
Horizon
Scanner

Asia Pacific: Australia, China, Hong Kong, India, Indonesia, Japan, Malaysia, 
New Zealand, Philippines, Singapore, South Korea, Thailand, Vietnam

Navigating major legislative developments and emerging trends in 
employment, workplace data privacy, AI, immigration, and global 
mobility in 2026 and beyond



We’re pleased to share our 2026 APAC Horizon Scanner with you.

The scanner highlights the major legislative developments and key trends we expect to shape 
the employment landscape in 2026 and beyond, including:

 Employment law and workforce regulation

 Artificial intelligence

 Workplace data privacy

 Immigration and global mobility

It covers Australia, China, Hong Kong, India, Indonesia, Japan, Malaysia, New Zealand, 
Philippines, Singapore, South Korea, Thailand and Vietnam.

If you are responsible for, or involved in, strategic workforce planning, we hope you will find it 
a useful and practical reference tool. 

Alongside the major employment law developments included in the scanner, you can access 
further employment updates, as well as details on existing legislation, through Delphius our new 
AI-powered guide to global employment law for in-house legal and HR teams. 

Updated regularly by experts from more than 50 jurisdictions, Delphius is designed to help you 
quickly find answers to your international employment law questions. You can ask follow-up 
questions to explore issues in more depth, and – when you need additional support –
seamlessly connect with an expert lawyer in the relevant jurisdiction.

What’s inside:

 Our forward-looking board-level regional overview of the key trends and legislative 
developments expected to shape strategic workforce decision-making over the next 12-24 
months, helping organisations to anticipate change and turn disruption into opportunity.

 Our main ‘scanner’ visual, showing high-impact legal developments, together with their 
confirmed or anticipated effective dates, or the dates on which related obligations apply, and 
key trends.

 Detailed slides expanding on the items shown in the main scanner visual.

 Contact details for our team.

How to use the Horizon Scanner:

The scanner is interactive. Click on any bubble or link within the horizon scanner to see more 
detail and select the semi-circle icon in the top-right corner of each page to return to the main 
scanner visual.

We hope you find the scanner helpful and would welcome any feedback.

If you would like to discuss any of the developments in the scanner, please do get in touch.

Sam Everatt

Executive Director

Ius Laboris

Introduction

2026 APAC Horizon Scanner

https://delphius.iuslaboris.com/home


Geopolitical volatility, regulatory flux, economic strain and rapid technological 
shifts, particularly in AI, are redefining the baseline for organisational strategy. 
Stability has given way to structural complexity, and change is now faster, less 
predictable and harder to manage. Across regions, organisations face growing 
pressures that are stretching leadership, exposing legal and compliance risks, 
and making it harder to align short-term responses with long-term workforce and 
capability needs. 

Our horizon scanning, reinforced by insights from our UK law firm’s Future @ 
Work 2026 research, shows that long-term resilience increasingly depends on 
strengthening workforce adaptability through skills investment, leadership 
development and cultural cohesion, while anticipating regulatory, technological 
and socio-economic shifts.

Strategic foresight: critical risks and strategic recommendations

Global context

Systemic uncertainty and strategic short-termism

• Uncertainty is the defining feature of the business landscape

• The combined impact of global forces is driving the speed and complexity of change

• Over half of organisations are being pushed to prioritise short-term responsiveness at the 

expense of long-term capability

Workforce capability gaps and cultural friction

• Weakening leadership pipelines and limited change capacity, compounded by workplace cultural 

resistance, are constraining transformation

• Widening skills gaps - particularly in digital, green and human-centred areas – are undermining 

future readiness

• Workforce adaptability is hindered by participation barriers such as wellbeing pressures, care 

responsibilities, ageing demographics, and restricted mobility

AI transformation and regulatory disruption

• AI adoption is accelerating, but remains uneven, reactive and poorly supported by governance 

and workforce investment - prioritised by only a small minority of organisations

• For the majority of organisations, regulatory frameworks – covering AI governance, data, platform 

work and ESG - are evolving faster than they can keep pace with

• Compliance and workforce strategy are converging, requiring integrated, cross-functional 

approaches

Key observations and insights
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APAC Regional Dynamics

Structural and economic constraints

• Across all regions, APAC displays the weakest perceived readiness, especially in relation to AI 

transformation, regulatory uncertainty and demographic pressures

• Lower confidence extends to the pace of disruption, with concerns about keeping up as well as 

keeping compliant

• Economic uncertainty, rising operational costs, and geopolitical and policy volatility are shaping 

organisational decision-making across key markets

• Labour shortages remain acute in several economies, while cross-border work and migration 

policy create additional complexity

Workforce dynamics and capability gaps

• Labour shortages and retention pressures are widespread, compounded by skills 

mismatches, particularly in digital, AI and leadership capability

• Human-centred skills expectations are rising sharply, but investment remains 

skewed toward technology over people development

• Organisational fragmentation, including siloed HR, weak change management, 

inconsistent workforce planning, continues to slow transformation and reduce 

resilience

• Workforce expansion is less likely than in other regions. Many organisations expect 

static headcount amid capability shortages

Regulatory and political pressures

• AI monitoring and workplace tech, data privacy governance, platform/gig worker 

regulation, and migration stand out as high-impact compliance areas

• Anticipated regulatory tightening, especially around worker protection and minimum wage 

increases, is raising cost pressures and compliance burdens

• Cross-border working remains difficult due to inconsistent rules, immigration constraints 

and taxation complexity

• The region faces heightened difficulty absorbing regulatory change, amplified by 

fragmented markets and divergent national frameworks

Workplace disputes and HR advisory hotspots

• Increasing activity around restructuring and redundancy, alongside return-to-office and 

flexible-working disputes

• Growing employee expectations around purpose, wellbeing and culture, adding pressure 

to HR and legal functions

• Leadership capability and change readiness are emerging as central themes across 

advisory and dispute contexts



Risks and recommendations

Build foundational capability for workforce and technology transformation

• Strengthen data infrastructure and integrated governance across HR, Legal 

and Tech to support insight-led decision-making and compliant transformation

Invest in capability uplift and leadership development

• Prioritise human-centred skills, change capability and mid-career reskilling to 

address low preparedness, skills mismatches and rising leadership demands

Balance technology and people investment

• Move from tech-heavy spending to blended people-tech strategies, pairing AI 

and digital adoption with workforce capability, redesign and change 

enablement

Redesign work for productivity, mobility and resilience

• Create adaptive role structures, internal mobility pathways and flexible work 

models to offset static headcount expectations and labour-market constraints

Prepare early for regulatory and cross-border complexity

• Anticipate AI monitoring, data governance, gig-economy and worker-

protection reforms, and build region-wide frameworks that accommodate 

APAC’s diverse regulatory landscapes

Immediate risks

• Low confidence in managing AI, regulatory shifts and demographic pressures

• Acute labour shortages and rising operational costs increasing organisational strain

• Regulatory tightening and compliance burdens around AI monitoring, data privacy, gig 
work and worker protection

• Rising disputes linked to restructuring, redundancy and return-to-office expectations, 
alongside rising employee demands on wellbeing and culture

Emerging risks

• Economic volatility and rising costs limiting organisations’ ability to invest in people

• Migration and cross-border work constraints reducing people mobility and increasing 
complexity

• Organisational fragmentation, including siloed HR, weak change management and 
workforce planning undermining resilience

• Static headcount expectations, meaning productivity gains must come from redesign, 
capability uplift and better workforce utilisation

Opportunities

• Growing demand for human-centred skills and leadership capability, offering a clear 
differentiation path for organisations that invest early

• Balanced tech–people investment models provide a blueprint for sustainable 
transformation

• Strengthening cultural, wellbeing and purpose-led strategies can help offset retention 
pressures and support employee expectations

• Early development of AI governance and data maturity can create competitive 
advantage and reduce regulatory exposure

This traffic-light analysis distils the most immediate and emerging risks identified across the region, alongside the strategic opportunities they create. It also outlines the key levers organisations can use to 

respond, adapt, and build long-term preparedness.

To explore these insights and their strategic 

implications in depth, register your interest in 

the upcoming Lewis Silkin Future @ Work 

2026 Report, launching in February 2026, 

here.

https://sites-lewissilkin.vuturevx.com/90/3072/landing-pages/rsvp-blank.asp
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What is it? So what?

Key dates & actions Find out more

 21 November 2025 – date of announcement.

 Full implementation is expected in early 2026. 
During this transition, existing labour laws and 
rules will continue to remain in force.

Recommended action: 

 This transformative reform requires immediate 
and comprehensive action from all employers. 
Organisations must undertake complete 
restructuring of their fixed term employment 
policies, contract labour arrangements and 
compliance frameworks; initiate legal audits, 

carry out a wage structure review (basic pay 
must now constitute at least 50% of total 
remuneration), review contingent workforce 
arrangements, update employment 
documentation including mandatory 
appointment letters, and conduct training 
programs for HR teams and management.

 

 Ministry of Labour and Employment press 
release on simplified and streamlined labour 
laws

 Historic law reform set to take effect in India

 

 This overhaul marks the most significant 
transformation in Indian labour law, setting the 
stage for a future-ready, resilient workforce and 
a competitive economy.

 Implementation of the Four Labour Codes will 
in essence simplify the regulatory landscape, 
formalise and protect diverse forms of 
employment, boost workplace safety and social 
security, encourage employment growth and 
balance worker rights with business flexibility.  

 The simplification and streamlining of 29 
existing labour laws.

 On 21 November 2025, the Government 
announced the implementation of four Labour 
Codes, namely the Code on Wages, 2019, the 
Industrial Relations Code, 2020, the Code on 
Social Security, 2020 and the Occupational 
Safety, Health and Working Conditions Code, 
2020. 

