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1. Introduction
Two roundtables were held recently in Myanmar as
part of the CIMA Roundtable Series, to discuss the
subject of the employability crisis.
A total of 18 panellists - from various sectors, such as
oil and gas, financial services, FMCG, business
advisory, recruitment, hospitality, pharmaceutical,
capital market consulting, professional associations,
technology and transport - spoke over the course of
two sessions in one day, held in July 2014.

The panellists bring with them a variety of
viewpoints and a wealth of experiences as some
perform commercial or financial roles while others
either a management role or a human resource role.
This brings a rich, textured dimension to the
conversation about employability and its
relationship with sustainable success.
This report encapsulates the key points and views
expressed by all panellists present at the two
insightful roundtable sessions.
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2. The Big Issue: The Employability Gap
Across the world, two challenges persist:
unemployment and under-employment. Jobs are
available but finding the right person for the job is a
challenge.
While the employability gap differs from country to
country, the underlying issues and related sub-issues
share some similarities across borders.
The global employability gap is defined by two
distinct
challenges:
unemployment
and
under-employment. The former is self-explanatory
where the latter is defined by situations where skills
exceed the role, or where there is a mismatch
between the skills and roles.

The employability gap affects the tax revenue base
and employers face challenges in sustaining success
for their organisations.
Any effect on the tax base has long-term
implications on national development plans. Less tax
revenue can mean the welfare system is choked or
development plans suffer shuddering halts.
Thus, employability is not an issue in isolation
confined to the sphere of organisational productivity.
Employability has far-reaching consequences that
can change an entire societal landscape.
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3. The Employability

Emerging

Gap

in an
Market: Myanmar

Offering a disproportionately high salary, as the
the cost structure of a
panellist remarked, is neither the only nor the best
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The
challenges
in bridging
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way
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the in
job.
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begin
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finding
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teach
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not just within the company he or she is employed
One employer likes to employ locals who are
The ability to create and build relationships to the
Repatriation is seen as un
returnees or who have studied outside of Myanmar.
in, but external to that, too, in the market.
point where colleagues find themselves relying on
candidates do not return. E
With the shortage of employable employees,
their finance colleague: this was an ideal scenario for
for children and an unce
It was expressed that accountants tend to keep to
companies find they have to recruit from other
one panellist, from an employer’s perspective.
were cited as some of
themselves within a circle of accountants and this
regional markets.
reluctance to return.
limits their world-view to that of an accounting
If the company were to lose such a valuable asset
One panellist remarked that students and graduates
perspective only.
and find it difficult to replace this person, offering a
The reasons for those who
are lacking exposure and English language skills
higher salary may not help close the gap.
reasons (the need to care
Another panellist related his experiences, with
because Myanmar has been closed to the world for
example) or some sense of
limited success, of attempting to recruit graduates
so long.
Based on human capital research, one panellist said,
who were in possession of professional
by 2015, Myanmar will face a shortage of PTEMs:
The point, as this panellist
“We train them in practical and technical courses,
qualifications, from a pool of 50 candidates. He
Professionals, Technical, Engineers and Management.
nationals were willing to re
found that despite their excellent accounting skills,
tailored to our needs via our in-house training,”
This means, explained one panellist, employers need
and take a lower salary t
most of these professionally-qualified graduates
explained one panellist, but employees still
to source the talent now or it will be too late.
drawing overseas if they
lacked important skills: analytical and critical
sometimes lack interpersonal skills.
developmental opportunity
thinking skills.
By geographical area, the most potential-filled
would have some im
As for their bank of knowledge, one panellist opined
markets from which to source the technical talent
development at large.
Another panellist – while agreeing with the view that
that “merely memorising is a disadvantage.”
would be Singapore, whereas for financial
Myanmar employers face challenges in hiring
professionals the greatest markets would be United
Ultimately, though, as
graduates that lack critical and analytical thinking
Practical experience is very much encouraged.
Kingdom, Australia, Singapore and Vietnam. These
employers have to find the
mindsets – added that employers also face a
are the target areas.
position.
challenge in finding industry-specific experienced
There was consistent agreement across the board
personnel within the country. This adds additional
that in the Myanmar market, finding quality
burden to the company that finds itself having to
employees and retaining them are the main
train employees to a worrying extent.
challenges.
“The good ones get jobs anywhere and move
everywhere.”
It was also suggested that accountants must learn
about “the outside world,” the business side of things,

