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PREFACE

Migration is increasingly coming into focus as one of the big issues of our times. Moreover,
there is a growing recognition that migration is an essential, inevitable and potentially beneficial
component of the economic and social life of every State and every region. Within this, labour
migration and the Asian region are seen as particularly important and interesting. World demographic, economic, political and social trends indicate that organizing, regularizing and managing the international labour market will be a very significant challenge for governments and
societies in the coming decades. Asia is arguably the most dynamic region in the labour migration field with large flows of extra- and intra-regional labour migration at all skill levels and
some countries being simultaneously importers and exporters of labour.
Developments are fast moving. New patterns and trends are emerging which affect and are
affected by not just the labour market, but also national economic and social circumstances. The
effects of labour migration on national human resource pools, the effects and use of remittances,
the potential for significant contributions by workers overseas to the development of home countries through, for example, investment, skills training and networking – all these have a significant impact on the welfare of nations, even, in some cases, on national stability.
A proper understanding of the factors and issues is essential to effective policy making, advocacy,
and activities, both for the current situation and in order to be able to anticipate and influence
the future. In order to promote a deeper understanding of labour migration issues in Asia,
IOM organized the Ministerial Consultations on Labour Migration in Colombo, Sri Lanka, on
1-2 April 2003. The Consultations provided a forum for Asian labour sending states to share
experiences, discuss issues and identify steps for follow-up in the form of a Declaration.
Participants were invited from the main sending countries in Asia, including, Bangladesh, China,
India, Indonesia, Nepal, Pakistan, Philippines, Sri Lanka, Thailand and Viet Nam. Each of the
country delegations comprised the Minister of Labour or a senior official, and two officials. The
Sri Lankan Government hosted and chaired the meeting.
The topics were organized under three thematic areas:
• Protection of migrant workers and services to migrant workers.
• Optimizing benefits of organized labour migration.
• Institutional capacity building and inter-state cooperation.
This report includes the presentations and statements made at the Consultations, as well as the
background papers prepared for the event. I hope it will both provide information and stimulate
thinking on labour migration in Asia and, as such, provide a valuable tool for policy makers and
researchers alike.

Brunson McKinley
Director General
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Throughout this report, “Hong Kong”refers to the Hong Kong Special Administrative
Region of China and “Taiwan” refers to the Taiwan Province of China.

AGENDA
PREPARATORY MEETING OF SENIOR OFFICIALS
1 April 2003
Bandaranaike Memorial International Conference Hall (BMICH),
Colombo, Sri Lanka

Morning
8h30 – 9h00

Reception and registration of participants

9h00 –10h00

Opening Remarks
Gervais Appave, Director, Migration Policy and Research Progamme, IOM
•
•
•

Election of the Chair of the Labour Migration Ministerial Consultations and
adoption of the Agenda
Election of the Rapporteur
Overview of trends and characteristics of labor migration in Asia by the Asia
Pacific Migration Research Network (APMRN)

10h00 –10h30

Tea Break

10h30 – 12h30

First Session: Protection of Migrant Workers and Migrant Services
Chair:

China

Presentations:

-

Mr. Manuel G. Imson, Under Secretary, Department of
Labour and Employment, Philippines
Mr. Shahudul Haque, Director General, Bureau of
Manpower, Employment and Training, Bangladesh
Dr. Manolo Abella, Chief of International Migration
Programme, ILO

Topics of panel presentations, followed by plenary and summation:
• Most frequent problems faced by migrant workers prior to departure, in
destination country and on return
• Specific protection needs of female migrant workers
• Experiences in regulating recruitment and applying exit controls
• Experiences in pre-departure, welfare and reintegration services including
migrant worker education
• Good practices and recommendations
12h30 – 13h30

Lunch
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Afternoon
13h30 – 15h00

Second Session: Optimizing Benefits of Organized Labour Migration
Chair:

Sri Lanka

Presentations:

-

Mr. Nakorn Silpa-Archa, Director General Department
of Employment, Ministry of Labour, Thailand
- Mr. D.S. Poonia, Protector General, Emigrants / Joint
Secretary, Ministry of Labour
- Mr. Ghulam Mustafa, Secretary General, Bangladesh
Association of International Recruiting Agencies
(BAIRA)
Topics of panel presentations, followed by plenary and summation:
•
•
•

Experiences in development of new markets
Experiences in influencing remittance flows and use
Good practices and recommendations

15h00 – 15h30

Tea Break

15h30 – 17h00

Third Session: Institutional Capacity Building and Inter State Cooperation

Chair:

Nepal

Presentations:

-

Mr. Atta Muhammad Raja, Joint Secretary, Ministry
of Labour, Manpower, and Overseas, Pakistan
- Mrs. Fifi Aryanti Pancaweda, Director of Occupational
Analysis, Department of Manpower and Transmigration,
Indonesia
- Mr. Nilim Baruah, Head of Labour Migration Service
Area, IOM
Panel presentations, followed by plenary and summation:
•
•
•
•

17h00 – 18h30

Structures to manage labour migration, services and functions –
the experience
Capacity building priorities
Bilateral agreements and their implementation
Ways to increase cooperation among sending countries and with destination
countries

Session on draft Summary of the Chairperson and Recommendations and its
Follow-up
• Discussion of the draft chairperson’s summary
• Modalities for follow-up
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AGENDA
MINISTERIAL CONSULTATIONS
2 April 2003
Bandaranaike Memorial International Conference Hall (BMICH),
Colombo, Sri Lanka

Morning
9h00 – 10h45

Inaugural Ceremony

10h45 – 11h15

Tea Break

11h15 – 12h45

Addresses by the Ministers
Chair:
Opening
Statements:

Statements:

H.E. Mr. Mahinda Samarasinghe, Minister of Employment
and Labour, Sri Lanka
-

H.E. Mr. Mahinda Samarasinghe
Mr. Brunson McKinley, Director General, IOM

-

H.E. Mr. Reaz Rahman, Minister For foreign Affairs,
Bangladesh
H.E. Mr. Bu Zhengfa, Vice Minister, Labour and Social
Security, China
H.E. Dr. Sahib Singh, Minister of Labour, India

12h45 – 14h00

Lunch
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Afternoon
14h00 – 16h00

Addresses by the Ministers (continued)
Chair:

H.E. Mr. Mahinda Samarasinghe, Minister of Employment
and Labour, Sri Lanka

Statements:

-

16.00 – 16h30

Tea Break

16h30 – 18h00

Plenary Session

H.E. Mr. Jacob Nua Wea, Minister of Manpower and
Transmigration, Indonesia
H.E. Mr. Kamal Prasad Chaulagai, Minister of Labour
and Transport Management, Nepal
H.E. Mr. Ashraf Qureshi, High Commissioner of
Pakistan
Mr. Jose S. Brillantes, Under Secretary, Department of
Foreign Affairs, Philippines
Sub.Lt. Prapas Limpabandhu, Advisor to the Minister
of Labour, Thailand
H.E. Dr. Nguyen Luong Trao, Vice Minister, MOLISA,
Viet Nam

Chair:
•
•
•

18h00 – 18h20

Closing Remarks
•
•
•

18h30

H.E. Mr. Mahinda Samarasinghe, Minister of Employment
and Labour, Sri Lanka
Presentation of draft Summary of the Chairperson and Recommendations by
the Rapporteur
Discussion and Adoption of Chairperson’s summary
Follow-up modalities

H.E. Mr. Mahinda Samarasinghe, Minister of Employment and Labour,
Sri Lanka
Mr. Brunson McKinley, Director General, IOM
Vote of thanks

Press Conference
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PREPARATORY MEETING

11

12

Preparatory Meeting

OVERVIEW OF TRENDS AND CHARACTERISTICS
OF LABOUR MIGRATION IN ASIA
by
Robyn Iredale
Asia Pacific Migration Research Network (APMRN)

13

International migration in the Asian region has changed substantially over the last two decades
in terms of its magnitude, directions and character. Migration into and within the region takes a
variety of forms – tourists, students, refugees, family reunion, labour, business – but migration
for economic reasons, particularly temporary labour migration, has experienced the most rapid
growth. Labour migration is expected to become increasingly important to the countries of the
region in the foreseeable future.
This presentation will provide an overview of the paper on International Labour Migration in
Asia: Trends, characteristics, policy and interstate cooperation, prepared by AMPRN for Consultations at the request of IOM. The full text of the paper is available in the annexes.

OVERALL TRENDS OF LESS SKILLED LABOUR FLOWS TO THE
GULF STATES AND WITHIN ASIA AND HIGHLY SKILLED MIGRATION
TO OECD COUNTRIES

Table 1 shows the growth between 1980 and 1999 for Bangladesh, India, Pakistan and Sri Lanka
in South Asia, Indonesia, the Philippines and Thailand in South-East Asia, and China. Comparable data are not available for Nepal and Viet Nam but, where possible, data will be supplied in
the sections relating to those countries. These figures exclude a considerable amount of
“irregular” migration from these countries. The importance of irregular labour migrants cannot
be disputed and estimates for 1997 are shown in Table 2.
TABLE 1
AVERAGE ANNUAL NUMBER OF MIGRANT WORKERS ORIGINATING IN LABOUR-SENDING
COUNTRIES OF ASIA AND REGIONS OF DESTINATION (%)
Sending country/Receiving region
South Asia
Bangladesh
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances (Land)
India
Western Asia (Gulf)
Other Countries
Number of Clearances
Nepal
Pakistan
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances
Sri Lanka
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances

1980-84

1985-89

1990-94

1995-99

92.0
1.0
7.0
53 000

95.9
0.5
3.6
78 000

83.5
15.6
0.9
174 100

…
…
…
262 000 (95-98)

92.4
7.6
223 5000
….