 These Codes will consolidate and replace 29 
existing labour laws, introducing unified 
definitions, streamlined compliance processes, 
and enhanced penalties for violations. 

 The Central Rules required to fully 
operationalise major provisions in the Codes are 
still being finalised. The Government has 
indicated that draft rules will be published for 
stakeholder consultation, with final notification 
expected in early 2026. 

Labour law reform (India)

https://www.pib.gov.in/PressReleasePage.aspx?PRID=2192463&reg=3&lang=2
https://www.pib.gov.in/PressReleasePage.aspx?PRID=2192463&reg=3&lang=2
https://www.pib.gov.in/PressReleasePage.aspx?PRID=2192463&reg=3&lang=2
https://www.pib.gov.in/PressReleasePage.aspx?PRID=2192463&reg=3&lang=2
https://iuslaboris.com/insights/historic-labour-law-reform-set-to-take-effect-in-india/?utm_source=Ius+Laboris&utm_campaign=b469a4a3f7-EMAIL_CAMPAIGN_WEEKLY_28_NOV_2025_COPY_01&utm_medium=email&utm_term=0_-2f3d65945b-477349749&ct=t(EMAIL_CAMPAIGN_WEEKLY_28_NOV_2025_COPY_01)
https://iuslaboris.com/insights/historic-labour-law-reform-set-to-take-effect-in-india/?utm_source=Ius+Laboris&utm_campaign=b469a4a3f7-EMAIL_CAMPAIGN_WEEKLY_28_NOV_2025_COPY_01&utm_medium=email&utm_term=0_-2f3d65945b-477349749&ct=t(EMAIL_CAMPAIGN_WEEKLY_28_NOV_2025_COPY_01)


What is it? So what?

Key dates & actions Find out more

 23 September 2025 – Senate Bill No. 1401 
introduced by Senator Camille A. Villar.

 25 September 2025 – first reading of proposed 
Bill at First Regular Session, 20th Congress, now 
pending in the Committee.

 Early 2026 – when the amendments are 
expected to become effective.

 

Recommended action:

 If within the scope of the proposed bill, monitor 
progression of the bill and consider whether any 
adjustments need to be made to current 
employment policies. 

 Senate of the Philippines 20th Congress

 If enacted, BPO companies must review 
employment policies to ensure compliance with 
new standards, allocate resources for health 
and wellness programs, and strengthen 
internal grievance procedures to avoid 
penalties and reputational risks.

 A proposed bill which seeks to establish the 
Business Processing Outsourcing Workers 
Welfare and Protection Act, mandating fair 
labour practices, health and safety standards, 
and mental health support for employees in the 
business process outsourcing sector. 

 It also seeks to introduce grievance 
mechanisms and safeguards against unjust 
termination. 

PHILIPPINES

Outsourced workers protection (Philippines)

https://legacy.senate.gov.ph/lisdata/4811944152!.pdf
https://legacy.senate.gov.ph/lisdata/4811944152!.pdf
https://legacy.senate.gov.ph/lisdata/4811944152!.pdf
https://legacy.senate.gov.ph/lisdata/4811944152!.pdf


What is it? So what?

Key dates & actions Find out more

 1947 – when the Labour Standards Act was 
enacted. 

 October 2025 – a government research panel 
published its report on proposed amendments to 
the Labour Standards Act. 

 Late 2025 – reforms and recommendations 
were finalised. 

 From 2026 onward – legislative submission 
and phased implementation is expected from 
2026, but timing remains uncertain.

Recommended actions: 

 Employers should monitor developments 
closely, conduct a gap analysis, and prepare for 
potential policy and contractual changes. 

 More on this from the Ministry of Health, 
Labour and Welfare (In Japanese)

 The Labour Standards Act is a cornerstone of 
Japan’s labour framework. If amendments are 
enacted, they will have significant implications 
for employment management, ultimately 
increasing upfront costs for employers. 

 Employers will need to budget for compliance 
and consider phased implementation plans. 

 Amendments to the Labour Standards Act.

 Japan is preparing for the most significant 
overhaul of its Labour Standards Act in over 40 
years. A recent report by the Ministry of Health, 
Labour and Welfare outlines key structural 
areas for change aimed at modernising 
employment laws.

 Recommendations have been made in relation 
to worker representation, working time systems 
(including flexitime), and holidays such as 
consecutive days off.  

Labour Standards amendments (Japan)

https://www.mhlw.go.jp/stf/newpage_48220.html
https://www.mhlw.go.jp/stf/newpage_48220.html
https://www.mhlw.go.jp/stf/newpage_48220.html


What is it? So what?

Key dates & actions Find out more

 The new labour law is expected to be enacted 
during 2026, but timing remains uncertain.

Recommended actions: 

 Employers should conduct high-level reviews of 
current employment terms and await further 
legislative progress before implementing any 
adjustments. 

 

 Indonesian Court orders changes to some 
labour rules

 The new law aims to enhance clarity and 
reinforce legal certainty within Indonesia’s 
labour framework. 

 The DPR RI (House of Representatives) has 
signalled plans to enact a standalone Labour 
Law in 2026. 

 Although the legislative timeline remains 
uncertain, this announcement indicates that the 
path toward a new labour law is becoming more 
structured and moving in a clearer direction.

 The Constitutional Court has ruled that labour 
provisions cannot be consolidated under the 
Omnibus Law, confirming the new law will be 
separate legislation. 

INDONESIA

New labour law (Indonesia)

https://www.reuters.com/world/asia-pacific/indonesian-court-orders-changes-some-labour-rules-sought-by-unions-2024-10-31/
https://www.reuters.com/world/asia-pacific/indonesian-court-orders-changes-some-labour-rules-sought-by-unions-2024-10-31/
https://www.reuters.com/world/asia-pacific/indonesian-court-orders-changes-some-labour-rules-sought-by-unions-2024-10-31/


What is it? So what?

Key dates & actions Find out more

 The drafts have been reviewed by the Ad-Hoc 
Committee of the House of Representatives and 
will move to the House, after which they would 
proceed to the Senate if approved. Timing for 
approval from the House and the Senate 
remains uncertain. 

Recommended actions:

 In anticipation, employers should map current 
practices against the proposals; update work 
rules, employee handbooks and HR policies; 
reconfigure working hour structures and rosters; 

 Update HR systems/payroll for new leave 
categories and entitlements; assess and design 
breastfeeding facilities and procedures and 
refresh non-discrimination policies, implement 
training and grievance mechanisms to ensure 
readiness upon enactment.

 New Maternity and Family-Related Leave 
Benefits Coming into Force in Early December 
2025

 If enacted, employers will need to recalibrate 
workforce planning and leave management to 
accommodate shorter maximum working 
weeks and increased time off, update work 
rules and handbooks to reflect new 
entitlements and plan for compliant 
breastfeeding rooms and equipment. 

 Non-discrimination practices should be 
refreshed and non-compliance risks will 
increase as labour standards align with more 
progressive regional norms.

 Two draft amendments to the Labour Protection 
Act that would materially strengthen employee 
rights and expand employer obligations.

 The proposals cover equal treatment and non-
discrimination; reduced weekly working hour 
caps (40 hours generally; 35 hours for 
hazardous work); increased weekly and annual 
holidays; new and expanded leave categories 
(including menstrual, maternity and family care 
leave) and clarification that certain leaves are 
not deducted from sick leave.

 The proposals also prescribe operational 
standards, including the separation of 
menstrual, maternity and work-injury leave from 
sick leave quotas; the provision of breastfeeding 
facilities with defined minimums (at least two 
30-minute sessions per 8-hour day for at least 
one year postpartum); and tighter 
non-discrimination requirements that will 
necessitate updated policies, training and 
complaint-handling frameworks. 

 In practice, the regime is designed to reshape 
working time models and require HR systems to 
track new leave types, thresholds and 
entitlements.

THAILAND

Labour Protection amendments (Thailand)

https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/
https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/
https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/
https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/
https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/
https://www.rajahtannasia.com/viewpoints/thailand-labour-law-update-new-maternity-and-family-related-leave-benefits-coming-into-force-in-early-december-2025/


Labour law reform

Across APAC, a convergence of economic, social, technological, and political pressures is 
driving significant labour law reform. Governments are modernising legal frameworks to 
balance employer flexibility with stronger worker protections. Key drivers for this wave of 
change include:

 economic uncertainty and global competition;

 evolving societal priorities, including gender equity, mental health, and support for ageing 
populations;

 the rise of the gig economy and other non-traditional work models;

 technological disruption from automation and AI; and

 political shifts and increasing litigation risk, prompting reforms on fair dismissal, workplace 
safety, and inclusion.

Together, these factors are pushing governments to align labour laws with evolving workforce 
expectations and global standards. Businesses need to build up capabilities to navigate rapid 
regulatory change and manage emerging exposure to risk.

Labour codes and consolidation

Several jurisdictions are moving from policy debate to enactment. India is consolidating 29 
labour laws into four Labour Codes, with final notification expected in early 2026. Indonesia is 
preparing a new standalone Labour Law, with enactment signalled for 2026. Japan is 
considering a major overhaul of its Labor Standards Act, but legislative submission timing 
remains uncertain, and any implementation is expected from 2026 onward. 

Family Leave and Work-Life Balance

South Korea has made amendments to its related legislation, while Thailand is amending the 
Labour Protection Act to expand family-related leave. Japan is also widening parental and 
related protections alongside broader anti-harassment reforms. These reforms align with global 
trends promoting greater work-life balance and gender equality in caregiving responsibilities. 
Employers should prepare for policy and payroll adjustments to reflect increased entitlements 
and any paid components, as part of a wider regional push linking inclusion to safe, sustainable 
workplaces. 

