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“(The incident) makes the (FATF) more 
demanding. They’re scrutinizing the terrorist 
financing. The bombing implies there was 
some terrorist fi nancing,” he said.  

“But the other side of the story is, the 
bombing was in retaliation for us being 
more strict on terrorist financing. We can 

argue that that shows we’re trying harder, 
but we don’t know how they will see it,” he 
added.  

A deadly blast killed four people during a 
Catholic mass at a gymnasium in the Mind-
anao State University campus in Marawi City 
on Dec. 3. — Keisha B. Ta-asan

This brought the labor force participation 
rate (LFPR) — the share of the Filipino work-
force to the total working age population of 
15 years old and older — to 63.9% in October. 
This was lower than 64.1% in the same month 
last year.

For the January-to- October period, the 
average LFPR stood at 64.6% which is higher 
than the records for the previous years, PSA 
Undersecretary and National Statistician 
Claire Dennis S. Mapa said at a news briefing.

The employment rate climbed to 95.8% in 
October, which the PSA said was the highest 
rate since April 2005 and the same rate in 
November 2022. This meant 47.8 million Fili-
pinos aged 15 and older had jobs, higher than 
47.06 million in October 2022.

On average, an employed Filipino worked 
41.2 hours a week in October, higher than the 
40.2 hours logged in the same month in 2022. 

Antonio A. Ligon, a business and law pro-
fessor at De La Salle University in Manila, 
said the jobless rate dropped in October 
amid higher demand for workers from labor-
intensive industries and the government’s 
infrastructure projects.

“There is high demand for skilled and 
construction workers nowadays,” he said via 
Facebook Messenger. 

Sonny A. Africa, executive director of 
think tank Ibon Foundation, said the un-
employment figures may be underestimated 
since only those actively seeking employ-
ment in the past six months and ready to 
immediately take up work are considered 
part of the labor force.

“Over the last year-and-a-half from March 
2022 to October 2023, the labor force stayed 
stagnant at a little less than 50 million despite 
the working age population growing by 1.8 
million or a 2.3% increase to 78 million. This 
is likely from so many jobless being dropped 
from the labor force and no longer counted as 
unemployed by official statistics,” he said in a 
Facebook Messenger chat.

PSA data showed the number of Filipinos 
classified as “not in the labor force” increased 
to 28.1 million in October, higher than 27.6 
million in the same month a year ago.

“Job creation is weak. Moreover, jobs 
available are evidently of poor quality. One 
indicator of this is that poverty is increasing. 
Another indicator is the irregularity of work 
as shown by extreme volatility in net employ-
ment creation on a month-to-month basis,” 
Mr. Africa said.

PSA data showed the services sector em-
ployed 47.8 million, accounting for 60.1% of 
the total. Agriculture and industry sectors 
made up 22.2% and 17.8% of employed per-
sons, respectively. 

Year on year, employment rose signifi-
cantly in accommodation and food service 
activities (up by 291,000), administrative and 
support (up by 224,000), and transportation 
and storage (up by 149,000). 

However, employment declined in whole-
sale and retail trade and repair of motor ve-
hicles and motorcycles (down by 193,000), 
mining and quarrying (down by 75,000), and 
manufacturing (down by 73,000).

PSA data showed agriculture and forestry 
industry saw a 1.09 million increase in em-
ployment at the start of the fourth quarter in 
October from the start of the third quarter in 
July. 

PSA’s Mr. Mapa said the agricultural sector 
helped boost employment in the Davao Re-
gion which holds the highest regional employ-
ment rate of 97.1%, and in Bangsamoro Region 
which holds the highest regional LFPR of 74%.

However, Roehlano M. Briones, a senior 
research fellow at the Philippine Institute for 
Development Studies, said agricultural jobs 
typically increase in October as harvest season 
begins in some regions. 

“October marks the start of the harvest 
season for key crops such as rice, the planting 
season for maize, and rice in some areas,” he 
said in a Viber message.

I have a long-time worker who 
is notorious for filing for sick 
leave on Fridays, Mondays, and 

the day before or after holidays. I 
consulted our human resources (HR) 
manager who advised me to ignore 
such minor issues. But we have im-
portant work to do and can’t a� ord 
emergency absences in our under-
staffed department. What can we do? 
— Blue Mountain.