95.8
4.2
139 800
…

96.0
4.0
297 225
…

…
…
400 275 (95-98)
…

97.2
0.0
2.7
124 500

99.9
0.0
0.1
76 800

99.6
0.2
0.2
143 000

…
…
…
127 075 (95-98)

…
…
…
31 300

94.5
4.3
1.2
18 900

95.4
3.3
1.3
52 300

94.0
4.0
2.0
164 312
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TABLE 1 (cont.)
AVERAGE ANNUAL NUMBER OF MIGRANT WORKERS ORIGINATING IN LABOUR-SENDING
COUNTRIES OF ASIA AND REGIONS OF DESTINATION (%)
Sending country/Receiving region
South East Asia
Indonesia
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances
Philippines
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances (Land)
Thailand
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances
East Asia
China
Western Asia (Gulf)
Other Asia
Outside Asia
Number of Clearances

1980-84

1985-89

1990-94

1995-99

64.9
20.5
14.6
24 400

78.0
13.1
8.9
63 500

40.6
55.5
3.9
118 000

38.5
48.4
13.1
321 300

84.8
11.2
4.0
274 000

71.8
22.5
5.7
353 900

61.6
30.6
7.9
471 000

42.2
39.4
18.4
562 000

81.7
5.3
13.1
60 100

72.4
14.6
13.0
89 600

24.4
71.9
3.7
86 800

8.9
87.1
4.0
193 100

80.1
6.0
14.4
35 600

48.2
18.6
33.3
61 100

3.7
37.6
58.6
135 000

…
…
…
275 000

Sources: Zlotnik (1998: 31-32), Stahl and Iredale (2001: 2), United Nations (2003), Wickramasekera
(2002: 15) and Sri Lanka Bureau of Foreign Employment (2001: 4).

TABLE 2
ESTIMATES OF IRREGULAR MIGRANTS IN SELECTED ASIAN COUNTRIES/REGIONS, 1997
Countries/Regions
of origin
Bangladesh
Cambodia
China
Indonesia
Korea
Malaysia
Myanmar
Pakistan
Philippines
Taiwan
Thailand
Viet Nam
Others
Total

Japan

Korea

Taiwan

5 864

Malaysia

Thailand

246 400
68 468

38 957
52 854
10 926
5 957
4 766
42 627
9 403
38 191

57 722
2 353

2 700

475 200

400
5 935
13 909

5 150

25 600
12 000
9 600

684 676

6 000

8 000

72 242

8 200
6 389
43 448

5 750

23 200

92 135

281 157

148 048

20 000

800 000

845 279

Source: Scalabrini Migration Center (SMC) (2000).
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MAJOR TRENDS

BANGLADESH
Less skilled

Highly skilled to OECD countries

•

262,000/year regulars (1995-98)

•

Mostly to the Middle East (>80%) and Malaysia

•

Few women (5% in 2002) in regular flows –
previously it was not permitted

•

•

% among temporary migrant workers declined in
recent years

•

Now mainly nurses to UK

•

Student migration has been increasing and many
overstayers.

Large numbers of “irregulars” (250,000)
in Malaysia

INDIA
Less skilled

Highly skilled to OECD countries

•

>400,000/year regulars (1995-98)

•

Most (96%) to the Middle East (KSA) and Nepal

•

Number of “irregulars” unknown

•

From few states – Kerala (55%), Andhra
Pradesh, Tamil Nadu and Maharashtra

•

Permanent out-migration since 1960s of doctors
& engineers due lack of employment, low wages

•

Dramatic increase in 1990s in temporary
migration – IT, nurses, doctors, customer and
financial experts

•

Increasing number of fee-paying students

NEPAL
Less skilled

Highly skilled to OECD countries

•

No official data

•

Mainly to India (MoU provides for free passage)

•

Unknown % of women – including trafficking for
sex industry

•

Plus widening destinations – Japan, Hong Kong,
Brunei

•

Some full fee-paying students become temporary
or permanent migrants

•

Increased skilled out-migration with Maoist
insurgency

PAKISTAN
Less skilled

Highly skilled to OECD countries

•

127,000/yr regulars (95-98)

•

•

Almost all (99%) of regular flows to the Middle
East – decline of KSA and growth of UAE in
1990s

Small number of temporary out-migrants –
women as nurses

•

Increasing number of fee-paying students

•

“Irregulars” in Japan, South Korea, Malaysia, etc.

•

99% male – women <45 not permitted to migrate
as domestics
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SRI LANKA
Less skilled

Highly skilled to OECD countries

•

164,000/year regulars (95-99)

•

•

Mostly (94%) to Middle East – KSA, UAE and
Kuwait

High level of permanent out-migration in past
due to ethnic conflict and lack of employment

•

Slight increase in temporary mobility – 881 males
and 42 females in 2000 – opportunities being
sought by Government

•

Figures for “irregulars” not known

•

Increasing % of women – from 40% in 1980 to
68% in 2001 – mostly as domestics

INDONESIA
Less skilled
•

321,000/year regulars (1995-98)

•

“Irregulars” outnumber regulars
(stock of 475,000 in Malaysia)

•

70% men and 50% of women to Malaysia

•

35% of women to Middle East (mainly KSA)

Highly skilled to OECD countries
•

Increasing number of students, especially
Chinese

PHILIPPINES
Less skilled (land-based)

Highly skilled to OECD countries

•

562,000/year regulars and irregulars (1995-99) –
almost equal number of regulars and “irregulars”

•

Ongoing high level of permanent out-migration
as skilled migrants or for marriage

•

To Middle East (42%), Asia (39%), increasing
importance of Europe and North America

•

•

“Irregulars” in Japan, South Korea, Taiwan,
Malaysia, etc.

Dramatic increase in temporary out-migration to
US, Canada, UK, Japan, etc. – engineers,
nurses and IT sector – strong government policy

•

Females comprised 50% in 1992 and 70%
in 2000

THAILAND
Less skilled

Highly skilled to OECD countries

•

193,000/year regulars (1995-99) – % women not
known

•

Redirected from Saudi Arabia to Asia (esp.
Taiwan) in late 1980s – due to incident

•

40,000 “irregulars” in Japan, and others in South
Korea, Taiwan, Malaysia

•

Also receives many workers (stock of 688,409 in
1998) – >80% on “irregular” basis from Myanmar
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•

Some overseas students stay on

•

Some marriage migration of skilled women

VIET NAM
Less skilled

Highly skilled to OECD countries

•

37,000 in 2001 – mostly to Taiwan, South Korea
and Japan

•

Few overseas tertiary students but obligated to
return

•

46,000 in 2002 – redirected to Malaysia, Taiwan
and Laos

•

Some family reunion migration

•

23% women in 2002

•

High level of government control – ban on
women going as domestics

CHINA
Less skilled
•

275,000/year regulars (1995-99)

•

Mostly to outside Asia (Russia) and Other Asia

•

Regulated by the Bureau of Public Security:

•

(1) Government-organized project engineering
and labour cooperation; and

•

(2) Overseas employment of individuals –
managed by employment service agencies

•

Unregulated “irregular” flow growing and
managed by “illegal” agents to Japan,
South Korea, etc. – especially women

Highly skilled to OECD countries
•

Increasing level of fee-paying student migration
– low return rates

•

Increasing numbers in H-1B visa temporary
intake to USA, and to Japan

•

High level of out-migration from Hong Kong
before 1997 – many returned permanently or
temporarily now
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NATIONAL POLICIES AND PRACTICES
ON LABOUR MIGRATION MANAGEMENT
The problems of migrant workers are not the same throughout the world and the remedies sought
in Europe may be different from those in the Middle East or Asia. Also, the problems of longterm migrant workers tend to be different from those of short-term overseas contract workers. In
some countries, problems are due to individuals, such as employers, within the context of a
relatively well functioning legal system, while in other countries problems are caused by governments’ implementation of laws that others would view as harsh.

Foreign Labour Market Development and Marketing
On the whole, countries in Asia are increasingly seeking out foreign labour markets for their
workers as poverty, high unemployment and lack of development make this a desirable political,
economic and social strategy. The major strategies to promote workers overseas are the dispatch
of overseas missions, the work of agents and the negotiations for bilateral and multilateral
agreements.
A more pro-active approach is being adopted by governments. For example, Sri Lanka set up the
Sri Lanka Bilateral Cooperation Unit, which collects information from missions on job opportunities abroad.
The role of private recruitment agencies has been important in expanding labour migration in
Asia, especially for workers from South-East Asia. Indeed, practically all migrant workers from
South-East Asia have found their jobs through private recruitment companies who link up with
job brokers in Taiwan (Province of China), Singapore, Hong Kong, Kuwait or Riyadh.