Overall, employers should anticipate higher compliance baselines, more formalised grievance 
channels, and expanded protections, especially for non-standard workers. 

The direction of travel is towards greater codification, consolidation and transparency, with 
phased implementation through 2026–2027 and increasing enforcement risk thereafter. 
Employers with strong internal governance and adaptive workforce cultures will be best placed 
to minimise exposure to disputes and workforce friction. 

Current trends

Employment regulation
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What is it? So what?

Key dates & actions Find out more

 The Restricting Non-Disclosure Agreements 
(Sexual Harassment at Work) Bill 2025 received 
Royal Assent on 2 December 2025 and will 
commence by proclamation no later than 1 
November 2026.

Recommended action:

 Employers should review NDA templates to 
remove restricted terms (noting that the Bill 
covers harassment connected to Victoria). 

 Restricting Non-disclosure Agreements 
(Sexual Harassment at Work) Bill 2025

 The reform tackles power imbalances and 
prevents harassment from being concealed. It 
marks a major shift in how employers handle 
complaints and settlements: NDAs can no 
longer silence victims long-term, and 
confidentiality clauses restricting disclosures 
will be unenforceable.

 Other states may follow Victoria’s lead, so 
employers should proactively assess NDA 
practices.

 The restriction on the use of NDAs in sexual 
harassment cases (Victorian Government only).

 Complainants will be able to terminate NDAs 
after one year with seven days’ notice without 
affecting settlements or compensation. 

 The Bill sets out the following pre-conditions: 
NDAs must be requested by the complainant, 
free from employer pressure and at the 
complainant’s ‘express wish and preference’, and 
supported by an information statement, a 
waivable 21-day review period, and a signed 
acknowledgment that the required conditions are 
met. 

 Non-disclosure clauses in employment contracts 
suppressing harassment disclosures will be 
unenforceable. 

 The Bill preserves out-of-court settlements, 
permits disclosures to specified professionals 
and authorities, and limits NDAs with 
respondents that impede investigations or 
disclosure to prospective employers. 

Restricting NDAs in harassment (Victoria)

https://www.parliament.vic.gov.au/4abfc0/globalassets/sections-shared/about/publications/research-papers/2025_6_restricting-non-disclosure-agreements-bill-2025_rn.pdf
https://www.parliament.vic.gov.au/4abfc0/globalassets/sections-shared/about/publications/research-papers/2025_6_restricting-non-disclosure-agreements-bill-2025_rn.pdf
https://www.parliament.vic.gov.au/4abfc0/globalassets/sections-shared/about/publications/research-papers/2025_6_restricting-non-disclosure-agreements-bill-2025_rn.pdf
https://www.parliament.vic.gov.au/4abfc0/globalassets/sections-shared/about/publications/research-papers/2025_6_restricting-non-disclosure-agreements-bill-2025_rn.pdf
https://www.parliament.vic.gov.au/4abfc0/globalassets/sections-shared/about/publications/research-papers/2025_6_restricting-non-disclosure-agreements-bill-2025_rn.pdf


What is it? So what?

Key dates & actions Find out more

 Legislative amendments are expected to come 
into effect progressively throughout 2026, with 
certain provisions scheduled to commence in 
April 2027. 

Recommended action:

 Regardless of the amendments, employers 
should proactively review internal policies, 
provide training, and establish clear reporting 
mechanisms to address harassment and 
prepare for new obligations under the Women’s 
Participation Act. Taking early steps will help 
ensure compliance and foster a safer, more 
inclusive workplace.

 More on this from the Ministry of Health, 
Labour and Welfare (In Japanese)

 These changes reflect growing concern over 
customer harassment and inappropriate 
conduct during recruitment, which have 
become significant social issues in Japan. 
Companies may face legal and reputational 
risks if they fail to act.

 Amendments to harassment prevention and 
women’s advancement laws.

 The Comprehensive Promotion of Labour 
Policies Act, the Equal Employment Opportunity 
Act, and the Act on the Promotion of Women’s 
Participation and Advancement have been 
amended to strengthen protections against 
harassment and promote gender equality. 

 Employers are now required to implement 
measures to prevent harassment by customers 
and sexual harassment of job applicants, 
including job-hunting students, and to advance 

women’s participation in the workplace through 
initiatives such as workforce data disclosure and 
action plans. 

JAPAN

Harassment and equality amendments (Japan)

https://www.mhlw.go.jp/stf/seisakunitsuite/bunya/koyou_roudou/koyoukintou/zaitaku/index_00003.html
https://www.mhlw.go.jp/stf/seisakunitsuite/bunya/koyou_roudou/koyoukintou/zaitaku/index_00003.html
https://www.mhlw.go.jp/stf/seisakunitsuite/bunya/koyou_roudou/koyoukintou/zaitaku/index_00003.html


What is it? So what?

Key dates & actions Find out more

 8 January 2025 – a first Bill covering the scope 
of protections against discrimination and 
employers’ obligations passed in Parliament.

 4 November 2025 – Workplace Fairness 
(Dispute Resolution) Bill passed in Parliament.

 Late 2027 – WFA targeted to take effect. 

Recommended action: 

 Ahead of the WFA's implementation in late 
2027, employers must establish internal 
grievance handling processes. They should also 
understand the new formal dispute resolution 
framework, which involves mandatory mediation 
before a claim can be adjudicated by the 
Employment Claims Tribunal (ECT) or High 
Court. 

 Link to the law

 Ministry of Manpower press release on WFA

 Piecing Together the Workplace Fairness Act: 
Passing of Dispute Resolution Bill to Establish 
Process for Workplace Fairness Disputes

 Singapore’s Workplace Fairness Act: A Guide 
to the new Dispute Resolution Bill

 This landmark legislation codifies anti-
discrimination obligations into law and creates 
a statutory tort of discrimination, allowing 
workplace discrimination claims at all stages of 
employment. 

 The Employment Claims Tribunal’s jurisdiction 
for such claims will increase to SGD 250,000, 
so employers should seek early legal advice 
when disputes arise.

 Singapore's first unified law addressing 
workplace discrimination.

 The Workplace Fairness (Dispute Resolution) 
Bill, which, along with the previously passed 
Workplace Fairness Bill, will form the Workplace 
Fairness Act (WFA). 

 Targeted to take effect in late 2027, the WFA 
will be Singapore's first unified law addressing 
workplace discrimination and will apply to 
employers with 25 or more employees 
accounting for around 75% of all employers. 

 The WFA establishes a new dispute resolution 
process for discrimination claims, which 
requires mandatory mediation before a claim 
can be adjudicated by the Employment Claims 
Tribunal or the High Court. The framework 
includes safeguards to deter frivolous claims, 
such as the ability to strike out claims and award 
costs against claimants.

SINGAPORE

Workplace Fairness Law (Singapore)

https://sso.agc.gov.sg/Act/WFA2025/Uncommenced/20250304073414?DocDate=20250213
https://sso.agc.gov.sg/Act/WFA2025/Uncommenced/20250304073414?DocDate=20250213
https://www.mom.gov.sg/newsroom/press-releases/2025/workplace-fairness--dispute-resolution----bill-press-release
https://www.mom.gov.sg/newsroom/press-releases/2025/workplace-fairness--dispute-resolution----bill-press-release
https://sso.agc.gov.sg/Bills-Supp/17-2025/Published/20251014?DocDate=20251014
https://sso.agc.gov.sg/Bills-Supp/17-2025/Published/20251014?DocDate=20251014
https://sso.agc.gov.sg/Bills-Supp/17-2025/Published/20251014?DocDate=20251014
https://sso.agc.gov.sg/Bills-Supp/17-2025/Published/20251014?DocDate=20251014
https://iuslaboris.com/insights/singapores-workplace-fairness-act-a-guide-to-the-new-dispute-resolution-bill/
https://iuslaboris.com/insights/singapores-workplace-fairness-act-a-guide-to-the-new-dispute-resolution-bill/
https://iuslaboris.com/insights/singapores-workplace-fairness-act-a-guide-to-the-new-dispute-resolution-bill/


Anti-discrimination, harassment and fairness

The regulatory landscape in APAC continues to tighten around anti-discrimination, harassment 
prevention, and transparency.

Singapore’s Workplace Fairness Act is expected to take effect in late 2027. It will codify anti-
discrimination laws and require compulsory mediation for disputes before they can be brought 
to the Employment Claims Tribunal or High Court. The law will apply to employers with 25 or 
more employees.

In Australia, Victoria's Restricting Non-Disclosure Agreements (Sexual Harassment at Work) 
Act 2025 will come into force by 1 November 2026 at the latest. It will limit the use of non-
disclosure agreements (NDAs) in workplace sexual harassment cases and allow complainants 
to void NDAs after a year.

Japan has amended several laws to require employers to prevent customer harassment and 
sexual harassment of job applicants. The changes, which will be phased in through 2026 and 
2027, also require employers to disclose workforce data and create action plans to promote 
female participation in the workforce.

Pay reporting and transparency — emerging disclosure expectations

Regulators are moving towards greater pay transparency and disclosure, often linked to gender 
equality initiatives. Although no single, region-wide mandate for pay reporting has been 
introduced, employers should anticipate country-specific regulations and consider voluntarily 
improving their transparency to meet stakeholder expectations. 

There are new diversity requirements for listed companies in Hong Kong, where since 1 July 
2025, listed companies must now: (i) have at least one director of a different gender on the 

nomination committee (ii) annually assess and disclose board diversity policy implementation 
and (iii) publicly disclose a workforce diversity policy and gender representation data. 

Meanwhile, Japan’s reforms expressly contemplate workforce data disclosure and action plans 
under the women’s participation framework, signalling a direction of travel toward measurable 
outcomes and accountability. 

