are ones in which everyone can participate based on equality. Similarly, successful 
business leaders nurture a culture of inclusivity and cultivate teams in which diverse backgrounds, skills, 
knowledge, experiences, abilities, etc. intrinsically engage and fuse into relevant and groundbreaking 
ventures and solutions. 
 
UN Charter 
 
Gender equality and inclusion are part of international human rights law by the Universal Declaration of 
Human Rights, which was adopted by the UN General Assembly on December 10, 1948:  
 
Article 1:“All human beings are born free and equal in dignity and 
rights” 
 
Article 2: “Everyone is entitled to all the rights and freedoms set forth 
in this Declaration, without distinction of any kind, such as race, color, 
sex, language, religion, political or other opinion, national or social 
origin, property, birth or other status.”  
 
The relevance of gender equity, diversity and inclusion has increased internationally. The 2030 Agenda for 
Sustainable Development seeks to end poverty and hunger, realize the human rights of all, achieve gender 
equality and the empowerment of all women and girls, and ensure the lasting protection of the planet and 
its natural resources. Gender equality is a goal in its own right (Goal 5: Gender Equality) and a central 
objective across sectors. Inclusivity and equality are values that similarly permeate the agenda.  
The specific focus on gender is similarly evident in the European Consensus on Development: ‘Gender 
equality is at the core of the EU values and is enshrined in its legal and political framework. It is vital for 
achieving the SDGs and cuts across the whole 2030 Agenda. The EU and its Member States will promote 
women’s and girls’ rights, gender equality and the empowerment of women and girls and their protection 
as a priority across all areas of action.’ 
 
Feminist Development Policy – For Just and Strong Societies Worldwide 
 
Despite efforts, genuine equality has not yet been achieved in any country 
of the world. To address this the German Federal Ministry for Economic Co-
operation and Development (BMZ) has raised its ambition and formulated 
‘The Feminist Development Policy-For Just and Strong Societies 
Worldwide’. The aim is to “eliminate discriminatory structures-for women 
and girls, and also for marginalized groups (BMZ 2023 p5).” To do this the 
focus is on the ‘three Rs’: rights, resources, and representation (BMZ 2023 
p6) on three different levels: the implementation, the international 
cooperation, and the institutional level. The policy is being embedded in 
procedures and instruments, partnerships are strengthened with like-
minded partners, and a learning and change process has been embarked 
upon within BMZ and implementing organisations such as Deutsche 
Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH. 
 
  

https://www.diplomatie.gouv.fr/en/french-foreign-policy/human-rights/news/article/70-years-of-the-universal-declaration-of-human-rights
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GIZ Gender Strategy 
 
For GIZ, gender equality is similarly a key value of the company and 
their work. It is considered a prerequisite for and driver of sustainable 
development. Central to this is their GIZ Gender Strategy and the 
different resources they have developed to ensure its success. Clear 
shifts have been apparent throughout GIZ, both on an international 
and national level.  
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4.3 Towards a diverse, equitable, and inclusive workplace 

Research has shown that organisations embracing diversity, equity, and inclusivity are better equipped to 
address challenges, attract talent, and meet the needs of a wide and varied end-user/ customer base. Truly 
inclusive leaders will focus on and value differences that are not obvious, such as economic background, 
immigration status, neurodiversity, and education. To ensure improved performance, however, hiring 
diverse people is not enough. Systemic interventions that support the emergence of safe and enabling 
workplaces are key for people to remain and flourish (McKinsey & Company, 2020).  
 
Diversity in the workplace refers to representation in the workforce. It entails a workforce that is inclusive 
of differences related to gender, socioeconomic background, culture, physical and neurocognitive abilities 
etc.. This requires an organizational culture in which people feel welcome and secure to be themselves and 
fully tap into and realize their potential. Opportunities for diversity can be found on different levels and the 
question of diversity is therefore also much more multi-dimensional than one might think. 
 
While diversity, equity, and inclusion are values that are becoming more prominent in regulatory 
frameworks, they are also becoming widely normatively accepted. This acceptance is aligned with research 
showing clear benefits.  
 
The vision 
Organisations and workplaces that are enabling, diverse and inclusive. Diversity is embraced and people are 
actively supported to reach their full potential in an ever-changing work landscape.  
 