Protection of Migrant Workers in Recruitment and Employment
At the moment, countries are competing with each other and this often leads to less protection
for the migrants, the role of agents in exploiting workers is well documented. There is a need to
better monitor their activities or to find alternatives for recruiting and managing labour migrants. The Philippines Seafarers’ Union is an example of an organization owned by the workers
themselves (they contribute a fee to its operation) that locates employment, negotiates conditions and terms of employment and looks after the interests of workers once they are employed.
In Thailand, in an attempt to curb the extortion of migrant workers by agents, the Government
has established the Public Overseas Placement Agency to cut down on private recruiters.
Protection during employment is variously managed – some countries have a spread of labour
attachés while others are unable to resource this function The Philippine Government has progressed farther along the route of protection than other labour-sending countries. They established a comprehensive framework including agencies to monitor programmes, legislation
(RA 8042) covering irregular migrant workers as well as regulars, “model” contracts, the monitoring and control of agents, repatriation provisions, and dispatching of offshore labour attachés.
Attempts at higher level of government control are made in China and Viet Nam.
19

Policy and Legislative Frameworks, Structures and Mechanisms Governing
Labour Migration
International instruments
The UN Convention on the Rights of Migrants and Members of Their Families has received the
20 ratification needed to bring it into operation, but by only three countries in Asia, the Philippines, Sri Lanka and East Timor. Asian countries should all be encouraged to accede to this and
the various ILO conventions, and these should be translated into domestic legislation.
National legislation
Most national legislation does not cover irregular migrants, but the Philippines’ Republic Act
8042 (RA 8042), Migrant Workers and Overseas Filipinos Act of 1995 is designed to establish
higher standards of protection for all migrant workers and their families. It covers many aspects
from deployment to repatriation and reintegration. While not perfect, it constitutes a good “model”.

Pre-Departure Training and Orientation
Pre-departure training and orientation may take a variety of forms. It can be offered by governments, NGOs or employers in receiving countries (Singaporeans in India). It may be compulsory
(Philippines) or voluntary.
It should encompass:
•
orientation regarding work and life in receiving country;
•
language and cultural training;
•
work and personal skills development;
•
handling remittance transfers;
•
services/mechanisms for dealing with problems offshore;
•
repatriation options;
•
reintegration.

Remittance Management
It is evident that the foreign exchange earned by nationals working abroad is one of the primary
driving forces behind adopting a pro-active labour migration policy. Migrant remittances constitute an important source of foreign exchange that can be utilized in debt servicing and in paying
for vital imports. The most direct link between migration and development in countries of origin
is through remittances – the funds migrants send home.
The flow probably exceeds US$ 100 billion worldwide with more than 60 per cent going to
developing countries. The ILO estimates that globally the value of remittances flowing through
informal channels is as large as through official channels.
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Over the years, Asian governments have introduced a number of policy measures to influence
the flow and use of remittances. The most important step governments can take to stimulate
remittance flows and realize their development potential is to develop a sound economic policy
and a legal environment that promotes capital inflows, including formal remittances.

Labour Migration Information Systems and Data Collection
Better data collection provides more information for intending labour migrants to make a safer
choice. The Philippines has the most developed system. Data are publicly available on the POEA
and Commission on Filipino Overseas’ websites. This enables a comprehensive analysis of changing trends, including for irregular migrants; an interagency committee is responsible for establishing a shared government information system for migration that will provide data and advice
to prospective migrant workers. The Philippines’ Migrant Advisory Information Network (MAIN),
which involves governmental and non-governmental agencies and operates under the auspices
of the Commission on Filipinos Overseas, also contributes to the effective operation of the
system. This system can link up with other databases, especially in the Asia Pacific region.

Reintegration of Returning Labour Migrants
It is important to provide assistance to find work or to set up a small business, to try to ensure
that labour migration is not self-perpetuating, that is, that people do not need to re-migrate.
The reintegration of returning labour migrants is often overlooked by governments (except in
Viet Nam), but successful reintegration can provide direct benefits from migration.
The existing programmes need to be improved. They are mostly run by NGOs and their expertise should be tapped. There is a need to cater to family and social adjustment issues. The most
important step governments can take to maximize the development potential is to provide training in small business operation and promote a positive image of returnees.

Inter-state Cooperation
Inter-state cooperation in the region has developed slowly and in an ad hoc fashion. Countries
mainly compete with each other.
Some countries of destination are receptive to the idea of establishing less formal arrangements
for cooperation on labour migration management with countries of origin.
Many commentators are critical of both sending and receiving countries. One criticism is that
migration only becomes an issue when it facilitates the increased mobility of flexible labour, but
it fails to be part of the agenda when it concerns migrant workers’ rights. Another criticism
concerns labour-receiving countries in the region, which have been largely adverse to the formulation of bilateral agreements to obtain labour or to provide social security to foreign workers.
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There is a need for more effective bilateral and multilateral agreements. In recent years, the
Philippine Government has moved away from general agreements towards more focused instruments which are easier to negotiate and implement.
Regional bodies need to pay more attention to this issue. Existing bodies (ASEAN, APEC) have
had little impact and have found it difficult even to agree on things like basic conditions of
employment, living wages, model contracts, etc.

ISSUES FOR THE THREE MOST VULNERABLE GROUPS
AND SKILLED MIGRANTS
It is generally agreed that the three most vulnerable groups of migrant workers are irregular
workers, female workers and trafficked people, and these are the ones needing the most urgent
and comprehensive attention. The growth of highly skilled migration, especially the temporary
element that is incorporated under the General Agreement on Trade in Services (GATS), provides new challenges to countries wishing to benefit from their outflows.

Issues for the Most Vulnerable Groups
Irregular migrant workers
The high costs of migration, the inflexibility and/or brevity of some contracts and the absence of
legal opportunities to migrate often lead to an increase in the numbers of irregular migrants.
Where their labour is needed, unless the country adapts its migration intake programmes to meet
the needs of their economies, irregular migration will continue to thrive.
Many female workers
There is an increase in female migration. Two major problems are identified. Firstly, women’s
live-in domestic work continues to be seen as an extension of household work and is, therefore,
not properly valued or included in employment acts. This leads to a lack of protection regarding
working and living conditions. In the case of sex work, the discussion needs to recognize the
diverse, complex and contradictory processes at work. Gross economic inequalities result in
different degrees of “choice” and/or “constraints”, and the tendency to use either a “victimization” or an “agency” perspective often masks the complexity of the conditions under which
women work. Human rights advocacy and policy making in this area need to pay attention to the
specific contexts in which migration for sex work occurs.
Victims of trafficking
The trafficking (involving some element of coercion or force) of women and children, often for
sex and other exploitations, is rampant in Thailand and the neighbouring countries of the region
(Viet Nam, China, Bangladesh, Nepal, India and Pakistan). The victim should not be punished.
Efforts so far undertaken in the region to combat the phenomenon had little impact.
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Skilled Migrant Issues
In terms of highly skilled migration, a range of issues emerges. Clearly the definition of a “skilled”
migrant is problematic, but the deliberate distortion of the concept of “skilled workers” or “skilled
visas” needs addressing. The under-employment of skilled migrants is equally problematic in
many countries. Many migrants with university (or equivalent) qualifications work abroad in
low skill jobs where the money they earn is still more than they could at home. The downgrading
of their skills is a waste of human capital.
One consequence of the current skilled migration trends is that, on balance, the richest nations
are benefiting most from such flows. Sustainable development in the rest of the world will
become increasingly difficult unless poorer regions can reverse some of the flows or join major
knowledge networks.
How to maximize the benefits for sending countries?
The overall perception of many developing countries in Asia is that receiving countries are
tapping their skills and/or that receiving countries should ‘compensate’ the sending countries in
some way. To this end, the Committee on Science and Technology (S&T) in Developing Countries (COSTED 2001) proposed the establishment of an Intellectual Resources Management
Fund (IRMF), similar to the IMF, to address the ‘brain drain’ in developing countries and to
maintain and improve the standards of S&T professionals in developing countries. Countries
that benefit from skilled migration flows and thereby gain human capital from other countries,
especially from developing countries, should contribute to such a fund. The funds could be used
to run programmes to enable additional training, exchanges, collaboration and better working
conditions in less developed regions.
Countries with sizeable overseas populations are progressively taking steps to link their diasporas
with development issues in the country of origin. For sending countries, a wide range of policies
could be implemented. Taiwan (Province of China) has developed policies since 1950 that range
from incentives and travel and other cost coverage, to business support and development, and
these have helped to bring back 20 per cent of its skilled nationals between the 1950s and the
1990s. Other countries could look to this model for policies to adapt to their own economies.

CONCLUSION: FUTURE DIRECTIONS?
There are many good national policy options already in place in the region that could be used as
a model. The greatest weakness lies in the lack of sufficient collaboration both among sending
countries, and among sending and receiving countries. This consultation process provides an
opportunity to share information and discuss regional and other standards or mechanisms that
may provide scope for better labour migration programmes in the future.
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The Philippines deploys an average of 900,000 workers annually in various skills categories in
165 countries worldwide. To date, it is estimated that there are about 7 million Filipino overseas
workers. Of this number about 2 million are permanent migrants in the United States.
Although overseas employment has brought about economic gains for the worker, his family
and the country in general, the worker encounters a wide range of problems along the way –
from the time he applies for work, reaches the job site and upon his return home.
This presentation attempts to share the Philippine experience in protecting and promoting the
well-being of Filipino migrant workers from the various problems they face in their process of
applying for work and while working overseas.

HISTORICAL BACKGROUND
The Philippine migration programme started in 1974 with the promulgation of the Philippine
Labor Code. Initially thought as a stopgap measure to address the country’s high unemployment
and generate much-needed foreign exchange, the Philippine programme has evolved through
the years, particularly with the enactment of the Migrant Workers and Overseas Filipino Act of
1995. This new law prescribes the policies on the deployment of overseas Filipino workers
worldwide. Among others, the new policy seeks to provide a higher standard of protection for
overseas Filipino workers and their families.