Current trends

Diversity, discrimination and pay reporting
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What is it? So what?

Key dates & actions Find out more

 22 January 2026 - AI Basic Act comes into 
force.

Recommended actions for AI service providers:

 Identify HR systems that fall within scope, e.g., 
recruitment screening, internal decision support.

 Map data workflows and governance 
responsibilities.

 Ensure local representation for foreign AI 
providers.

 Implement human-in-the-loop oversight.

 Prepare and update risk/impact documentation 
and privacy notices to inform employees.

 Implement transparency protocols, e.g. labelling 
gen-AI output.

 Comply with PIPA duties, e.g., lawful basis, 
sensitive data handling, security, breach 
notification etc.

AI users who are not providing AI-related 
services should monitor developments to see 
how the law is interpreted and applied.

 The National Assembly Passed the Framework 
Act on Artificial Intelligence

 Companies have had a year to prepare for the 
coming into force of this Act so compliance for 
those in scope should be well underway.

 South Korea’s AI Basic Act (Basic Act on the 
Development of AI and the Establishment of 
Trust), which takes effect on 22 January 2026.

 It introduces obligations focused on “high-impact 
AI” including in employment contexts.  
Requirements include documented risk 
assessments, human oversight, disclosure of AI 
interaction/decisions, as well as 
local-representative requirements for foreign AI 
providers.

 Organisations also need to ensure compliance 
with existing laws, e.g., Personal Information 
Protection Act (PIPA) obligations, when using 
AI. 

 It remains unclear to what extent the AI Basic 
Act’s obligations apply to internal HR decision-
making such as a company’s own hiring 
decisions, as opposed to provision of services 
utilising AI.

AI Basic Act (South Korea)

https://www.yulchon.com/en/resources/publications/newsletter-view/38966/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/38966/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/38966/page.do


What is it? So what?

Key dates & actions Find out more

 24 November 2025 - Malaysia’s Digital Minister 
announces AI Governance Bill is “nearly 
complete”. 

 The Bill forms part of a broader AI legislative 
framework scheduled for Cabinet presentation 
in June 2026. 

Recommended action:

 Employers can position themselves to both 
capitalise on AI’s benefits and navigate the 
emerging regulatory landscape effectively by 
proactively establishing AI governance 
frameworks, updating policies and contractual 
terms, enhancing internal training, and 
monitoring for compliance. 

 Malaysia to introduce comprehensive legal 
framework for Artificial Intelligence

 This initiative compliments wider legal reforms, 
including amendments to the Personal Data 
Protection Act 2010, implementation of the 
Cyber Security Act 2024 and Online Safety Act 
2025, updates to the Evidence Act 1950 and 
Contracts Act 1950, and a new Cybercrime Bill 
to replace the Computer Crimes Act 1997. The 
Government’s goal is to create a safe, 
innovation-friendly AI ecosystem aligned with 
international best practices. 

MALAYSIA

First AI Governance Bill (Malaysia)

 Malaysia’s first AI Governance Bill is currently 
underway, which is part of comprehensive 
digital law reforms.

 The Bill, developed by the National Artificial 
Intelligence Office adopts a risk-based approach 
to address AI-related harm, incident reporting, 
and ethical principles, aiming to ensure 
responsible AI use nationwide. 

https://www.skrine.com/insights/alerts/december-2025/malaysia-to-introduce-comprehensive-legal-framewor
https://www.skrine.com/insights/alerts/december-2025/malaysia-to-introduce-comprehensive-legal-framewor
https://www.skrine.com/insights/alerts/december-2025/malaysia-to-introduce-comprehensive-legal-framewor


Accelerating bottom-up adoption and productivity

Across APAC, AI adoption is being driven from the ground up, with frontline and younger employees 
using generative tools daily to speed routine tasks and augment knowledge work. India, Indonesia, 
China and Southeast Asia report some of the highest usage, while Singapore also ranks among 
the leaders. Japan remains more cautious with lower adoption but high awareness. As adoption is 
accelerating faster than internal governance maturity, this “shadow” usage underscores the need to 
formalise policies, invest in enablement and redesign workflows to capture productivity safely, rather 
than relying on ad hoc experimentation. Clear guidance, job redesign and targeted skills pathways 
can convert individual gains into organisation-wide impact. 

Fragmented but evolving governance 

AI governance is advancing yet remains fragmented, and lagging behind AI adoption, with most 
countries in APAC favouring principles-based or sectoral guidance over EU-style comprehensive 
legislation, the exception to this being Malaysia with its first-of-its-kind AI Governance Bill. 
Singapore has sector-led compliance, India issued broad national guidelines emphasising safety 
and accountability, Australia pivoted to practical adoption guidance and Japan legislated an 
innovation-forward framework with voluntary compliance. China has introduced specific rules for 
public-facing generative AI services. Multinational organisations should expect divergent 
requirements across markets and align HR, Legal and Compliance on consistent global standards 
that can be localised for fairness, transparency, human oversight, automated decision making 
(ADM) etc. Data governance and grievance pathways must also keep pace with the proliferation of 
these tools. The challenge will lie in navigating overlapping obligations with maintaining operational 
efficiency. 

Localisation of models and infrastructure 

With the potential economic benefits at stake many APAC organisations are increasingly localising 
AI, e.g., by adopting regionally trained language models, hybrid cloud and data residency to address 
linguistic diversity, regulatory constraints and sovereignty concerns. China favours private or hybrid 
deployments, while India and Southeast Asia are investing in domain-specific and multilingual 
models for finance, education and healthcare. This localisation expands demand for in-region and 
specialised talent. HR leaders should plan for talent pipelines in applied AI engineering, model 
governance and bilingual prompt/design skills to support local markets. 

Workforce transformation, skills and inclusion 

AI is reshaping task portfolios in professional and clerical roles first, with advanced APAC 
economies more exposed but also better positioned to benefit from an increase in productivity. 
Employees report significant time savings and higher job satisfaction when AI is integrated 
thoughtfully, yet anxiety about job losses also rises without clear workforce communications. HR 
priorities include skills taxonomies tied to AI use cases, scaled reskilling for managers and frontline 
teams, well-being safeguards for always-on tools and inclusive access to AI to avoid widening 
gender or youth opportunity gaps. Measurable skills pathways and internal mobility will be critical to 
retention. 

From pilots to company-wide adoption with CEO sponsorship

Leading APAC firms are moving beyond pilots, linking AI to financial outcomes, prioritising a few 
high-impact use cases, and backing them with CEO-level sponsorship, KPIs and partnerships. 
China, India, Singapore, South Korea and Australia/New Zealand stand out for investment and 
executive-led strategies. For HR, the short-term opportunity is to apply AI to core people processes - 
recruitment, learning, workforce planning and service delivery - while building guardrails. Upskilling 
HR as an AI product owner and establishing change management at scale will determine whether 
pilots translate to durable productivity gains. 

Responsible AI adoption and managing risk

Safety, transparency, accountability and meaningful human-in-the-loop involvement, coupled with 
heightened scrutiny of hiring and workplace decision tools will be necessary to ensure compliance. 
Key risks include privacy breaches, bias, explainability gaps and unapproved tool use, which is 
particularly acute in financial services, healthcare and public sectors across APAC. HR should 
ensure responsible AI adoption through the use of company-wide policies, testing and audit regimes, 
vendor due diligence, incident playbooks and employee education, as well as demonstrating a 
strong commitment to ethical AI. Participation in regional initiatives, e.g., regulatory sandboxes and 
industry groups, can strengthen governance while keeping pace with innovation. 

Current trends

Artificial Intelligence
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What is it? So what?

Key dates & actions Find out more

 13 November 2025 – Data Protection Board of 
India established and the rule-making powers 
and definitions in the Act brought into force.

 13 November 2026 – framework for registration 
and oversight of consent managers comes into 
force, alongside other provisions yet to be 
established.

 13 May 2027 – substantive provision on notice, 
consent, “legitimate uses”, data principials’ 
rights and key penalty clauses.

Recommended actions:

 Map data flows involving Indian residents or 
Indian subsidiaries.

 Review and update consent and notice 
frameworks for clarity.

 Update breach-response playbooks to include 
the 72-hour reporting requirement.

 Assess contracts for DPDPA-aligned clauses.

 Keep up-to-date with commencement dates, 
Government notifications and sector-specific 
guidance.

 Link to the law

 The extra-territorial reach of the DPDPA (similar 
to the GDPR approach) requires companies to 
revisit policies and processes to ensure 
compliance where data of Indian employees is 
involved.

 The Data Protection Board has wide ranging 
powers including investigatory powers and 
various remedial actions including fines of up to 
GBP 20.6 million.

 India's first comprehensive data protection law 
governing both how data is used and stored 
within India, as well as how it is transferred, 
processed and managed across borders.

 With the publication of the Digital Personal Data 
Protection Rules 2025, India’s long awaited 
Digital Personal Data Protection Act (DPDPA) 
has come into effect.

 Alongside the rules, the government issued 
notifications to bring key provisions of the act 
into force and set out phased implementation 
timelines over the next 18 months.

DPDPA (India)

https://www.meity.gov.in/documents/act-and-policies/digital-personal-data-protection-rules-2025-gDOxUjMtQWa?pageTitle=Digital-Personal-Data-Protection-Rules-2025
https://www.meity.gov.in/documents/act-and-policies/digital-personal-data-protection-rules-2025-gDOxUjMtQWa?pageTitle=Digital-Personal-Data-Protection-Rules-2025


Rising enforcement and regulatory upgrades

Across APAC, privacy regimes are being tightened and enforced more assertively, with higher 
penalties and broader obligations. Australia has enacted substantial Privacy Act reforms and new 
cyber reporting duties, while Singapore can levy fines of up to 10% of local turnover for Personal 
Data Protection Act breaches. South Korea continues to apply one of the region’s strictest 
frameworks under the Personal Information Protection Act (PIPA). For HR leaders, this elevates 
the stakes around employee data handling, breach response and accountability across group 
entities and vendors. 