Training does not always produce the desired results,
the panellist clarified, as some employees do
perform to expectation post-training, while some –
lamentably – do not, and remain as frustrated
under-performers.

ENGLISH

Communication skills, both written and
verbal, that are requisite for
employability, long-term success and
talent development

As a subset to communication
skills, language skills, in the
lingua franca of business –
English

Critical thinking and
problem solving skills
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4. Education: A Multi-faceted Challenge
A McKinsey report1 found that 75 million young
people globally are unemployed. The report also
stated that 72% of educators felt that graduates
were ready for entry level positions; 45% of
graduates thought they had the skills desired by
employers while 42% of employers said that their
employees had been adequately prepared for work
by their education.

The education system was cited as having failed to
produce the sort of independent, critical thinking,
analytical and problem solving graduates that
Myanmar employers need currently.

One panellist was vociferous in what graduates need:
strong technical skills, background business
knowledge, business acumen and the ability to think
outside the box.

Further along, another panellist brought a more
specific, unique perspective.

They need to know about
more than South East Asia:
they need a global mindset.
Employers are facing a shortage of skilled and
graduate employees. But even if employers are
fortunate enough to hire graduates, they soon find
the graduates’ English language skills are poor.
“We have to upgrade our education system
nationwide,” expressed one panellist.
This is because the education system, it was said,
was not training people to think, argue, reason or
debate. This stems from the cultural norm where
students are honest, hardworking and they listen and
obey instructions but this has limited them from
developing reasoning or a critical thinking mindset.
What employers want is an executive who will work
and discuss with the management on strategy issues
or argue against what needs to be done by the
management.

A panellist suggested, based on recent talks with
lecturers, that graduates must be encouraged to
reason and to question.

“I don’t care so much about what they study,” he
states unapologetically, “but they must possess
initiative, character, drive and motivation.”
“Some of my best people are from a business or
economics background but they learn on their own.
For example, they never learnt statistics in school
but they learn on their own.”
For this panellist, he feels it is more important to
recruit people, especially in a Myanmar context, who
have drive and initiative and not so much based on
their academic credentials.
“Government schools do not prepare these people at
all for working life, and that’s really a big challenge
for employers.”
A possible solution is to repatriate experts back into
the country.
The challenges with the repatriation of experts
back into the Myanmar market include difficulty in
cultural adaptation and attractive remuneration
packages.

1. Education to Employment: Designing a System That Works, M Moorshed, D Farell and D Barton, McKinsey Center for Government, 2013
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These challenges, however, pale in comparison to
the daunting task of training other resources to be
as proficient as these repatriated experts.

75 million young people
globally are unemployed

Most panellists were in agreement with the above
views, with one panellist adding her perspective on
recruitment.

72%

Educators thought that
graduates of their institutions
were ready for entry level
positions in their chosen field
of study.

42 %

Employers said that, overall,
their employees hired over
the past year had been
adequately prepared for work
by their education.

45 %

Graduates expressed
confidence that they were
sufficiently equipped with the
necessary skill sets desired by
employers.

2013
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Skills vs The CV
A panellist said that even when an employer is
faced with an impressive CV that reads of two
decades of experience, the contents of the CV will
mean nothing when the recruiter meets the
candidate and finds him or her stumbling on a basic
capability such as English language proficiency.

Again, other qualities and abilities such as problem
solving, taking initiative, critical thinking, reasoning
and thought processes were cited as having been
found to be lacking in candidates, even with those
in possession of impressive CVs and substantial
experience.