STRUCTURE OF OVERSEAS EMPLOYMENT
The Philippine Government, through the Department of Labor and Employment (DOLE), manages
the migration of Filipino workers through a systematic recruitment network. In general, the
deployment of Filipino workers is done through an organized system using the services and
facilities of private recruitment agencies and the recruitment facility of the government.
There are several government offices attached to the Department of Labor and Employment
which handle functions relating to the employment of Filipino workers abroad:
• The Philippine Overseas Employment Administration (POEA), is primarily tasked to manage
the overseas employment programme of the government by regulating the operations of private
employment agencies. This agency is also responsible for setting standards for employment,
and issues policies for recruitment and documentation of workers.
• The Overseas Workers Welfare Administration (OWWA) is tasked to provide welfare assistance and benefit programmes to migrant workers and their dependants. It provides skills
enhancement/trainings of overseas Filipino workers on-site, social work, legal, cultural and
entertainment programmes, develops support and finances projects for the welfare of migrant
workers. OWWA exists through membership contributions paid by foreign employers and
workers.
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• The Technical Education and Skills Development Authority (TESDA) provides technical education and skills development and training to Filipino workers.
• The National Labor Relations Commission (NLRD) hears and decides labour management
disputes and handles cases arising from employee-employer relationships of Filipino migrant
workers.
• The International Labor Affairs Services (ILAS) provides staff support and policy guidelines
to the Secretary of Labor and Employment in the supervision, monitoring and reporting of the
activities of the corps of 34 Labor Attachés now assigned in 26 different countries. Labor
Attachés head and manage labour offices that provide employment and welfare services to
Filipino workers on-site. These offices, which are also manned by Welfare Officers, are part
of the structure of the Philippine Embassies or Consulates.

ISSUES AND PROBLEMS
There are issues and problems that confront our overseas workers.
Our experience reveals that, apart from the role of government, recruitment agencies play a
critical role in ensuring the protection of workers’ rights. To avoid exploitation of workers, they
should ensure that selected workers are properly prepared for deployment and that the provisions in the employment contract are fully enforced as legally agreed both by Filipino migrant
workers and their employers. If recruitment agencies are remiss of this obligation, it is the workers and the government who suffer in the process.

PRE-DEPARTURE
Among the problems experienced by Filipino migrant workers prior to their departure to the job
sites are the following:
Overcharging of Fees
The most common complaint of Filipino workers is the overcharging of placement fees. Overcharging of fees is often associated with the layered recruitment system through the presence of
manpower brokers, formally or informally, in the host country. This problem is also aggravated
by the willingness of workers to pay excessive fees, the inability of government agencies to
effectively enforce regulations and the rigidity of the justice system.
Non-Disclosure of Real Terms and Conditions of Employment
This practice involves non-disclosure by recruitment agencies of actual terms of employment
offered by employers and the conditions at worksites.
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Non-Implementation of Pre-Departure Orientation Seminar
While recruitment agencies are required to provide a mandatory pre-departure orientation seminar and to brief their workers on employer-specific information, some workers do not go through
actual pre-departure briefings.

ON-SITE
While working abroad, Filipino workers experience the following problems:
Violation of Employment Terms and Conditions
The most violated provisions of the employment contract are on wages, airfare, and working
hours. Problems on wages include delayed or non-payment, as well as underpayment of wages,
and unauthorized deductions. On the other hand, some workers face problems on non-provision
of airfare both on departure and return, or upon completion of the employment contract. Air
transport is also a serious problem whenever the worker needs to be repatriated or has preterminated his/her employment with an abusive employer. A good number of workers are not
paid overtime pay or are forced to extend work hours.
Poor Living Conditions
Workers often complain of substandard living conditions, poor accommodation and inadequate
food provision while on-site. They also experience difficulty in coping with cultural practices
and security restrictions in the host country.
In predominantly Muslim countries, they are restricted in practising their religion and are forced
to go underground if they insist on doing so. In some instances, they are jailed in the host country
for practising their religion. Their movement within the country is likewise restricted, as well as
their right to engage in some form of entertainment and leisure.
Maltreatment/Exploitation
A number of Filipino migrant workers experience maltreatment and exploitation at the job sites.
This can be attributed to several factors like lack of preparation and information before deployment, host countries’ prejudicial labour policies due to socio-cultural considerations, and weak
welfare protection mechanisms for foreign workers that reinforce the recruitment agencies’ and
employers’ exploitative practices.

WORKERS PROTECTION (MEASURES TO CONTROL RECRUITMENT)
Thus far, the Philippine Government has developed, over the years, several programmes and
policies designed to protect the interests and promote the welfare of the overseas workers. These
include, among others, the following:
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REGULATING RECRUITMENT
Recruitment of Filipino workers is generally conducted only through licensed recruitment agencies. This allows the Philippine Government to put in place rules and regulations for the conduct
of recruitment and the setting of standard employment terms and conditions of employment. In
order to operate legally, recruitment agencies are required to obtain a licence from the Government. Should they be found operating without a licence, they could be hailed to court for violating the rules and regulations on overseas employment.
The Philippine Government also maintains its in-house recruitment facility at the POEA. This
office is the government recruitment arm but primarily caters to the manpower requirements of
foreign government employers and other selected private foreign clients. This facility allows
easy government intervention when national interest calls for direct recruitment by government
as in the following cases: when entering a new market abroad for Filipino workers; when hiring
through the private sector becomes excessively expensive, or when special hiring procedures are
needed.
Workers who are able to secure jobs on their own, through direct contract with employers or
without the intervention of recruitment agencies, are also required to process directly with the
POEA for documentation. This is known as the name hiring system. There are no placement or
recruitment fees paid by the worker under this hiring system.
To further protect the workers, the deployment of overseas Filipino workers goes through an
organized system of employer verification/accreditation, worker education, and documentation.
Verification of Employment Documents
Foreign employers desiring to hire Filipino workers generally have to establish their juridical
personalities with the qualification standards for their job vacancies. The Philippine Overseas
Labor Offices abroad verify the employment contract to check if the terms and conditions are
well within the minimum standards, as well as verify the existence of the employer and its
company or project. Upon full verification of the recruitment documents, the foreign employer
is required to deal with a Philippine recruitment agency licensed by the Department of Labor and
Employment through a system of accreditation and registration.
Worker Documentation
Workers who are selected by foreign employers have to undergo documentation to include the
pre-employment medical examination in accordance with the minimum standards established
by the host government or employer, or at the least, by the philippine department of health. They
are also required to present their employment contract for approval at the poea.
Workers who have completed the government process are issued electronic ID cards which
prove that the worker and his employer through his Philippine agent have passed through the
legal process. The e-card also serves as an OWWA membership card and may be used for government transactions, international remittance and discount.
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Workers Education (Pre-Employment Orientation/Pre-Departure Orientation)
It is important for migrant workers, through worker education, to have sufficient information to
arm them against exploitation. Thus, all overseas Filipino workers are required to undergo a predeparture orientation seminar or PDOS before leaving the country. During the PDOS, workers
are provided with information on the country of destination, realities at the job site, do’s and
don’ts, travel tips, remittance of salaries, their responsibilities as workers and their co-workers,
their families, and the country, as well as the Philippine offices they can contact in times of
crisis. The PDOS is conducted by industry associations, non-governmental organizations, people’s
organizations, and other institutions accredited by the POEA. Recruitment agencies provide
supplemental briefings to their workers, particularly employ-specific requirements to enable
workers to quickly adjust to their work.
Pre-Employment Orientation
To complement the PDOS, the POEA introduced the pre-employment orientation seminar (PEOS)
which is conducted in the regions and provinces, to enable prospective worker-applicants to
make informed decisions before they desire to pursue an application for overseas employment.
The PEOS, usually conducted by local government units, provides warnings against illegal recruiters, information on employment prospects worldwide, as well as values orientation for prospective workers.
On-site Services
Through the years, the Philippine Embassy/POLO continues to provide effective controls and
mechanisms to lessen the occurrence of above case at the job site. The strong presence of these
structures, as well as the active participation of Filipino communities/workers groups, including
the support of the foreign employers, have all contributed in making the life of the Filipino
worker more bearable on-site. Many employers provide recreational and sports facilities to boost
the well-being of the Filipinos. A renewed vigour in the provision of welfare services has also
been felt by the Filipino community from the Philippine Embassy/POLOs.
Contingency Plans
To ensure the safety and security of Filipinos during crisis situations while at the job site, the
Philippine Government has put in place a system for contingency planning to manage crisis
situations such as natural disasters and wars like the ongoing US-Iraq conflict. The Philippine
Embassy/Philippine Overseas Labor Offices and the designated area leaders/coordinators implement the contingency plans at the job site.