Cross-border transfers and localisation headwinds

Rules governing international transfers are becoming more complex and, in some markets, more 
restrictive, directly affecting global HR systems and shared services. China has refined 
cross-border transfer pathways with targeted exemptions but retains stringent obligations under 
the Personal Information Protection Law, and Vietnam requires impact assessment filings for 
offshore transfers. These developments demand careful mapping of HR data flows, updated 
transfer contracts, and contingency plans where localisation or prior filings may be triggered. 
Boards should anticipate longer timelines and governance controls for new HR tech deployments 
in these jurisdictions. 

Toward interoperability: regional data transfer frameworks and certifications

Perhaps in response to the issues above, interoperability initiatives are gaining traction and can 
reduce friction for multinational HR data flows. The Global Cross Border Privacy Rules (CBPR)  
Forum (originating from APEC) is being recognised by several APAC regulators, while ASEAN 
model contractual clauses offer a pragmatic baseline for intra-regional data transfers. 
Singapore’s regulator actively supports certification-based approaches and 
“accountability-by-design” programmes that scale across jurisdictions. HR leaders should 
consider anchoring regional transfer strategies to recognised certifications and model clauses, 
supported by consistent DPIA, vendor due diligence and records of processing. 

AI in HR: governance, transparency and fairness

APAC regulators are increasingly focusing on the use of AI and automated decision-making in 
recruitment, performance management and workplace monitoring. Singapore’s PDPC has 
detailed AI guidelines clarifying consent exceptions and accountability controls, while Australia’s 
has recently released guidance for AI adoption. Japan and Hong Kong have provided sectoral 
and best-practice guidance, with expectations around explainability, bias mitigation and human 
oversight. HR functions deploying AI-enabled hiring tools or productivity analytics should 
document impact assessments, ensure meaningful employee notice and maintain 
human-in-the-loop safeguards. 

Sensitive worker data, biometrics and youth protections

Treatment of sensitive employee data, e.g. health information, biometrics and criminal records, is 
under sharper scrutiny. South Korea’s PIPA imposes strict consent and transfer conditions, 
including for biometrics and Japan has tightened requirements around high-risk categories under 
the APPI. Common workplace use cases, such as biometric timekeeping, wellness programmes 
and background checks, now require heightened legal bases, minimisation and security controls. 
HR leaders should revisit consent frameworks, retention rules and vendor oversight for any 
processing of special-category data. 

Breach notification and cyber readiness converge with HR risk

Mandatory and rapid breach notification is now a regional norm, often within 72 hours, and 
increasingly paired with sectoral cybersecurity laws. Thailand, the Philippines and Japan 
prescribe strict timelines, Australia has added ransomware reporting and expanded oversight of 
critical digital infrastructure and Hong Kong has enacted its first standalone critical infrastructure 
cybersecurity law. Payroll providers, benefits administrators and applicant-tracking platforms are 
frequent breach vectors, placing HR at the centre of incident preparedness. It is essential to have 
tested incident playbooks that include HR data scenarios, regulator engagement and workforce 
communications. 

Current trends

Workplace data privacy
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What is it? So what?

Key dates & actions Find out more

 Current debate over raising the retirement age 
to 65 intensified in late 2025, with the ruling 
Democratic Party forming a special committee 
in November 2025 to work with labour and 
business stakeholders on legislative proposals 
and phased extension plans. 

 However, no specific legislative proposal has 
yet been adopted, and the timing of entry into 
force has not yet been determined.

Recommended action: 

 Employers should start assessing the potential 
long-term financial impact of extended 
employment and consider strategies to mitigate 
costs once the details of the change are 
confirmed. Measures such as adjustments to 
wage systems may help reduce the impact. 

 Debate continues on proposal to raise 
minimum mandatory retirement age

 One of President Lee Jae Myung’s central 
campaign promises was to raise the retirement 
age to 65, a move intended to address Korea’s 
rapidly ageing population and delayed pension 
payouts. The current administration has 
committed to introducing comprehensive 
legislation soon. 

 A proposal to raise the minimum mandatory 
retirement age.

 The government remains committed to raising 
the minimum mandatory retirement age from 60 
to 65, but legislation as of 2025 has not yet been 
enacted. Multiple bills are currently under 
construction at the National Assembly, including 
proposals for a phased increase over several 
years, but none of these bills have secured clear 
majority support so far. An increase in the 
minimum mandatory retirement age still appears 
highly likely in the imminent future.  

SOUTH 
KOREA

Raising retirement age? (South Korea)

https://yulchonllc.com/legal/2025/202511/LE/legalupdate-eng-251104/PDF/251104_YC_LU_LE_Eng.pdf
https://yulchonllc.com/legal/2025/202511/LE/legalupdate-eng-251104/PDF/251104_YC_LU_LE_Eng.pdf
https://yulchonllc.com/legal/2025/202511/LE/legalupdate-eng-251104/PDF/251104_YC_LU_LE_Eng.pdf


Across APAC, reward strategy in 2026 will be shaped by three forces that cut across borders: 
statutory wage floors continuing to climb, social-security and pension reforms tightening 
compliance expectations, and targeted government co-funding or incentives designed to steer 
pay towards priority segments.  Employers are navigating heightened scrutiny on wage 
compliance and evolving regulatory frameworks impacting reward structures generally.

Minimum-wage momentum remains strong. The Philippines has implemented new wage 
orders across multiple regions for 2025, typically adding 4%–8% to regional floors. Singapore 
continues to lift the bottom of the retail wage distribution under its Progressive Wage Model, 
with a stepped schedule through 31 August 2028 and near-term co-funding via the Progressive 
Wage Credit Scheme to assist with employer transition. Vietnam has approved a 7.2% average 
uplift to contractual regional minimum wages from 1 January 2026, alongside an updated 
geography list, requiring updates to salary grids, insurance bases and collective agreements. 
South Korea’s statutory minimum wage will also rise to KRW 10,320 per hour in 2026. 

Social-security and insurance reforms are tightening compliance and reshaping total reward 
costs. In Malaysia, contributions to the Employees Provident Fund have become mandatory for 
non-Malaysian employees with qualifying passes. Separately, Parliament has advanced 
changes extending the Employment Insurance System to wider worker categories and 
enhancing allowances, signalling a broader pivot towards inclusive coverage without raising 
employer contribution rates for the companion SOCSO injury scheme. Thailand’s Employee 
Welfare Fund implementation has been deferred to October 2026, introducing phased employer 
and employee contributions and penalties for non-compliance. 

Vietnam has introduced a stringent late-payment regime for compulsory social and 
unemployment insurance, which raises both financial and enforcement risk on contribution 
arrears. India is running an EPF “Employees’ Enrolment Campaign 2025” through 30 April 

2026 that allows employers to regularise historic omissions—a rare window to cleanse legacy 
payroll data before stepped-up oversight.

China’s courts have clarified that any private agreement to waive mandatory social-insurance 
contributions is invalid and that employees can terminate and claim statutory severance if 
contributions were not made; if employers later rectify arrears, amounts paid in cash in lieu can 
be clawed back in accordance with law. This elevates the compliance risk of any “cash-in-lieu” 
practices that may persist in the informal market. 

Retirement and pension policy is also converging on earlier, more frequent funding and greater 
employee coverage. Australia will require “payday superannuation” from 1 July 2026, aligning 
super payments with each pay cycle and introducing new administrative penalties; employers 
must bring super remittance into the payroll run and reconcile more frequently, with the 
Australian Taxation Office issuing practical compliance guidance to support the shift. 

Korea is expecting a move from hours-based to income-based employment-insurance eligibility 
to close coverage gaps for low-hours workers, a change that, if enacted, would increase 
contribution exposure for employers using large numbers of workers who were previously 
excluded from the employment-insurance coverage, particularly ultra-short-hours workers (i.e., 
less than 15 hours per week or 60 per month).

 

Current trends

Retirement, reward, incentives and tax
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What is it? So what?

Key dates & actions Find out more

 The three securities exchanges in China issued 
self-regulatory guidance documents on 
sustainability reporting, which became effective 
on 1 May 2024. Implementation begins with 
large listed companies in 2026, with full 
compliance targeted by 2030.

 In December 2024, the Ministry of Finance 
issued the Basic Standards for Corporate 
Sustainability Disclosure (Trial), which sets out 
the general framework for CSR reporting in 
China, modelled closely after ISSB standards. 

 3 September 2025: MOF issues Application 
Guide.

 Further information on this from MOF (In 
Chinese)

 The Guidelines are part of a wider effort to 
create a unified framework for ESG reporting. 
Beyond compliance, these standards signal a 
broader expectation that companies operating 
in China adopt ESG principles as part of their 
core strategy. Employers who proactively 
integrate sustainability into their governance 
and workforce practices will be better 
positioned to meet regulatory requirements and 
respond to growing stakeholder demands for 
transparency. 

 Further guidelines for ESG disclosure in 
mainland China. 

 The Application Guide for the Corporate 
Sustainability Disclosure Standards – Basic 
Standards (Trial) provides guidance for 
organisations to implement sustainability 
reporting in line with existing guidelines and 
global standards. 

 The Application Guide provides that companies 
should establish structured processes for 
mapping their value chain and identifying where 
the most significant risks and impacts occur; 

and align ESG information with financial 
reporting.  