I have encountered two 
such problem employees 
in  companies I worked 
for, except that they were 
motivated for the wrong 
reasons. I suspect they 
were also trying to test my 
patience. In Company A, 
we were in charge of pub-
lishing a two-page weekly 
newsletter which needed 
to come out early Monday. The mandate 
was clear. 

The newsletter had to be put togeth-
er no matter what, even to the extent 
of working weekends. No ifs, no buts. 
When I moved to Company B, I was 
assigned a much more difficult task — to 

publish a biweekly eight-page newslet-
ter that must also come out Mondays.

This task came on top of everything 
else that was assigned to me. I handled 
labor relations, managed employee dis-
cipline, did public relations work, coor-
dinated with the labor union, organized 
sports and socials, handled corporate 
social responsibility, managed employ-
ee benefits, and many others.

In publishing the newsletters, we 
did research, conducted 
interviews, took photo-
graphs, wrote and edited 
the content, laid out the 
articles, and coordinated 
with the printer. Unfor-
tunately, the burden was 
not shared by my two 
publication assistants in 
companies A and B. 

Or at least, that’s how 
I felt at the time. They 

resorted to emergency leaves and sick 
leaves for dubious reasons, most of the 
time without informing me directly and 
instead relaying the message through 
our department secretaries. 

This was when mobile phones were 
not yet in wide use. When deadlines 

approached, my work schedule was 
thrown into disarray. I also had to work 
during weekends without extra pay be-
cause I was  salaried.

FIVE OPTIONS
I communicated this problem to my 
bosses, whose advice was  similar to the 
position taken by your HR manager: grin 
and bear it. Somehow, I managed the sit-
uation by spending long hours at work, 
in the process proving that I could do it 
without their assistance. I turned the 
tables by outsourcing the task to on-call 
writers, cartoonists and layout artists, 
even spending my own money to do so.

It was all worth it. My assistants 
started to feel insecure about their jobs. 

I’m not sure if such a solution works 
for you. Our situations may vary and 
require different approaches. If that’s 
the case, let me share with you the fol-
lowing options:

One, establish a pattern of emer-
gency leaves.  “Emergency leaves” 
mean any absence from work without 
prior management approval. This in-
cludes any situation like a broken-down 
vehicle of an employee, fire in the neigh-
borhood, assisting a family member who 

is hospitalized — in other words, events 
that are difficult to predict, including 
illnesses that require sick leave. 

The challenge is to determine the 
reasonableness of these leaves  in a 
given year.

Two, calculate the damage or 
losses. This includes the amount of 
overtime pay for other employees who 
are required to pitch in, professional 
fees of subcontractors and other re-
lated expenses, like the use of utilities 
(electricity, etc.) in the office. That’s not 
all. You may have to include other non-
quantifiable expenses or any amount 
that you are forced to absorb. 

Three, engage a physician to do 
house calls. The doctor may be assigned 
by a Health Maintenance Organization 
(HMO). This face-to-face visit could pose 
additional  cost for the organization and 
can only be used sparingly depending on 
the situation or the employee’s notoriety. 
If medically feasible, “arrange” with the 
HMO to bring a sick worker to a hospital 
to deliver a message. 

Four, connect habitual sick  leaves 
with the medical exam. Include a 
provision in the HMO contract giving 
the latter the right to conduct physical 

check-ups on those accumulating exces-
sive sick leaves. This may discourage 
people from calling in sick if they know 
that the HMO will conduct a mandatory 
check-up and withhold medical benefits 
to those who refuse.  

Last, conduct regular engagement 
dialogues. Maintaining open commu-
nication is very important. However, 
you must  come prepared with data on 
the frequency of the worker’s emer-
gency leaves and how they are adversely 
a� ecting company operations. Explain 
the issue and secure a commitment 
from the  concerned employee. 

If the problem persists, disallow the 
“emergency” or “sick” leave as a last re-
sort. If you’ve reached this stage, moni-
tor the employee’s reaction and prepare 
for a more difficult situation. When you 
do this, be honest with yourself. Who 
knows? You might be part of the problem.
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Dealing with Monday and Friday sick leaves

IN THE 
WORKPLACE
REY ELBO

ELBONOMICS: 
Employee care should 
not start when they’re 
on sick leave.