Benefits2 

 
❖ Draw on a wide range of skills, knowledge, experiences, work routines, and communication and 

leadership styles. 

❖ Limits group thinking and facilitates out-of-the-box ideas. 

❖ Improves connectivity with diverse networks of stakeholders. 

❖ Wider reach and ability to respond to emerging issues and trends. 

❖  Robust and effective problem-solving and innovative solutions. 

❖ Multi-lingual and multi-cultural competencies boost understanding of global markets and collaboration 

in an interconnected world. 

❖ Increased likelihood of outperforming industry peers and increasing profitability.  
 
Principles 
 
❖ Fostering diversity and inclusion, particularly in light of gender. 

❖ Fair, safe and inclusive workplaces. 

❖ Accountability on gender equity, diversity, and inclusion advancement, including measurements. 

❖ Raising gender equity, diversity, and inclusion awareness and reducing (unconscious) bias in the 
workplace. 

❖ Ensuring an intersectional lens and recognizing that individuals’ experiences are shaped by the 
intersections of various social identities, such as gender, race, class, disability, sexuality, and more.  

 
  

 
2 The following recommendations are from the following sources: Linked In Recruiting trends report 2018; BetterUp 
Coaching; McKinsey & Company, 2020 
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4.4 Systems approach 

 
The ‘quadrants of change’ offer a system’s view and can be used as a framework to identify barriers and 
opportunities for RS/US through a GD&I approach (Ken Wilber) 3. Successful interventions will involve the 
four domains: at the level of the individual (intention, personal identity, perspectives), relationships (i.e. 
interactions, including behaviour), culture (i.e. language, beliefs, and values), and systems and structures.  
 

 
Figure 22: Quadrants of change 

 
 

An organisation can introduce GD&I policies, but these will have limited impact when individuals are not 
empowered, relationships restrict access to relevant resources and reproduce cultural norms and/ or 
stereotypes that prevent particular individuals and groups from taking advantage of available 
opportunities. These quadrants are interrelated, and any strategy, related to interventions and decision-
making processes should be embedded in all four quadrants.  
 
GD&I is not an add-on, it is an approach that pervades different levels of an organisation as well as its 
decision-making processes. If we would consider the GD&I approach a yellow lens, organisations will 
realize that their reality will turn yellow. GD&I will not just be prevalent throughout the explicit, like 
policies and structures, but also shine through the implicit through language, actions, and norms and 
values. Embedding a GD&I approach that permeates an organisation systemically, takes time. As 
organisations move forward with GD&I, it is valuable to appraise progress. For the Gender aspect of GD&I, 
the following typology is helpful. It is important to continuously reflect whether what one does is in fact, 
at least, gender-sensitive and ideally gender-transformative. Considering the need of societies to adapt to 
new complex realities, labour market transformations are required and for this transformative action is 
desirable.  
 

 
3 Agricultural Technical Vocational Education & Training for Women (ATVET for Women) 2019 Gender-
Transformative Change in ATVET. https://www.giz.de/de/downloads/giz2020_en_Gender-
Transformative_Change.pdf. Accessed last on January 16, 2024.  

https://www.giz.de/de/downloads/giz2020_en_Gender-Transformative_Change.pdf
https://www.giz.de/de/downloads/giz2020_en_Gender-Transformative_Change.pdf
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Critical reflection and the introduction of GD&I language is key to enabling transformative changes that 
will benefit individuals, but more importantly business and as such economies at large. 

 

 
Figure 33: Typology of Gender in Projects (by Karen Engel) 

Critical reflection and the introduction of GD&I language is key to enabling transformative changes that 
will benefit individuals, the business and  economies at large.  

 

4.5 Drivers of Exclusion 

The Drivers of Exclusion Framework helps to identify and address barriers to gender, diversity, and 
inclusion in the workplace. It is not enough to focus on diversity without at the same time paying attention 
to inclusion. To achieve high performance, businesses require inclusive leadership that can build inclusive 
teams and workplaces. This implies critically looking into one’s own organisation and uncovering the 
biases that drive exclusion. Where people are involved, biases are involved. How can biases be addressed 
as to build a diverse talent pipeline and enjoy the fruits that come with that: increased ability to attract 
and retain talent, greater creativity and openness, enhanced reputation, and adaptive capacity.  
 