MAINLAND 
CHINA

Corporate Sustainability Disclosure (China) 

https://kjs.mof.gov.cn/zhengcefabu/202509/t20250912_3972190.htm
https://kjs.mof.gov.cn/zhengcefabu/202509/t20250912_3972190.htm
https://kjs.mof.gov.cn/zhengcefabu/202509/t20250912_3972190.htm


What is it? So what?

Key dates & actions Find out more

 While the legislation is not yet enacted, the 
Philippine Securities and Exchange Commission 
(SEC) is already moving forward with 
mandatory ESG reporting aligned with ISSB 
standards, starting in April 2026 (expected) for 
publicly listed companies and phasing in full 
compliance by 2030. 

Recommended action: 

 Businesses should prepare for integrated ESG 
disclosures and assurance requirements, 
signalling increased compliance costs and 
governance obligations.

 Senate of the Philippines 19th Congress

 All SEC-registered corporations must submit 
sustainability reports aligned with financial 
disclosures and an ESG code of conduct. 

 Reports should cover financial and non-
financial ESG data, including environmental 
impact, labour practices, and governance. The 
SEC may offer incentives for compliance and 
impose penalties for violations. 

 

 A bill seeking to establish a national framework 
for sustainability reporting covering ESG factors 
and to institutionalise independent assurance of 
disclosures.

 Philippines ESG Reporting Act (Senate Bill No. 
785), filed on 4 August 2025, remains pending in 
committee after its first reading. 

PHILIPPINES

ESG Reporting Act (Philippines)

https://legacy.senate.gov.ph/lis/bill_res.aspx?congress=19&q=SBN-2765
https://legacy.senate.gov.ph/lis/bill_res.aspx?congress=19&q=SBN-2765
https://legacy.senate.gov.ph/lis/bill_res.aspx?congress=19&q=SBN-2765
https://legacy.senate.gov.ph/lis/bill_res.aspx?congress=19&q=SBN-2765


What is it? So what?

Key dates & actions Find out more

 4 June 2025 – Bill to amend the Whistleblower 
Protection Act passed.

 The act is expected to be enacted before the 
end of 2026. 

Recommended action: 

 Employers should review their existing 
whistleblowing frameworks and inform 
employees to ensure compliance with the 
legislation. 

 Japan enacts bill to penalise revenge against 
whistleblowers

 The changes will increase non-compliance 
risks for employers, including through the 
criminalisation of retaliatory actions and 
heightened enforcement powers. 

 The Whistleblower Protection Act has been 
amended to give the Consumer Affairs Agency 
the power to issue non-compliance orders as 
well as establishing criminal penalties for 
employers who take retaliatory actions against 
whistleblowers. 

 It clarifies that employees must be made aware 
of the existing whistleblowing systems to fulfil 
their obligations. The scope of the Act is also 
extended to cover freelancers under contracts. 

JAPAN

Whistleblower Protection Act (Japan)

https://www.japantimes.co.jp/news/2025/06/05/japan/politics/whistleblowers-penalties-bill/
https://www.japantimes.co.jp/news/2025/06/05/japan/politics/whistleblowers-penalties-bill/
https://www.japantimes.co.jp/news/2025/06/05/japan/politics/whistleblowers-penalties-bill/


Regulatory momentum is accelerating toward codifying and consolidating rules on anti-
discrimination, harassment prevention, and pay fairness. Enforcement activities are intensifying, 
with significant compliance deadlines expected between 2026 and 2027. Employers are facing 
converging expectations around ESG and workforce governance, which now include integrated 
sustainability reporting, formal grievance channels, measurable inclusion outcomes, and 
enhanced record-keeping. While for some organisations, advancing the sustainability agenda is 
driven by compliance, a growing number of organisations are proactively building sustainability 
initiatives into their organisational and workforce strategies to attract and retain talent. These 
developments are embedding business protection within cross-functional compliance 
frameworks that link HR, legal, and ESG functions. 

In mainland China, ESG disclosure is moving from guidance to structured implementation. 
Following self-regulatory guidance effective in 2024, phased implementation of ISSB-aligned 
standards will begin in 2026. This new framework elevates governance, data integrity, and 
assurance requirements for issuers and multinational groups, demanding value-chain risk 
mapping and alignment between sustainability and financial reporting. Similarly, in the 
Philippines, the Securities and Exchange Commission will require listed companies to adopt 
ISSB-aligned sustainability reporting from 2026, with full compliance phased in by 2030.

Hong Kong has abolished the MPF offset for statutory severance and long service payments 
and introduced new diversity requirements for listed companies. It is also expanding the 
Mandatory Reference Checking Scheme, which will require authorised institutions to conduct 
comprehensive background checks to prevent hiring individuals with past misconduct in key 
positions. Phase 2 of the scheme, which began on 30 September 2025, will broaden its scope 
to include regulated roles beyond senior management, such as risk management and 
compliance staff, and may extend to insurance and securities sectors, strengthening 
misconduct prevention across the financial industry.

Elsewhere in the region, Japan has extended gender pay gap reporting to smaller employers 
and strengthened whistleblower protections. The Whistleblower Protection Act has been 
amended to give the Consumer Affairs Agency the power to issue non-compliance orders and 
establish criminal penalties for employers who retaliate against whistleblowers. It also clarifies 
that employees must be made aware of existing whistleblowing systems to fulfil their 
obligations. Employers should review their frameworks and ensure employees are informed to 
comply with the legislation, which is expected to be enacted before the end of 2026.

Taiwan has issued guidance on disability accommodations, and Australia is seeing a shift in 
workplace health and safety regulation, with psychosocial risk now treated as a board-level 
priority. The focus has moved from awareness to enforcement, requiring proactive identification 
and mitigation of mental health risks. Regulators are increasingly using enforcement action to 
drive compliance, raising concerns about the scope of intervention and the challenge of 
balancing regulatory requirements with genuine cultural change.

Related articles:

 Australia - A psychosocial update: what has happened, what is happening, and what will 
happen?

Current trends

ESG, business protection and compliance 

https://www.lexology.com/library/detail.aspx?g=d366b85d-b318-4a1b-9cc2-4524e296ee5e
https://www.lexology.com/library/detail.aspx?g=d366b85d-b318-4a1b-9cc2-4524e296ee5e
https://www.lexology.com/library/detail.aspx?g=d366b85d-b318-4a1b-9cc2-4524e296ee5e
https://www.lexology.com/library/detail.aspx?g=d366b85d-b318-4a1b-9cc2-4524e296ee5e
https://www.lexology.com/library/detail.aspx?g=d366b85d-b318-4a1b-9cc2-4524e296ee5e
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What is it? So what?

Key dates & actions Find out more

 28 August 2025 – Gig Workers Bill 2025 
passed in the House of Representatives. 

 9 September 2025 – Bill passed in Senate.

 16 December 2025 – Bill received Royal 
Assent.

 The Bill is expected to become effective in early 
2026.

 

Recommended actions: 

 Businesses dependent on gig workers should 
review current practices for compliance.

 Gig Workers Bill 2025: The Future of Work for 
Gig Workers and Businesses

 The Bill aims to protect the well-being of about 
1.2 million gig workers in Malaysia. Once in 
force, businesses engaging such providers on 
a freelance or one-off basis must enter into 
service agreements meeting the Bill’s minimum 
requirements. Service providers will receive 
protection against termination without just 
cause or excuse, alongside other protections 
akin to those for employees.

 The Gig Workers Bill 2025, which is awaiting 
Royal Assent. The Bill aims to protect gig 
workers’ rights, impose duties on entities 
engaging or hiring them, regulate service 
agreement terms, and establish dispute 
resolution mechanisms, a Consultative Council 
and a Gig Workers Tribunal. 

 It applies beyond platform providers to any 
entity engaging individuals to perform identified 
services—primarily in the performing arts, but 
also translation, journalism, photography, 
videography and caregiving. 

Gig Workers Bill (Malaysia)

https://www.skrine.com/insights/alerts/september-2025/gig-workers-bill-2025-the-future-of-work-for-gig-w
https://www.skrine.com/insights/alerts/september-2025/gig-workers-bill-2025-the-future-of-work-for-gig-w
https://www.skrine.com/insights/alerts/september-2025/gig-workers-bill-2025-the-future-of-work-for-gig-w


What is it? So what?

Key dates & actions Find out more

 17 November 2025 – Draft Telangana Gig and 
Platform Workers (Registration, Social Security 
and Welfare) Act 2025 approved. 

 Implementation is expected to roll out through 
2026.

Recommended action: 

 Platform operators and primary employers in 
Telangana should map potential obligations, 
data readiness and funding implications ahead 
of implementation.

 Cabinet gives its nod to Gig and Platform 
Workers draft Bill

 The Bill is a landmark legislative initiative 
aimed at safeguarding the rights and welfare of 
gig and platform workers for various e-
commerce and taxi aggregators in the state.

 India’s first state-level bill for gig and platform 
workers. 

 Telangana has introduced the draft Telangana 
Gig and Platform Workers (Registration, Social 
Security and Welfare) Act 2025 to formalise 
protections for gig workers, including delivery 
agents, drivers and freelance digital workers. 

 The bill would require aggregator and platform 
registration, worker database maintenance and 
ongoing compliance to extend social security 
and welfare measures. 

Gig and Platform Bill (India/Telangana)

https://www.thehindu.com/news/national/telangana/cabinet-gives-its-nod-to-gig-and-platform-workers-draft-bill/article70291570.ece
https://www.thehindu.com/news/national/telangana/cabinet-gives-its-nod-to-gig-and-platform-workers-draft-bill/article70291570.ece
https://www.thehindu.com/news/national/telangana/cabinet-gives-its-nod-to-gig-and-platform-workers-draft-bill/article70291570.ece


What is it? So what?