REINTEGRATION PROGRAMMES
In the Philippines, promoting the interest and welfare of overseas workers does not end at the
time the workers finish their employment overseas. Their interests are further pursued as they
return home with the government’s package of reintegration programmes.
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To facilitate the re-entry and reintegration of returning workers into the mainstream of the society, the government offers various programmes and assistance on livelihood and business development, savings and investments, training, credit and micro-finance, housing and related
programmes.
On livelihood and business development, the Department of Trade and Industry, through its
Bureau of Small and Medium Enterprise Development, offers business development services
for workers who would opt to become entrepreneurs in small and medium enterprises. The
Office provides consultancy services, entrepreneurship training, and skills upgrading courses.
To maximize earnings and put into productive use the hard-earned remittances of Filipino workers, Philippine banks and financial institutions offer investment programmes that would bring
more financial benefits to the workers and their families.
On credit and micro finance, the government offers livelihood loans to families of up to P100,000
(approximately US$1,850), re-entry loans of up to P20,000 (US$370) and a maximum of P50,000
(approx. US$925) for group assistance loans. The government also taps non-governmental
organizations in providing livelihood and credit facilities as well as entrepreneurship training to
Filipino workers.
Housing loans and packages are also available to Filipino workers who are members of the
Home Mutual Development Fund. The offer to purchase a house starts at the time the worker is
actively employed overseas. For this purpose, housing and real estate developers are brought to
various worksites.
Further, social reintegration programmes are offered to returning workers to respond to social,
emotional and psychological trauma, created by sudden displacement from work and other welfare
situations.

RECENT DEVELOPMENTS
In upholding the interest and welfare of Filipino workers, the Philippine Government has expressed concern over recent developments in the world, a concern which labour-sending countries should similarly recognize.
Hong Kong
Effective today, the Hong Kong Government has imposed a wage cut of US$52 per month on the
salary of all foreign domestic workers. This decision may be very unfortunate for us, as our
Filipino domestic workers in Hong Kong now number 150,000 and constitute 60 per cent of the
total number of this trade in that country. We regret that despite our efforts, at the highest diplomatic levels, to prevent this decision and the long service of our workers to their employers, they
are rewarded with wage reduction more than anybody else in Hong Kong. With this decision,
members of the civil society, particularly non-governmental organizations and workers groups
in Hong Kong, joined forces in protesting the wage cut. On our part, an ILO representation case
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by the Trade Union Congress of the Philippines has already been filed and received by ILO in
Geneva. Due to the seeming indifference of the Hong Kong SAR to our appeal, the Philippine
President also directed the labour department to temporarily suspend the processing of documents of Filipino household workers bound for Hong Kong. The ban is still in effect as of this
day.
In the same country, the dreadful killer pneumonia or the SARS has brought everyone, including
foreign workers, to a heightened state of alert. The risk of contamination is highest among health
and household workers where caring of the sick is part of their work.
Saudi Arabia
The deployment of Filipino household workers to Saudi Arabia has recently been affected by the
“unified contract”, a supposed recruitment agreement between Saudi recruitment agencies and
their counterpart Philippine manpower agencies. The document has been imposed by the Saudi
Embassy in Manila as a requirement for the issuance of visa. While the DOLE views the unified
contract as purely a business contract between the Saudi recruitment agencies and their counterparts in the Philippines, it has expressed concern about the possible adverse effects that the
unified contract will have on the Filipino workers by way of delays in deployment, additional
documentary and financial burden and the adoption of conditions which may reduce the protection of workers.
The Gulf States
Last year, member states of the Gulf Cooperation Council imposed unilaterally some kind of a
“cartel” on the pre-employment medical examination of Filipino workers. By dealing only with
selected medical clinics accredited by the Council, the system will greatly inconvenience our
workers and will prejudice their interest.
The Middle East
The prevailing situation in the Middle East, particularly with the ongoing war in Iraq, the threats
of terrorist attacks and suicide bombers, has placed the Philippine Government on full alert on
how to ensure the safety of some 1.2 million Filipino workers in that Region. The danger that
this situation poses to our workers and the needed attendant government responses to the situation are serious. For the workers, this may mean displacement, loss of income, loss of jobs and
even loss of lives. For workers’ families, this means extreme fear and anxiety. And for the government, a tremendous responsibility and cost.
These are but a few of the developments in the world that have a bearing on the interests of our
workers. There may be many of them to come. While initially, our concern is for our workers, we
believe that, collectively as sending countries, we ought to open our eyes and collaborate with
each other to pursue further our common desire to protect our workers.
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RECOMMENDATIONS
Therefore, the following recommendations are on hand:
1. Sending countries must forge alliances to strengthen our collective bargaining position on
issues affecting our workers while working overseas. These alliances can come either through
bilateral or multilateral (regional) agreements/arrangements.
2. Establish regular exchange of information among countries through the setting up of an information exchange system on good practices, anti-trafficking measures, watch listing of notorious or abusive employers. The ILO, IOM and other international bodies may be tapped to
assist in this project.
3. Create a scheme for regional assistance through technical cooperation and development
programmes on common employment and recruitment standards, training/human resource
development, entrepreneurial training, skills/technology transfer, and the like.
Given the wealth of experience and expertise that we are sharing with one another and the
learning that we shall be gaining from this two-day meeting, it is our hope that we can come up
with concrete resolutions and programmes that we can jointly pursue to address the common
problems we face as governments of workers originating in Asia and make a difference in protecting our migrant workers and enhancing their welfare.
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Mr. Chairman
and my fellow participants,
First of all, I congratulate IOM, the organizer and the Government of Sri Lanka for hosting this
most timely and worthwhile Labour Migration Ministerial Consultations for Countries of Origin
in Asia.
I also thank the organizer for the inclusion of this most important and fruitful agenda Protection
of Migrant Workers and Migrant Services.
Manpower Export is one the most significant sectors in the economy of Bangladesh for enhancing
socio-economic development through employment generation and poverty alleviation. Starting
in 1976, Bangladesh has exported more than 3.5 million manpower to more than 20 countries.
As Bangladesh is enriched with a huge population this sector has become the most significant
sector of economy of Bangladesh for enhancing socio-economic development through employment generation and poverty alleviation. This sector contributes a considerable amount of foreign exchange to the national exchequer.
The government extends ceaseless endeavour to establish legal and institutional framework to
facilitate and augment the smooth flow of emigrants and eradicate problems faced by them in
various stages. The government has established a code of conduct through framing of rules to
control the activities of recruiting agencies.
Problems faced by the migrant workers are mainly:
• Substitution of contract.
• Non-payment and under-payment of salary.
• Non-compliance with the contractual obligation for providing food, accommodation, health
services, etc.
• Not providing job.
• Maltreatment and sexual harassment of the female workers.
• Not providing legal documents to the workers.

MEASURES TAKEN
• Warning advertisement in the news media such as, TV, radio, newspapers and periodicals to
generate awareness among the job seekers to motivate the people to develop consciousness
about the relevant papers relating to their recruitment and transaction of money with proper
receipt and documents to avoid cheating by unscrupulous and fraudulent agencies. In order to
eliminate the malpractices of the recruiting agents and to reduce the exploitation of the emigrant
workers, the government has been taking various measures including creating awareness
amongst the potential emigrating workers and penalizing the defaulting recruiting agencies
by way of forfeiture of their security deposits to pay as compensation to the affected workers.
• Briefing sessions are arranged at BMET Briefing Center before departure of the workers to
make them aware about the employment agreement, service conditions, working environ-
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ment, salary and other benefits, remittance system, local languages of the host country, etc.
A booklet is also issued at the end of the briefing to each individual.
• The Bureau of Manpower, Employment and Training (BMET) issues recruitment permission
to the recruiting agencies after proper verification of the relevant documents.
• BMET also issues emigration clearance after checking visa papers, employment contracts and
other relevant documents in order to ensure that no harassment by middlemen in the recruitment process takes place.
The newly formed Ministry of Expatriates’ Welfare and Overseas Employment has recently
adopted some measures with a view to creating a congenial environment in the processing of
migration. It aims to streamline the procedures and find devices to reduce migration cost and
enhance wages of workers.
In recruitment procedure
• To stop illegal and unethical competition in procuring manpower demands by paying money
directly or through intermediaries to the employers. Steps are being taken to eliminate involvement of sub agents both in procurement of manpower demands and job seekers for
overseas employment.
• To reduce migration cost and to enhance facilities for workers, recruiting agents are being
directed to procure demand directly from the employing authority and to determine wages and
facilities in comparison to the workers of other countries.
• Authority is planning to take necessary steps to fix a reasonable airfare rate for out going
workers. In that case payment for tickets will be arranged through Bank. Bank will release the
money after confirmation of the departure of the workers.
One Stop service
To reduce the strain upon out-going workers arrangements are being made to keep the job seekers in a single complex in order to facilitate recruitment, issuance of passport, medical test,
purchase of air ticket and skill-testing. In this regard, a hostel complex is being constructed in
Dhaka to provide them with One Stop service.
Database
A computer database network is being established at 42 district level offices and BMET headquarters with connection at the Ministry and Airport. Compulsory registration for all types of job
seekers will be started and recruiting agencies will collect job seekers from amongst the registered candidates. The recruiting agencies may use their own computers to recruit from the database. This will make the process transparent and will open opportunity for all.
Website
A website is also going to be launched to create more awareness amongst the job seekers about
malpractice and to provide other information.
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Welfare to the Migrant Workers
The government has created a Wage Earner’s Welfare Fund (WEWF) in the BMET to extend
welfare services to the migrant workers. A Board of Directors comprised of inter-ministerial
representation operates this fund. Welfare activities out of this fund are spread over the manpower receiving countries for the expatriates and also for the benefits of families of the emigrant
workers in the country. The major services offered abroad for the welfare of migrant workers are
as follows:
There are Labour Attachés in ten migrant concentrated countries. The labour wings abroad extend the following services:
• Aid to stranded workers during repatriation.
• Financial Assistance to distressed workers.
• Efforts to mitigate problems of non-payment of salary and other benefits through labour courts
and other related offices by providing legal aide/ assistance to the workers.
• Burial of deceased Bangladeshi workers abroad.
• Repatriation of human remains of the Bangladeshi workers where the employer does not
provide.
• Collection of death compensation money and arrear dues through filing cases by legal aides.
Welfare Desk
Welfare Desks have been set up both at the arrival and departure lounges of Dhaka Airport in
order to extend assistance to the workers going abroad for employment, and also to check any
fake clearance before departure to avoid repatriation, and also to provide assistance to the returned migrant workers.