Bring REY ELBO’s leadership 
program called Superior Subordinate 
Supervision to your management 
team. Chat with him on Facebook, 
LinkedIn, X (Twitter) or e-mail 
elbonomics@gmail.com or
via https://reyelbo.com

TAIPEI — Artificial intelligence 
(AI) could help hospitals man-
age the shortage of nurses in the 
Philippines, a hospital industry 
executive said. 

“Temporarily, that may be one 
of the solutions for the lack of 
nurses. (If ) you don’t have night 
staff to provide information, for 
instance, you can use AI,” Jose 
Rene D. de Grano, president of 
the Private Hospitals Association 
of the Philippines, Inc., told Busi-
nessWorld on the sidelines of the 
Healthcare+ Expo in Taipei.

Mr. De Grano said he toured a 
hospital in Taiwan with one nurse 

attending to up to 20 patients, 
who usually require nurse sta� -
ing of three to five, with the help 
of AI. 

Possible AI applications in-
clude answering inquiries and 
dispensing medication, he said. 
The real-time monitoring of 
multiple patients can also be 
performed with the aid of Ra-
dio Frequency Identification 
systems.

At the Expo, ASUSTek Com-
puter, Inc. (ASUSTek) demon-
strated its health tracker watch, 
known as VivoWatch, which it 
plans to distribute more exten-
sively across global markets next 
year as a tool to help healthcare 
professionals track patient activ-
ity and make diagnoses, accord-
ing to ASUSTek Associate Vice-

President for Product Marketing 
Pei-Wen Hsu.

“Before, when you go to the 
doctors,  doctors always ask 
you, oh, do you sleep well?  Did 
you take medicine?  But if you 
have this data that can connect 
through the cloud, the doc-
tor can check the data and  to 
compare it to the chart at the 
hospital,” Ms. Hsu told  Busi-
nessWorld, also on the sidelines 
of the expo.

T h e  n e w  V i v o Wa t c h  i n -
t e g r a t e s  e l e c t r o c a r d i o g r a m 
(ECG) sensors to help diagnose 
certain heart conditions, as 
well as Photoplethysmography 
(PPG), which detects blood vol-
ume changes.

ASUSTek is also promoting 
its speech recognition transcrip-

tion application, Agility, to help 
healthcare professionals record 
checkups with patients faster.

“For example, I’m the patient 
and the doctor  has a question for 
me. The speech recognition func-
tion can record what I’m saying,” 
Ms. Hsu said.

Citing the Taiwan govern-
ment’s New Southbound Policy, 
ASUSTek is considering future 
market expansion in the Philip-
pines, according to Ms. Hsu.

NURSE MIGRATION
Philippine hospitals have now 
fully accepted the inevitability of 
nurse migration, Mr. De Grano 
said. 

“That is the thinking of the 
new generation of nurses… they 
still want to go out,” he said in 

Filipino. “We’re not against that 
because it will improve our econ-
omy… and the quality of life of our 
nurses.”

Jose P. Santiago, Jr., incoming 
president of the Philippine Hos-
pital Association, said nurses are 
also attracted to countries with 
strong education systems for the 
sake of their children. 

“I have interviewed  several 
nurses, mostly single mothers… 
they want to leave because they 
want to provide a  better educa-
tion to their  kids. They also con-
sider their families when they 
migrate,” he told BusinessWorld 
separately. 

Mr. Santiago said that a healthy 
working environment, subsidized 
post-graduate schooling, com-
petitive salary, incentives, and 

training could help nurses stay in 
the Philippines. 

Mr. De Grano noted that 
Cambridge-based Occupational 
English Test is set to conduct free 
English proficiency training in 
hospitals and medical schools 
especially for nurses who want to 
work in the United Kingdom. 

“We agreed… we’ll (pursue 
such arrangements) in order to 
persuade our nurses to stay a 
while before they leave the coun-
try,” he said.

 The Commission on Higher 
Education  last year lifted the 
moratorium on universities and 
colleges seeking to open new 
nursing programs.

“We’re now really looking for-
ward  for better supply of nurses,” 
Mr. Santiago said. 

Hospitals may harness AI to deal with nurse shortage
By Beatriz Marie D. Cruz
Reporter