Key dates & actions Find out more

 6 November 2024 – Bill introduced. 

 9 April 2025 – first reading.

 29 October 2025 – final report presented.

 A Second Reading is expected in 2026.

 Mid 2026 – when the Bill is expected to become 
effective.

Recommended actions: 

 Employers should monitor the progress of the 
Bill, as it could provide a new mechanism for 
ending employment relationships with reduced 
risk of disputes. 

 Employers may also wish to review current 
termination processes and consider how pre-
termination negotiations could be incorporated if 
the Bill is enacted. 

 Link to the law

 The effect of the Bill would be that pre-
termination negotiations would not be 
admissible in any subsequent proceedings 
relating to the employment relationship unless 
certain exceptions apply.

 A new framework for protected pre-termination 
negotiation.

 The Employment Relations (Termination of 
Employment by Agreement) Amendment Bill is 
currently awaiting its second reading, following 
the Select Committee report presented on 29 
October 2025. If enacted, the Bill will facilitate 
protected conversations between employers 
and employees aimed at reaching mutual 
agreement to terminate employment. 

 Employers could propose a settlement 
agreement, under which the employee agrees to 

end their employment in exchange for specified 
compensation and not to pursue a claim against 
the employer. 

Pre-termination negotiation (New Zealand)

https://bills.parliament.nz/v/6/FCF6F0EA-1D44-45AF-CFFF-08DCFEB826C6?Tab=history&lang=en
https://bills.parliament.nz/v/6/FCF6F0EA-1D44-45AF-CFFF-08DCFEB826C6?Tab=history&lang=en


What is it? So what?

Key dates & actions Find out more

 1 January 2026 – Decree 337 effective.

 The national e-contract platform will be 
implemented by 1 July 2026.

 From 1 July 2026 all electronic employment 
contracts must comply with Decree 337.

Recommended actions: 

 Employers should review existing employment 
contract processes to ensure they meet all 
statutory requirements for electronic contracts 
and prepare to transition to the national e-

contract platform by 1 July 2026. Internal 
policies and HR workflows should also be 
updated to align with digitalisation requirements 
and ensure legal validity of electronic contracts. 

 Link to the law (In Vietnamese)

 Decree 337 signals a clear shift toward the 
digitalisation and data-driven regulation of 
labour relations in Vietnam. It is expected to 
enhance regulatory efficiency, transparency, 
and legal certainty for employers adopting 
electronic employment contracts.

 On 24 December 2025, the Vietnam 
Government introduced a new decree to provide 
a comprehensive legal framework for 
employment contracts concluded by electronic 
means (“Electronic Employment Contract”) - 
Decree 337/2025/ND-CP (“Decree 337”).

 Electronic Employment Contracts are expressly 
recognised as having the same legal validity as 
traditional paper-based employment contracts, 
provided that all applicable statutory 
requirements are strictly complied with. 

 A national e-contract platform will be established 
and be managed by the Ministry of Home 
Affairs. This platform aims to facilitate the 
creation, signing, implementation, storage, 
retrieval, and overall management of Electronic 
Employment Contracts, streamlining compliance 
and administrative processes. The platform may 
also serve as a centralised system for labour 
data and workforce reporting. 

NEW 
ZEALAND

Electronic Employment Contracts (Vietnam)

https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-337-2025-ND-CP-giao-ket-thuc-hien-hop-dong-lao-dong-dien-tu-679694.aspx?dll=true
https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-337-2025-ND-CP-giao-ket-thuc-hien-hop-dong-lao-dong-dien-tu-679694.aspx?dll=true


Platform, gig, and non-standard work

Overall, we are seeing a general trend towards enhancing worker rights and extension of 
employee rights to different categories of workers. Governments are placing particular 
emphasis on non-standard work arrangements, platform and gig economy protections, and 
clearer frameworks for leave and termination. These developments signal a shift toward greater 
accountability for employers and more structured rights for workers. 

In Malaysia, the Gig Workers Bill 2025 has passed Parliament and is awaiting Royal Assent. 
This landmark legislation will regulate service terms, introduce just-cause protections against 
termination, and establish both a Gig Workers Tribunal and a Consultive Council. Its scope 
extends beyond platform-based roles. Meanwhile, in India, Telangana has approved a draft 
state-level framework for registering platforms and extending social security and welfare to gig 
and platform workers. 

The classification of gig workers continues to challenge legal systems across jurisdictions, with 
outcomes varying even under similar factual circumstances. In Hong Kong, courts have upheld 
the contractor status of delivery riders, emphasising freedom over work schedules, delegation 
and substitution rights, and the absence of employment contracts. Meanwhile, New Zealand’s 
courts reached the opposite conclusion for Uber drivers, citing exclusivity and lack of bargaining 
power despite contractual language suggesting independence.

Australia has introduced a new category – “employee-like workers” – to bridge the gap 
between traditional employment and gig work, granting access to minimum standards and 
protections such as unfair deactivation claims. Japan, while not a common law jurisdiction, has 
taken steps to protect freelancers through the Freelance Protection Act and expanded access 
to workers’ compensation insurance.

Employment contracts

Regarding key changes in employment contract practices, in Australia, on 5 September 2025, 
the Federal Court of Australia ruled that set-off clauses under the General Retail Industry Award 
2010 apply only within a single pay period. It clarified that an annual salary and set-off clause 
cannot override employers’ obligations to maintain accurate records and that clocking-in data 
and rostering alone do not satisfy Fair Work Regulations. As a result, contractual set-offs may 
be constrained by modern award terms, challenging established employer practices. Employers 
should review and update set-off clauses, ensure payroll systems comply with award 
entitlements each pay period, maintain robust record-keeping, implement processes to detect 
and correct underpayments, and train HR and payroll teams on these compliance requirements.

Vietnam has introduced a new regulation to address the previous absence of detailed 
implementing provisions governing employment contracts concluded by electronic means.

Related articles: 

 Gig economy report

 Australia – Underpayment alert as the Federal Court rules on set-off: what do employers do 
next

Current trends

Employment contracts and working status

https://iuslaboris.com/wp-content/uploads/2025/04/Gig-economy-report-online-Uruguay-updated-v2-10.06.2025.pdf
https://iuslaboris.com/wp-content/uploads/2025/04/Gig-economy-report-online-Uruguay-updated-v2-10.06.2025.pdf
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
https://www.lexology.com/library/detail.aspx?g=2d6e4f49-1a13-4541-a622-49617ab52d44
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What is it? So what?

Key dates & actions Find out more

 In August 2025, the Cabinet approved policy 
decisions for new employment leave legislation 
introducing a simpler and more streamlined 
replacement for the Holidays Act 2003. 

 If passed, the new regime would take effect 
following a 24-month implementation period 
following enactment to allow for a smooth 
transition for employers and payroll providers. 

Recommended action: 

 Until any amendments to the Holidays Act have 
gone through the Parliamentary process and 
come into effect, the current rules remain in 
place. Employers must continue to comply with 
the existing legislation and ensure that 
employees receive the correct entitlements and 
payments. In addition, employers are still 
required to address and correct any historical 
underpayments that resulted from non-
compliance with the current Holidays Act.

 Overhaul of broken Holidays Act on the way

 Holidays Act reform

 The reform is aimed at addressing complexity 
and compliance issues by introducing simpler, 
clearer rules for both employers and 
employees. Initially, short-term costs for 
employers are likely to increase due to payroll 
system upgrades, contract updates and the 
new 12.5% Leave Compensation Payment for 
casual or extra hours. However, in the long run, 
the reforms aim to simplify compliance, reduce 
administrative burden, and lower the risk of 
costly remediation for underpayments. 

 The New Zealand Government has announced 
its intention to repeal and replace the Holidays 
Act with a new Employment Leave Act. 

 Key changes include a move to hours-based 
accrual of leave and the requirement to provide 
clear pay statements each pay period. 

Holidays Act Replacement (New Zealand)

https://www.beehive.govt.nz/release/overhaul-broken-holidays-act-way
https://www.beehive.govt.nz/release/overhaul-broken-holidays-act-way
https://www.mbie.govt.nz/business-and-employment/employment-and-skills/employment-legislation-reviews/holidays-act-reform
https://www.mbie.govt.nz/business-and-employment/employment-and-skills/employment-legislation-reviews/holidays-act-reform


There is a clear movement toward strengthening protections around working time, leave 
entitlements, and termination arrangements. Employers are facing significant legislative 
changes that require careful review and adjustment of current practices.

In New Zealand, the proposed Employment Leave Act will replace the Holidays Act and 
introduce an hours-based accrual system for leave, alongside mandatory clearer pay 
statements. Employers will have a 24-month implementation period following enactment to 
comply with these changes. In Australia, the Fair Work Amendment (Protecting Penalty and 
Overtime Rates) Act 2025 closes loopholes around ‘rolled-up pay’, requiring employers to 
ensure that pay for award-reliant employees meets minimum award outcomes on a per-pay-
period basis. Broader reforms under the “Secure Jobs, Secure Pay” agenda continue to 
reshape engagement models by introducing limits on rolling fixed-term contracts, new 
protections for gig workers, and a casual conversion pathway for small businesses.

India is also undergoing significant change as several states amend their rules while the 
country moves toward consolidating national labour laws into four Labour Codes. Haryana now 
permits 10-hour days within a 48-hour week, Maharashtra has expanded shop laws to allow 
24/7 operations subject to strict rostering, and Punjab has adopted a 10-hour daily limit while 
extending the spread-over of a working day to 12 hours. These developments aim to formalise 
definitions, streamline compliance, and increase penalties.