PROPOSAL
Up to now I have elaborated the present position of protective measures for the migrant workers.
To strengthen and improve the situation, both the sending and the receiving countries have a lot
of responsibilities. The workers are facing problems in getting their proper salary, food, accommodation, health facilities, etc., which may be dealt with in the receiving countries through the
promulgation of necessary laws and to ensure proper enforcement of those laws. Sometimes
human rights are violated by employers in the working environment. In this regard our missions
abroad will have to play a vital role by way of good interaction between them and the employers.
I take the opportunity to propose to form a common forum or association of receiving and sending countries to discuss the problems and find ways and means to solve them.
Thank you All.
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Over the past three decades there has been significant growth not only of trade and capital flows
within the region, but also international and cross-border flows of labour, ranging from low
skilled to highly skilled persons. Following the initial oil boom in the Gulf, rapid growth of the
economies of the region has created demands for migrant workers as some of the most dynamic
countries experienced labour shortages in some labour market segments, as tightening labour
markets allowed national workers to seek higher paying and better protected jobs. Labour migration has, therefore, become a structural feature of economic growth in the region, and is
likely to become more so in the future due to declining population growth and the closer integration of the regional economies through trade, tourism and investments.
Yet, unfortunately these migration processes have not always resulted in an improvement of the
conditions of migrant workers. Restrictive immigration policies, commercialization of migration
processes, exploitation in the workplace and trafficking have all increased significantly, thereby
creating numerous problems for both sending and receiving countries of migrant labour, as well
as for individual migrants. There has been serious erosion of migrant workers’rights in the process.
The objective of this paper is to highlight issues relating to protection of migrant workers in
Asia.1 The first part of this paper highlights features of Asian migration that have a bearing on
the protection of migrants’ rights. The second part briefly reviews various aspects of problems
faced by migrant workers. The third section provides an overview of the international instruments that have been designed to provide protection for migrant workers, particularly the ILO
instruments. The final section provides some policy options.

HIGHLIGHTS OF INTERNATIONAL LABOUR MIGRATION
FROM AND WITHIN ASIA
The issue of labour migration from and within Asia has been the subject of considerable research in recent years (ISEAS, 1995; Athukorala and Manning, 1999; OECD, 2001;
(Wickramasekara, 2002; IOM, 2003). Since the IOM/APMRN background paper (IOM, 2003b)
deals with this issue in detail, we shall only point to some trends which have a distinct bearing
on protection of migrant workers.
Changing destinations
Migration of workers from Asian countries has shifted from a predominantly Middle Easternbound flow to an intra-Asian flow within the past decade or so. This is mainly true of South-East
Asian countries while South Asia has continued to rely on the Middle East labour market
(Wickramasekara, 2001). The above shift has taken place notwithstanding the fact that some
labour-receiving countries in Asia have no regular admission policy for unskilled workers. The
result has been a substantial rise in irregular migration.
Temporary migration of labour
Labour migration from and within Asia is mostly on the basis of fixed-term contracts, which
permit only temporary migration. The short duration of the terms of employment has obvious
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implications for the recognition of migrant rights and their economic and social integration
in receiving countries. Permanent or settler migration still takes place on a limited scale to
Australia and New Zealand.
A migration flow dominated by semi-skilled and unskilled workers
Semi-skilled and unskilled workers face numerous problems in protection in both sending and
receiving countries compared to skilled workers and professionals, who move with foreign capital and enjoy more bargaining power.
Explosive growth in irregular migration
The most alarming development in the migration process in terms of its impact on the protection
of migrants’ rights in Asia is the rising share of “irregular migration” – commonly referred to as
“illegal”, “undocumented” or “clandestine” migration. “Irregular migration” is the preferred
term in international discourse, as it captures the nature of irregularities associated with different
stages of the migration process (recruitment, transit, entry, stay and work). Since these workers
have no legal status in the host countries, their rights are subject to frequent abuse.
The main causes of irregular migration in the region are: restrictive immigration policies in
labour-shortage receiving countries; extreme poverty and unemployment problems in countries
of origin resulting in acute emigration pressures; cumbersome and costly official bureaucratic
procedures which push potential migrants into informal and irregular channels; ineffective border controls in some receiving countries; political suppression, persecution and armed conflict
in source countries; malpractices of private recruitment agencies, and activities of criminal gangs
and traffickers.
Feminization of migration
Another pattern to emerge has been the increasing share of female workers migrating on their
own for overseas employment. The majority of these women migrate for low wage occupations,
such as domestic work. Hong Kong and Singapore represent the major destinations of domestic
helpers in Asia, while a sizeable number also migrate to the Middle East, especially to Saudi
Arabia and Kuwait. Entertainers also represent an important group of women migrants in Asia.
In all countries women migrants are one of the most vulnerable groups.

Increased trafficking of women and children
Another disturbing aspect of labour migration from and within Asia is the increased trafficking
of women and children across borders, often for commercial sex and other exploitative and
abusive purposes. The Greater Mekong Subregion and the Indian subcontinent represent several
transnational routes of trafficking. The working conditions of trafficked persons often amount to
slavery, forced labour or long-term debt bondage.
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Commercialization of the recruitment industry
The share of public employment services in sending workers overseas has fallen drastically,
giving way to a thriving industry of intermediaries in both sending and receiving countries.
These range from large firms to small unregistered enterprises. The recruitment industry has
been responsible for various human rights malpractices and may be held partly accountable for
the growth of irregular migration.

Aftermath of the Asian crisis on migrant workers
Among Asian countries, Indonesia, the Republic of Korea, Malaysia and Thailand were hit particularly hard by the economic crisis that set in 1997. Its effects were felt in an overall reduction
in labour demand, stemming from economic downturn, which accordingly reduced demand for
migrant workers. Apart from direct job losses, this led to reductions in wages and other benefits
even for skilled migrant workers. At one end, Malaysia and Thailand, hosts to a large migrant
worker population, mostly on an irregular basis, changed their lenient entry and stay requirements, as they proclaimed the need to save jobs for locals, and embarked on deportation of
irregular workers and non-renewal of work permits for regular workers. While the predicted
mass deportations obviously did not take place (Battistella and Maruja Asis, 1998), the adverse
perceptions and attitudes towards foreign workers have persisted even with economic recovery.

Programmes for nationalization of the workforce and reducing
dependence on foreign workers in the Gulf countries
Most labour-receiving Gulf countries have been implementing programmes for nationalization
of the workforce in the private sector, which is highly dependent on foreign workers from Asia at
present.2 During the oil boom, nationals were virtually guaranteed public sector jobs with attractive
benefits. With the drop in oil prices and recession, unemployment of locals, especially youth,
has risen sharply in countries like Saudi Arabia, Bahrain and Kuwait. The terms, “Saudization,
Bahrainization, and Kuwaitization” among others, refer to these programmes. The measures
may consist of reservations, quotas, restrictions and sometimes outright bans on the employment of foreign workers in certain sectors or occupations. The countries also have set targets for
reducing the share of foreign workers in the medium to long term. Asian labour sending countries should analyse the implications of these developments for their own overseas employment
programmes.

PROBLEMS OF MIGRANT WORKERS AND PROTECTION ISSUES
The problems experienced by Asian migrant workers are well documented. Delegates at the
Thirteenth Asian Regional Meeting, held in Bangkok during August 2001, noted that
Migrant workers are often the least protected. Irregular migration and trafficking expose workers to the
worst forms of abuse and exploitation. Even legally admitted workers do not enjoy the same rights and
level of social protection as the national workforce in most countries.3
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The problems of migrant workers can also be conceptualized in terms of migration stages: predeparture, in transit, in destination countries and on return. Protection means elimination of
discrimination and exploitation and the respect for basic human rights and rights at work of all
migrant workers. Yet, this is far from the case in practice. The following malpractices enumerated
by the ILO Tripartite Committee of Experts in 1997 seem to be the order of the day for migrant
workers in Asia (ILO, 1997a):
Malpractices exist where the treatment of migrant workers and members of their family is not in
accordance with national legislation or ratified international standards and where such treatment is
recurrent, deliberate and involves groups of people rather than merely individuals. Exploitation exists
where such treatment incurs very serious pecuniary or other consequences, such as when migrants are
charged fees bearing little resemblance to actual recruitment or placement costs, have remittance
transfers imposed on them without their voluntary consent, are enticed into employment under false
pretences, are made to sign work contracts by go-betweens who know that the contracts will generally
not be honoured upon commencement of employment, have their passports or other identity documents
confiscated, are dismissed or blacklisted when they join or establish workers’ organizations, suffer
deductions from wages without their voluntary consent which they can recuperate only if they return
to their country of origin, or are summarily expelled without regard to their rights arising out of past
employment, stay or status.