Influencing skills –

People-management

Critical thinking and

the ability to influence outcomes,

skills

problem solving skills

The ability to be an agent
of change, or the

processes or business results; the

mindset to see the

ability to garner buy-in from

opportunity for change.

stakeholders or peers

6. The Culture Outside The Cubicle
A somewhat tangential but related view was put
forward in that employers in Myanmar have some
role to play in developing the desirable qualities,
abilities and skill sets among employees.

Myanmar, there may be a mismatch between the
cultural norm of local companies in Myanmar and
the need to have less traditional behaviour in the
next generation of professionals.

It was observed that in the past 25 years, the
Myanmar market – due to many (but not all) local
companies perpetuating this cultural norm – has
encouraged obedient behaviour in the workplace
that leaves little space for critical thinking or
challenging, innovative ideas.

The employees may find that they have been
working a certain way, but now find that they have
to “switch completely” (in mindset and behaviour)
in order to stay relevant and employable.

With the advent and entry of more global
companies entering the emerging economy that is

One panellist admitted that the local culture in
Myanmar has been one where shyness or excessive
politeness (as opposed to being ‘bold’ or
questioning in the office) is very much the norm.
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7. The Generational Debate
At odds with the view that Myanmar graduates are
trained to be obedient, one panellist noted that she
experiences many Generation Y graduates who walk
into interviews brimming with over-confidence
stating boldly, while carrying disproportionately
high, unrealistic expectations, that “they can do
anything.”
The challenge is that they do not know what they
want, while simultaneously (perhaps even
misguidedly) believing they can do anything. Their
failure, generally, is the inability to map out their
career.
This is in contrast to experienced finance
professionals who are very qualified in finance and
possess absolutely competent technical skills, but do
not have the skill sets needed to progress to, at the
very least, even middle management.
Additionally, several panellists agreed that there
were generation-specific challenges that presented
themselves in the new army of employees known as
Generation Y.

There was agreement that this Gen Y group of
workers sought more meaningful work and life
activities; a better work-life balance, that they can
sometimes be more interested in charitable or
communal service rather than material or financial
security.
More to the point, employers recognise that Gen Y
jobbers cannot be pushed too hard in a work
situation, or “they will leave.” This presents a new
facet to the existing challenges of bridging the
employability gap.
A comment was made that Gen Y jobbers lack
self-discipline when their attention at work is
diverted to social media, which can suck a person’s
productivity in the workplace to a detrimental
extent. While employers do issue memos and edicts
that spell out that there needs to be more focus on
work rather than digital socialising, employers
recognise that technology, while good for
automated work processes and systems, has made it
difficult for some employees to maintain clear
work-social media boundaries in the workplace.

8. Career mapping:

What it takes to go from A to GM
A key point that was raised on more than one
occasion was the frustration interviewers and
recruiters face when they ask the question, “Where
do you see yourself in five years’ time?” In many
cases, an interviewee may reply, “I want to be a GM.”

The crucial challenge for employers is this:
interviewees not only do not know what the process
of becoming a GM entails, but also that the process
requires more skills than mere educational excellence
and technical competency.
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And Apply?
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within the Myanmar market, the lack of mentoring
their academic credentials.
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system it was pointed out that Myanmar does
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the same vein, the importance of regular feedback
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and coaching specifically from line managers was
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ucation system, it was said,
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2. The Employability Challenge, UK Commission for Employment and Skills (UKCES), February 2009
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the daunting task of training other resources to be
10. The Financial Consequences
proficient as these repatriated experts.
Of The EmployabilityasGap
These challenges, however, pale in comparison to

One panellist astutely pointed out that though
Myanmar is enjoying the flush of opportunity and
potential growth resulting from the market opening
itself up to global partnership and participation,
businesses are constrained by the employability
issue.

To illustrate, he
remarked that business
owners or managers can
“run ahead” with ideas, but it
becomes problematic if
“nobody follows.” Businesses
are constrained in growing if
there are no persons to
implement and execute the
great ideas that come from
visionaries or leaders.