Work-life balance is emerging as a key focus in other jurisdictions. From 1 October 2025, 
Japan required employers to offer at least two flexible working options to employees with young 
children, such as adjusted hours or remote work. Thailand is expanding statutory leave 
entitlements, including longer paid maternity leave and new paid spousal leave, which will 
require employers to adapt staffing and scheduling models.

Hong Kong has revised the definition of a continuous contract, changing the current 
requirement of 18 hours per week for four consecutive weeks to 68 hours over four weeks. This 
change, effective from 18 January 2026, is expected to widen the pool of employees eligible for 
statutory benefits. At the same time, China is tightening interpretations of fixed-term contract 
rules, signalling that employers may only have one renewal before an open-term contract 
becomes mandatory. Courts have reinforced overtime compliance by ruling that mandatory 
training outside normal hours counts as paid work, and new judicial interpretations limit non-
compete clauses to employees with access to trade secrets while clarifying exceptions to 
double-wage penalties for unsigned contracts.

In Korea, the government intends to encourage adoption of a 4.5-day work week. Unlike the 
52-hour week law introduced several years ago, this initiative is beginning through subsidised 
pilot programs rather than mandatory legislation.

Across the region there is also a marked ‘return-to-office’ momentum as employers seek to 
strengthen collaboration, foster innovation, and reinforce company culture. 

Overall, these developments highlight a regional trend toward greater employee protections, 
enhanced flexibility, and stricter compliance requirements. Employers should prioritise 
reviewing their policies and operational models to ensure alignment with evolving legal 
standards, particularly in areas such as pay transparency, flexible work arrangements, and 
contract management, alongside fostering adaptive organisational cultures and capabilities to 
successfully navigate upcoming changes.

Current trends

Working hours and arrangements
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What is it? So what?

Key dates & actions Find out more

 24 August 2025 – the National Assembly 
passed the so-called ‘Yellow Envelope Act’.

 The legislation is to become effective six months 
after promulgation and will take effect on 10 
March 2026.

Recommended action: 

 Employers should evaluate their labour 
practices and relationships with outside 
contractors and determine whether any 
compliance steps or adjustments should be 
made. 

 Korea’s New Pro-Union Yellow Envelope Act 
Passes

 The legislation is expected to prompt contractor 
unions to demand bargaining with prime 
contractors or dominant clients. For large 
companies that rely on contractors, this will 
expose them to potential disputes over 
collective bargaining and unfair labour 
practices, as well as potential disruption due to 
industrial action. 

 An amendment to the Trade Union and Labor 
Relations Adjustment Act designed to expand 
labour protections for all categories of workers 
while limiting companies’ ability to seek 
compensation for strike-related losses. 

 The law expands the definition of ‘employer’ to 
include any person who, even if not a party to 
the employment contract, substantially and 
concretely controls and determines workers’ 
conditions. This means that a major customer or 
client could be deemed the ‘employer’ of a 
supplier’s or contractor’s employees if it 
exercises such control, making it responsible 

under Korea’s union law. As a result, these 
client companies must collectively bargain with 
unions representing such workers and are 
prohibited from hiring replacement workers 
during lawful industrial action. SOUTH 

KOREA

Yellow Envelope Act

https://www.yulchon.com/en/resources/publications/newsletter-view/41474/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/41474/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/41474/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/41474/page.do
https://www.yulchon.com/en/resources/publications/newsletter-view/41474/page.do


Industrial relations in APAC are being shaped by significant legislative changes and judicial 
decisions, with Australia continuing to dominate developments. Much of the focus there is on 
the practical implementation of recent reforms, particularly around multi-employer bargaining. 
Cases across sectors—from fast food to mining—are setting precedents on bargaining streams, 
scope orders, and intractable bargaining declarations. Employers are now grappling with 
strategic choices on bargaining architecture, exemptions for distinct enterprises, and litigation 
risks, while also preparing for heightened dispute management challenges, including protected 
industrial action and Fair Work Commission interventions.

Adding to this complexity, the Federal Court’s September 2025 decision on contractual set-off 
clauses has narrowed their utility, restricting offsets to a single pay period. This ruling has 
immediate implications for payroll design, contract drafting, and remuneration strategies, and is 
expected to drive increased union claims and regulatory scrutiny. Employers relying on 
annualised salaries or set-off arrangements must act quickly to mitigate compliance risks.

Beyond Australia, Hong Kong has introduced sweeping amendments to its Trade Unions 
Ordinance, effective January 2026, aimed at bolstering national security. The changes 
empower the Registrar to reject union registrations or mergers on security grounds, regulate 
foreign funding and overseas affiliations, and enter union premises without a warrant. 
Individuals convicted of national security offenses are permanently barred from union 
leadership, marking a significant shift in the territory’s industrial relations landscape. Having 
said that, trade unions are not that common in Hong Kong. 

In Korea, the Yellow Envelope Act continues to attract attention. The legislation is designed to 
broaden the obligation to collectively bargain to include workers who are not direct employees, 

and limit employers’ ability to claim damages against unions for strike-related losses. This 
reflects a broader trend toward protecting union activity and reducing financial liability for 
workers. Meanwhile, New Zealand reinstated employers’ ability to reduce or deduct wages 
during partial strikes in June 2025, signalling a more balanced approach to industrial action.

Overall, the region is experiencing a tension between regulatory tightening and the need for 
operational flexibility. Employers across APAC are being forced to rethink bargaining strategies, 
compliance frameworks, and workforce planning to navigate this evolving environment.

Current trends

Industrial relations and employee voice



Asia-Pacific jurisdictions are actively reshaping immigration frameworks to attract skilled 
professionals in technology, healthcare and green energy. Governments across the region are 
refining pathways, pairing targeted attraction measures with higher baseline standards and 
tightening compliance requirements. 

Singapore has introduced COMPASS, a points-based system that adds transparency to 
Employment Pass applications, alongside ONE Pass, which targets top talent and founders. 
Hong Kong stands out for implementing several reforms that directly address competitiveness 
and talent shortages. It has extended its Top Talent Pass Scheme (TTPS) and eased quotas 
under schemes such as the Quality Migrant Admission Scheme (QMAS), while expanding 
routes for Science, Technology, Engineering and Mathematics professionals in order to 
strengthen its position as a talent hub, moves aimed at countering economic uncertainty and 
emigration trends while strengthening its position as a global talent hub.

Australia is phasing in a new Skills in Demand visa and faster permanent residence routes for 
priority cohorts, while New Zealand’s Accredited Employer Work Visa framework has tightened 
compliance and raised wage thresholds, preserving Green List residence routes and improving 
clarity on eligibility criteria for high-demand roles. 

Compliance obligations are increasing across the region, with stricter sponsorship rules and 
digitised processes. These developments coincide with global mobility trends, including the 
growing use of Employer of Record (EOR) solutions. An EOR contracts with the employee and 
assumes responsibility for payroll and compliance, enabling businesses to access talent in new 
markets without establishing a legal entity. This approach is particularly valuable given rising 
demand for remote work and global hiring flexibility, however, companies must ensure 
compliance with local labour leasing regulations to avoid legal risk as well as ensuring 
commercial terms are carefully reviewed and meet requirements. 

Political shifts and economic pressures in the US, combined with the unpredictability of the 
H-1B visa system, have contributed to talent migration towards Asia-Pacific hubs such as 
Hong Kong and New Zealand. This movement intensifies competition, raises mobility costs 
and threatens US research and development and graduate talent pipelines. 

Recommended actions:

 Monitor policy momentum, pre-approve alternative hubs and build fast-track, compliant 
routes to secure critical skills. 

 Digitisation and stricter audits demand robust sponsor readiness, while cost management 
strategies should include leveraging tax incentives and diversifying locations to mitigate risk. 

 Equipping teams to use new platforms, reinforcing sponsorship commitments, and adopting 
flexible solutions such as EOR will be critical to staying agile in an increasingly dynamic 
talent market.

Related articles:

 A Guide to the New World: The Race for Foreign Talent

 Employers of Record: Key considerations before leasing labour

 Immigration and Global Mobility Update No. 44, December 2025

 New OECD guidance: homeworking, overseas employees and when a PE is created

 Business trips abroad: A global compliance overview 

 What employers should know about business trips

Current trends

Immigration reforms and global mobility trends

https://iuslaboris.com/insights/a-guide-to-the-new-world-the-race-for-foreign-talent/
https://iuslaboris.com/insights/a-guide-to-the-new-world-the-race-for-foreign-talent/
https://iuslaboris.com/insights/employers-of-record-key-considerations-before-leasing-labour/
https://iuslaboris.com/insights/employers-of-record-key-considerations-before-leasing-labour/
https://iuslaboris.com/insights/immigration-and-global-mobility-update-december-2025/
https://iuslaboris.com/insights/immigration-and-global-mobility-update-december-2025/
https://www.lewissilkin.com/insights/2025/11/24/new-oecd-guidance-homeworkin-overseas-employees-and-when-a-pe-is-created?utm_campaign=Advocate+posts&utm_content=oktopost&utm_medium=social&utm_source=LinkedIn
https://www.lewissilkin.com/insights/2025/11/24/new-oecd-guidance-homeworkin-overseas-employees-and-when-a-pe-is-created?utm_campaign=Advocate+posts&utm_content=oktopost&utm_medium=social&utm_source=LinkedIn
https://iuslaboris.com/insights/business-trips-abroad-a-global-compliance-overview/
https://iuslaboris.com/insights/business-trips-abroad-a-global-compliance-overview/
https://iuslaboris.com/event/suitcase-laptop-visa-what-employers-should-know-about-business-trips/
https://iuslaboris.com/event/suitcase-laptop-visa-what-employers-should-know-about-business-trips/
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by experts across 50+ jurisdictions, it keeps 
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changes - all in one place.
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