Box 1: Biases 
Bias is an unconscious preference for or against certain groups or ideas. It affects how people think 
decide and interact. Bias skews decisions in favor of some people and against other people based on 
assumed characteristics about race, gender, age and culture. What is deemed "normal" within company 
culture affects all aspects of the business. Unconscious bias in organisations leads to unintentional 
exclusion.  
 
For organisations it is key to confront biases as much as possible. Biases limit diversity and can hinder 
market expansion. Biases can impact employee choices, and choices related to suppliers and investors. 
In business, biases erode trust and can have significant impact as employee morale and productivity are 
reduced, top talents cannot be attracted or retained, legal and reputation risks increase, and 
investment groups are not keen to engage. 
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The Drivers of Exclusion framework can support an organisation looking into those biases within the 
organisation that hamper progress with respect to GD&I. It sheds light on important areas of concern and  
provides insights into possible opportunities for action. 
 

 
Figure 44: Drivers of Exclusion Framework4 

 
As GD&I starts to permeate organizations’ gender equity, diversity and inclusion will start to define the 
organization. Inclusivity will characterize job descriptions, onboarding, but also governance structures and 
care support opportunities.  
 

Box 2: The Gender Binary 

Gender looks different across cultures and languages. In many cultures, people distinguish three or 
more gender categories. Seeing gender as binary - that is to distinguish only between women and men - 
is common in many Western societies and languages (English, French, German, Spanish). Yet, many 
languages in the world, amongst others Armenian, Tagalog, and Yoruba, are gender neutral, and don't 
distinguish between he/she, male/female. The gender binary is a social construct that is learnt, so we 
can also change and un-learn. Language is a spectrum that can be used to express diversity, embrace 
inclusivity, and instigate desired changes.   

 

 
 

 
 

  

 
4 See: 
https://agrilinks.org/sites/default/files/media/file/Women_Inclusive_Return_on_Investment_Framework_Full_Repor
t_0.pdf (accessed 16.01.2024) 

https://agrilinks.org/sites/default/files/media/file/Women_Inclusive_Return_on_Investment_Framework_Full_Report_0.pdf
https://agrilinks.org/sites/default/files/media/file/Women_Inclusive_Return_on_Investment_Framework_Full_Report_0.pdf
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5 Video Resources 

 

Category Title and LINK 

What is Gender 
transformative approach? 
 

Rutgers Gender Transformative Approach explainer video: 
https://www.youtube.com/watch?v=-DNMFZG8n7E  

Being Gender Transformative makes for Better Business 
https://www.youtube.com/watch?v=wLVPKs-ywfM (only forestry, fishing 
etc.) 

Gender, diversity, and 
inclusion video clips 

Diversity and inclusion in the workplace (Dupont): 
https://youtu.be/uHYuDDHvU64 

“All that we share” TV spot about inclusion and diversity by Danish TV2: 
https://www.youtube.com/watch?v=jD8tjhVO1Tc&t=54s  

HELLO - a short film about tolerance & diversity (1ST PLACE in the Nikon 

Cinema Z Film Fest 2019) https://youtu.be/3AQ7yC5jQ28 

Embracing Diversity and Inclusion: A Short Film (Out of Royalty free 

Video, Stock footage) https://youtu.be/QWTv8NbItt0 

Do One Thing for Diversity and Inclusion – Different: 
https://youtu.be/M5JcGo3FCyk 

That little voice:  
https://www.youtube.com/watch?v=Ll56imVATLk   

Blind spots: Challenge assumptions: 
https://youtu.be/BFcjfqmVah8 

Inclusion makes the world more vibrant: 
https://youtu.be/QXY5TyCUTlo 
 

 
 
 
 
 
 

 
 

https://www.youtube.com/watch?v=-DNMFZG8n7E
https://www.youtube.com/watch?v=wLVPKs-ywfM
https://youtu.be/uHYuDDHvU64
https://www.youtube.com/watch?v=jD8tjhVO1Tc&t=54s
https://youtu.be/3AQ7yC5jQ28
https://youtu.be/QWTv8NbItt0
https://youtu.be/M5JcGo3FCyk
https://www.youtube.com/watch?v=Ll56imVATLk
https://youtu.be/BFcjfqmVah8
https://youtu.be/QXY5TyCUTlo