The report of the ILO Asia-Pacific Regional Symposium for Trade Union Organizations on
Migrant Workers organized by the ILO Bureau of Workers Activities in Kuala Lumpur, Malaysia, from 6 to 8 December 1999, confirms the persistence of these trends (ILO, 2000):
The brief highlight of the main traits of migration in Asia-Pacific indicate that migrants are in a condition
of vulnerability. Such condition derives from weaknesses in various phases of the migration system.
At the recruitment stage, migrants are vulnerable to incomplete or deceitful information by recruiters,
to contract substitution, to excessive fees and to the promise of non-existing jobs. In the country of
destination, migrants are vulnerable to abusive working conditions, they are required to work long
hours, they experience non-payment or deferred payment of salary, they lack social security and health
protection, and they experience maltreatment and violence. Migrant women are particularly vulnerable
to violence and sexual abuse. Irregular migrants are subject to abusive conditions under the threat of
repatriation.

These problems are well known and we do not attempt to document them again in this paper.
The IOM Compendium (IOM, 2003a) has summarized the most common problems stated by the
labour-sending countries in Asia in regard to protection. The Philippines has summarized the
major problems of Filipino workers in Asia and the Middle East as: delayed or non-payment of
salaries; contract violation/substitution; maltreatment; immigration document-related problems;
poor working/living conditions and health/medical problems. Delayed and non-payment of wages
has been reported by most countries. For instance, the Indonesian Consulate General in Jeddah
has mentioned that 37 per cent of problems reported by Indonesian workers relate to unpaid
salaries.
In the following section, we shall highlight some issues relating to the protection of migrant
rights within the framework of temporary migration in relation to the principles of non-discrimination and equality of treatment, which have not been adequately addressed.
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Principle of non-discrimination4
Access to employment
In most Asian countries access to employment for migrant workers is subject to strict regulations
which control the sectors and conditions in which migrants may be employed. Unlike in Europe,
where migrant workers can change jobs after 3 to 5 years of employment, in Asia there is hardly
any freedom and flexibility to choose one’s employment. This is because virtually no country has
accepted the principle that foreign workers should be guaranteed free access to employment after
a certain temporary period of restriction. Domestic workers in Hong Kong are given only two
weeks – obviously too short a period – to find another employer in the case of job loss, while Thai
workers employed in Taiwan cannot change their employers during the normal contract period of
two years. In general, skilled or professional workers enjoy better conditions in this respect, such
as in Singapore, where these workers can obtain permanent residence and, therefore, free access
to the labour market. In Japan, permanent migrant workers may even apply for job positions which
exert semi-state functions, provided their duties do not influence public policy making.5
While international instruments stress the need to ensure maintenance of residency rights in case
of incapacity to work, protection in case of redundancy and need for geographical and occupational mobility, these are commonly denied to temporary migrant workers by labour-receiving
countries in Asia.
Access to multiple sectors of employment has also been impeded by the commercialization of
the recruitment industry and the dominant role of the private sector. This has led to considerable
abuses such as contract substitution, sending workers for non-existent jobs and drops in salaries
and wages. The widespread and illegal practice of confiscation of passports and identity papers
by employers constitutes an added infringement to the freedom of employees. This is a practice
that restricts worker mobility in a major way since it ties the worker to the same employer.
Another unfortunate trend in many Asian countries is the denial of entry to workers on the basis
of HIV-AIDS tests. Such tests are mainly done for purposes of exclusion, and not for the benefit
of migrants who often are not even informed of the results.
Equal treatment in respect of remuneration and wages for performing the same work
The principle of non-discriminatory treatment is recognized in the labour legislation of most of
the Asian labour-receiving countries, providing for equal treatment and non-discrimination
especially in the matter of remuneration. The Labour Standards Law in Japan stipulates that an
employer shall not engage in discriminatory treatment with respect to wages, working hours, or
other working conditions by reason of nationality, creed or social status of any worker. These
provisions are equally applicable to irregular migrants by virtue of the Immigration Control and
Refugee Recognition Act.6
In Taiwan and in the Republic of Korea, legally admitted foreign workers are also guaranteed the
same rights as national workers. In the Republic of Korea, however, although the Labour Standards Act specifically bans discrimination on the grounds of nationality, there nonetheless exist
wage differentials between nationals and migrant labour. For instance, foreign workers, illegally
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employed, generally receive between around 40 per cent lower wages than nationals doing the
same job, and trainees are paid only about 35 per cent of the average wage of Korean workers in
manufacturing (Abella, 1999). In Thailand, Malaysia and Singapore, the government does not
intervene in wage setting. Even registered migrant workers in Thailand may receive only onethird to one half the wages paid to Thai workers.
In the Middle East, wages paid to foreign workers bear little relation to the local labour market
conditions, but seem to be determined by the labour market conditions of sending countries.
This may explain the gaps in wages between different nationalities for the same type of work. In
general, Filipino workers command higher wages, while South Asian workers receive much
lower wages. This is the case for domestic workers also as shown by the ILO Bahrain study
(Sabika al Najjar, 2002):
In Bahrain, wages are determined according to the nationality of the female domestic helpers instead
of their experience. Although the nature of work and the workload is almost the same for all house
workers, Filipinos, for example, and Indonesians with some years of experience, get BD 50 per month,
while inexperienced Indonesians, Sri Lankans and Indians get BD 40 a month. Domestic workers from
Bangladesh get the lowest salaries, BD 35 per month.

Abella (1999) concludes that: “In spite of all prohibitions, discrimination in wages appears to be
the practice in many countries.”
Freedom of association and the right to organize
Freedom of association and the right to organize are fundamental human rights recognized in
both ILO and universal human rights instruments. The ILO Convention Concerning Freedom of
Association and Protection of the Right to Organise, 1948 (No. 87) states in Article 2 that:
Workers and employers, without distinction whatsoever, shall have the right to establish and, subject
only to the rules of the organisation concerned, to join organisations of their own choosing without
previous authorisation.

Most countries, with the exception of Malaysia, allow and may even encourage foreign workers
to join trade unions, while some countries prohibit them from organizing their own unions and
also impose restrictions on assuming positions of responsibility. The phenomenon of irregular
workers of course poses a dilemma for both workers and unions. Irregular workers may have
major reservations about joining trade unions, as it would make their presence known to the
authorities.
Restrictions on the right to organize based on nationality exist in varying degrees in the legislation of several countries. Some countries, such as Thailand, make citizenship a precondition for
establishing trade unions. In others, trade union affiliation of non-nationals is subject to conditions of residence. The Philippines operates a reciprocal arrangement whereby legally admitted
foreign workers may establish and join organizations of their own choosing provided the same
rights are accorded to Philippine workers in the country of origin of the foreign worker. At
the same time, there can be widespread pressure from employers on migrants not to join trade
unions, under the threat of losing their job, a risk that migrants, who have incurred huge migration costs, cannot afford.
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The formation of associations of migrant workers themselves is very important for the protection
of their rights. Hong Kong is unique in that several unions of domestic helpers exist there.
Right to social security provisions
Both ILO Conventions, No. 97 (Art. 6(1)(b)) and No. 143 (Art. 10), provide that treatment no
less favourable than that afforded to nationals must be exercised in respect of, inter alia, social
security. Convention No. 97 ensures liability in respect of employment injury, maternity, sickness, invalidity, old age, death, unemployment and family responsibilities and any other contingency, which according to national laws or regulations is covered by a social security scheme.
In the Middle East, foreign workers are excluded from general social security schemes except
for employment injury. In Asia only the Philippines has ratified the ILO Equality of Treatment
(Social Security) Convention, 1962 (No. 118) and the Maintenance of Social Security Rights
Convention, 1982 (No. 157).
In most of Asia unskilled foreign workers are excluded from social security systems. Singapore
has discontinued the scheme for unskilled foreign workers under the Provident Fund on the
ground that their stay is temporary. In the Republic of Korea foreign workers legally admitted
(therefore skilled) must also be covered by social security.
Policies on providing foreign workers with some insurance against work-related injuries and
illness generally follow international principles. In Japan the law provides for the required insurance benefits when a worker suffers injury, disease, physical disability, or death resulting from
employment regardless of the worker’s nationality and regardless of whether the worker’s stay
or work is legal or illegal. In Korea, under the Industrial Accident Compensation Insurance Act,
illegal and unregistered migrant workers can obtain protection against industrial accidents and
against overdue payment under administrative guidance.
In most other countries, irregular workers have no entitlements regarding work injury and occupational safety problems.
The right to family reunification
The right to family reunification has not been a major issue in Asia since low-wage unskilled
workers usually cannot afford to maintain their families in their countries of employment. Those
who might under certain conditions be forced to move with their family, may not in fact be able
to avail themselves of the right to family reunification by virtue of their irregular status. However, in practically all countries skilled foreign workers with an employment visa are allowed to
bring their families.