Most panellists were in ag
views, with one panellist a
recruitment.

In the face of a persistent employability gap, the
Myanmar market – in its first phase of exciting
potential new growth – can find it hard to develop as
fast as it could or should.
From the perspective of a professional body
representative, however, the issues reach farther back
and the solutions suggested were far more holistic.
There is a need to change the curriculum, change the
training, redesign the courses and curriculum to
employer needs, and realign the expectation that the
government must do everything (but, the
government lacks the resources, he added.)
Private institutions must open and widen the entry
point for accountants; not just take economics
graduates, but take in graduates who hold merely a
diploma in accounting too.
This will hopefully, he added, increase the number of
accountants and raise the standards of accounting.
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Money Talks
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to hire the best person for the job.
finance manager. One panellist remarked that he
the
question,
“What
is
your
interest?”
to
which
the
ding the right person
with
found himself having to offer double the average
interviewee
responds,
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The They
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10-15 ‘big fish’,” quipped one panellist; some
eone from the company will
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Thiswhere
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The disparity inpersonnel
the salarymay
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are
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and expatriate accountants is also a challenge for
ay have a lot of
talent
for finance graduates and employable candidates.
employers.
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market,
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of international
companies
there
is
demand
but
little
supply.
This
presents
a
especially
an
accountant - can be to a company
Myanmar has also seen salaries becoming inflated as
challenge
for
corporate
planning.
nellist echoed this sentiment
when the person is in possession of interpersonal
these MNCs rush to hire people, even if - as one
rviewees, while having
some
skills that enables him or her to “go around” to the
panellist cautioned - they are not the best-fit people.
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in, for example, a year, the challenges
loyment or even remain
what the
businessofor even help with some of the challenges
a challenge
for employers.
employability may mean such plans may befaced
achieved
importantly, they lack the
by these various business divisions outside of
in two years instead.
effectively to the recruiter.
the finance department.
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not just within the compan
One employers likes to employ locals who are
The ability to create and build relationships to the
Repatriation is seen as unattractive as 50% of the
returnees or who have studied outside of Myanmar.
in, but external to that, too
point where colleagues find themselves relying on
candidates do not return. Educational opportunities
With the shortage of employable employees,
their finance colleague: this was an ideal scenario for
for children and an uncertain political landscape
It was expressed that acco
companies find they have to recruit from other
one panellist, from an employer’s perspective.
were cited as some of the reasons for their
themselves within a circle
regional markets.
reluctance to return.
limits their world-view to
If the company were to lose such a valuable asset
One panellist remarked that students and graduates
perspective only.
and find it difficult to replace this person, offering a
The reasons for those who do return include family
are lacking exposure and English language skills
higher salary may not help close the gap.
reasons (the need to care for ageing parents, for
Another panellist related
because Myanmar has been closed to the world for
example) or some sense of national patriotism.
limited success, of attemp
so long.
Based on human capital research, one panellist said,
who were in posses
by 2015, Myanmar will face a shortage of PTEMs:
The point, as this panellist concluded, is that some
“We train them in practical and technical courses,
qualifications, from a poo
Professionals, Technical, Engineers and Management.
nationals were willing to return to work in Myanmar
found that despite their ex
tailored to our needs via our in-house training,”
This means, explained one panellist, employers need
and take a lower salary than the one they were
most of these profession
explained one panellist, but employees still
to source the talent now or it will be too late.
drawing overseas if they felt there was some
lacked
important
sk
sometimes lack interpersonal skills.
developmental opportunity within the company that
critical-thinking skills.
By geographical area, the most potential-filled
would have some impact on Myanmar’s
As for their bank of knowledge, one panellist opined
markets from which to source the technical talent
development at large.
Another panellist – while ag
that “merely memorising is a disadvantage.”
would be Singapore, whereas for financial
Myanmar employers fac
professionals the greatest markets would be United
Ultimately, though, as the panellist qualified,
graduates that lack critica
Practical experience is very much encouraged.
Kingdom, Australia, Singapore and Vietnam. These
employers have to find the right person for the right
mindsets – added that
are the target areas.
position.
challenge in finding indu
There was consistent agreement across the board
personnel within the coun
that in the Myanmar market, finding quality
burden to the company th
employees and retaining them are the main
High
train employees to a worry
challenges. Working
Hours
9 to 5

Salary

“The good ones get jobs anywhere and move
Easy
everywhere.”
Less
Work Load

Promotion

It was also suggested that accountants must learn
about “the outside world,” the business side of things,

Training does not always pr
the panellist clarified, a
perform to expectation po
lamentably – do not, an
under-performers.
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12. The Evolution Of The Finance
There was, on the whole, agreement from the
panellists with the CGMA framework on core
competencies for finance professionals: core
accounting and finance skills, business acumen,
people skills and leadership skills.
Generally, panellists across the board not only
agreed that the framework was relevant and
insightful, but it was a framework they would share
with their finance team in an effort to ‘educate’ the
team that these are the skills one needs in order to
evolve into a better finance professional.

For some, the weightage
of importance between the
four core competencies
differed according to
industry and work scope.
For some, people and leadership skills were cited to
be as desirable as technical and core accounting
skills, as was business acumen and the desire to know
and learn about other aspects of the business outside
of the finance function.
Finance professionals need to develop some sense of
a service culture, one panellist noted, and develop
influencing skills to get buy-in into policies and
strategies, and deliver ‘customer’ satisfaction, where
in this case, the customers are internal stakeholders,
peers and management.

Professional

Communication skills were also cited. There is a need
for finance professionals to expand their
communication effectiveness outside of their own
finance division sphere of peers and associates.
One panellist added that accountants and finance
professionals need to be able to obtain, process and
integrate information external to the business in
order to help the business thrive in profitable and
cost effective terms.
“Only then will the value of accountants be added
and respected by the management and within the
organisation.”
The overwhelming view was that communication
skills and influencing skills were very much desired
qualities that accounting and finance professionals
need to possess, especially when one considers that
the other members of the organisation can be
considered the ‘customers’ of the finance division.
From the Myanmar perspective, accountants must
evolve from being mere financial gatekeepers.
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CGMA Competency Framework
The CGMA Competency Framework comprises four knowledge areas - Technical Skills, Business Skills, People Skills and
Leadership Skills. These knowledge areas are underpinned by ethics, integrity and professionalism.

CGMA COMPETENCY FRAMEWORK

TECHNICAL
SKILLS

Apply accounting
and finance
skills

In the context
of the business

LEADERSHIP
SKILLS

And lead within
the organisation

To influence
people

BUSINESS
SKILLS

PEOPLE
SKILLS

ETHICS, INTEGRITY AND PROFESSIONALISM

123
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Of Business In Bridging

The Employability Gap

For several panellists, there was a common, repeated
refrain: organisations must change their recruitment
process, policy and approach.
One panellist raised the point about local
organisations and international organisations in
Myanmar; collaboration between these two is
needed, he explained. Local companies may not have
the resources to offer attractive packages unlike the
international companies that feel a greater sense of
urgency in hiring the right candidates and so offer
more competitive packages, especially if they have
the resources to do so.
Collaboration between local and international
organisations in moving forward together for mutual,
sustainable success, as a panellist suggested, is key to
closing the employability gap in Myanmar.

Additionally, in helping to close the employability
gap, employers can go beyond seeing employees as
mere resources and to view them as capital. In short,
look at the issue of human capital and not look at it as
an issue of human resource.
“You can have everything but human capital - then, it
doesn’t work.”
The role of HR becomes more crucial and pointed,
said another panellist, and business heads have to
re-look at employment terms - for example, more
flexibility - as a possible solution to getting the right
human capital for the company.
Further to this, the panellist added, employers may
need to collaborate with educators in order for
educators to understand what kind of human capital
is most needed by employers.
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