Most seriously affected or vulnerable categories of migrant workers
Women workers: domestic workers and entertainers
Three countries in Asia – Indonesia, the Philippines and Sri Lanka – account for most of the
reported flows of women migration for domestic work occupations. The popular destinations
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are the Middle East, Hong Kong and Singapore. There are also large numbers from Myanmar
and Cambodia working in Thailand, but they are largely undocumented.
The very nature of domestic household work creates complex labour protection issues, but these
are further complicated by the crossing of national borders (Ramirez-Machado, 2002).
The problems faced by female migrant domestic workers in Asia in the early 1990s have been
widely documented (Gulati, 1993; Heyzer et al., 1994; Wickramasekara, 1995). Their continuing plight and vulnerability have given rise to a number of recent initiatives, such as the Regional Summit on Foreign Migrant Domestic Workers, 26-28 August 2002, held in Colombo
and the Programme Consultation Meeting on the Protection of Domestic Workers Against the
Threat of Forced Labour and Trafficking, January 2003.
The Colombo Declaration adopted by the Regional Summit on Foreign Migrant Domestic Workers
on 28 August 2002 in Colombo, states (CARAM Asia, 2002):
The experiences of foreign migrant domestic workers in the migration process reveal that domestic
work is still to be recognized as a socio-economic activity and valued accordingly. This leads to a serious
lack of protection, vulnerability and exploitation. Multiple discriminations based on gender, race and
class within the family, the community and nations and the isolated and individualized conditions of
work, and lack of protection and appropriate services and information increases their vulnerabilities to
exploitation and violence. It also compromises their health and human security.

The ILO (under its International Labour Migration Programme and the Gender Promotion Programme) has documented the situation of domestic migrant workers in several Middle Eastern
countries – Bahrain, UAE, Lebanon and Jordan – which highlight the continuing problems of
virtual slavery-like conditions. These abuses are proverbial in the Middle East and some are
found even in Singapore and Hong Kong, where better labour administration systems prevail
(Asian Migrant Centre, 1999). Lap-Chew (Lap-Chew, 2003) has succinctly summarized the
factors which condition the employment of migrant domestic workers in Hong Kong: compulsory live-in system (e.g. issues of personal privacy, right to a personal life, isolation, vulnerability to abuse by employers, physical control of freedom of movement by employers and agencies);
restrictions on choice of employers and type of employment (e.g. issues of possibility to leave
oppressive/exploitative situations, skills development possibilities); dependence of immigration status on employment status, etc.
Some practices in Asian countries amount to discrimination on the basis of sex and also the
reproductive rights of individuals. It is illegal for a foreign domestic worker who holds a work
permit in either Singapore or Malaysia to become pregnant or to marry a citizen of their host
country. In Singapore, domestic workers must submit to a pregnancy test every six months; if a
domestic worker fails the test, she may be immediately deported and would be permanently
banned from returning to that country. In Malaysia, an employer must execute a security bond
for the foreign domestic worker, which is forfeited if the domestic worker becomes pregnant
(Gulati, 1993).
Trafficked persons
International experience demonstrates that restrictive barriers placed between strong push and
pull factors make trafficking and smuggling a lucrative business. According to ILO research
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cited in Taran and Moreno-Fontes (Patrick Taran and Gloria Moreno-Fontes Chammartin, 2002),
in the Greater Mekong Sub-region (“GMS” – Cambodia, the Lao People’s Democratic Republic, Myanmar, Thailand and Viet Nam), Thailand is the main receiving country in the region. An
estimated 194,180 foreign child labourers, mainly from Myanmar, Lao PDR and Cambodia
were estimated to have been trafficked, and were employed in construction, small shops, fishing, footwear factories, agriculture plantations and domestic work in 1998. Some were diverted
to begging, soliciting and gang work. According to another study, 80,000 women and children
have been trafficked along the Thai-Myanmar border to work in the sex industry between
1990-97 (Archavanitkul, 1998). It is also estimated that at least 6,000 Vietnamese children and
women have been trafficked to Cambodia for sexual exploitation, and to China for marriage and
domestic work. There is also trafficking from the GMS to other countries, which generally involves Thai women going into domestic service and the “entertainment” industry in Tokyo.
The ILO South Asian Sub-Regional Programme to Combat Trafficking of Children for Exploitative Employment in South Asia notes that India is the major receiving country of trafficked
women and children from Nepal, Sri Lanka and Bangladesh. Trafficking of Bangladeshis to
Pakistan has been continuing for some time. Young boys from South Asia are being trafficked
for camel racing to Saudi Arabia and the United Arab Emirates. Every year about 4,500 children
are trafficked for bonded marriage or bonded labour to Pakistan. It is estimated that 80,000 to
100,000 Nepalese women and girls are working in the brothels of Bombay and Calcutta alone,
and that some 5,000 to 7,000 women and girls are trafficked to Indian brothels every year (ILOIPEC, 1998). Pakistan also is a major receiving country of children trafficked from Bangladesh
and India, recruited to work in farming, fishing and as prostitutes.
There is also organized trafficking of Asians to Western countries through human smuggling
rings, bringing untold hardships and sometimes death to would-be migrants. Moreover the fees
charged by traffickers (reported to range from US$ 30,000 to 50,000 in China for premium
destinations in the West) are so high that migrants have to remain in debt-bondage for a considerable time. Hugo and Böhning (2000) have pointed out that the problem persists because the
traffickers who escape punishment will carry on “business as usual”.
Irregular migrant workers
The problems faced by irregular migrant workers are well known. Given their precarious legal
position in the host country they are highly vulnerable and therefore easily fall prey to extortion
and exploitation by employers, migration agents, corrupt bureaucrats and criminal gangs. They
do not enjoy any of the benefits accorded to legal workers and receive low pay amidst poor
working conditions. Women in an irregular status are doubly vulnerable owing to the high risk
of sexual exploitation to which they are frequently exposed. Irregular workers often hesitate to
avail themselves of support mechanisms given the perceived danger of detection and possible
deportation. The basic human rights of irregular migrants are therefore often violated despite the
protection they should receive under general international human rights instruments, ratified by
most countries in the region.
A recent ILO Symposium on trade unions and migrant workers (ILO-ACTRAV, 2000) stated:
In the flows of migrant workers in Asia-Pacific, where the pressure to migrate is accompanied by
restrictive migration policies, irregular or undocumented migration has become widespread. Whether
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as overstayers of legal visas, trainees turned into migrants, runaways from difficult employment
conditions, or outright undocumented migrants, irregular migrants comprise between 30 and 40 percent
of the estimated 6 million migrants in Asia. Their irregular situation puts them at the mercy of
unscrupulous agents, employers.”

Growing concern with irregular flows led the Government of Thailand to convene The International Symposium on Migration: Towards Regional Cooperation on Irregular/ Undocumented
Migration, held in Bangkok from 21 to 23 April 1999 at ministerial level, in cooperation with
IOM and UNHCR. It is a major event of significance to the present Ministerial consultation as
well. The major outcome was the signing of the Bangkok Declaration on Irregular Migration
(Thailand Ministry of Foreign Affairs, 1999) by participating countries. It is an important event
for several reasons:
• Recognition given to irregular/undocumented migration as a regional issue and the need for a
regional mechanism.
• Recognition that regular and irregular migration are closely inter-related.
• Recognition given to the seriousness of the issue of trafficking of women and children and the
need for regional cooperation in combating the same.
• Importance given to improvement of migration information and information sharing.
• Recognition of the need for capacity building of government machinery for improving migration administration.
Recent developments in South-East Asia have shown contrasting trends. In a positive development, Thailand implemented a regularization programme for undocumented migrant workers
recognizing the need for a long-term perspective in regard to labour migration. Still, the work
permits are issued for a very short period – six months – and have to be periodically renewed.
Current policies, however, indicate that Thailand may be adopting much more restrictive policies in the near future. Malaysia has hardened its policy towards migrant workers, especially
irregular workers, with amendments to its immigration laws. Corporal punishment of irregular
migrant workers and their employers (in the form of caning as in Singapore) has been enforced.
At the same time, it has carried out large deportation exercises of Bangladeshi, Indonesian and
Filipino workers, and also imposed a total ban on the recruitment of Bangladeshi workers.

INTERNATIONAL INSTRUMENTS FOR THE PROTECTION
OF RIGHTS OF MIGRANT WORKERS
For a labour-sending country, protection of migrant workers has two aspects: protection of
prospective migrants before their departure from the home country, and protection of national
workers while they are abroad. National laws in the country of origin can do little in helping its
workers while they are in foreign countries. In a labour-receiving country, the issue mainly revolves on the protection accorded to foreign workers, whatever their status. For countries sending and receiving migrant labour, such as Thailand, there are two issues: protection of national
workers while abroad, and protection of foreign workers inside the country.
Böhning (2000) has pointed out that migrant workers can be protected at three levels: national,
regional and international. There are a number of regional and global instruments designed to
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protect migrant workers and members of their families (Wickramasekara, 2000). We shall focus
on international instruments here.
Two types of international instruments may be mentioned:
a. those specifically dealing with migrant workers;
b. international human rights instruments which apply to migrant workers as well.
Migrant-specific instruments are useful because migrant workers may have special problems
which may not be covered by more general human rights instruments. It also helps to draw
attention to them as a separate target group for policy purposes.

ILO Conventions7
ILO is the only UN agency with a constitutional mandate to protect migrant workers. Indeed the
Preamble to its Constitution states that one of the ILO goals is to protect “the interests of
workers when employed in countries other than their own”. The recent ILO Declaration on
Fundamental Principles and Rights at Work reasserts this position and recalls ILO’s commitment to protect “persons with special social needs”, particularly migrant workers and “encourage international, regional and national efforts aimed at resolving their problems”.
Protection has mainly been effected through the establishment and supervision of international
labour standards, as well as through technical cooperation and advisory services guided by these
standards. The following are the major ILO standards of direct relevance to migrant workers:8
• Convention No. 97 Concerning Migration for Employment (Revised) 1949;
• The accompanying Recommendation (No. 86) Concerning Migration for Employment
(Revised) 1949;
• Convention No. 143 Concerning Migrations in Abusive Conditions and the Promotion of
Equality of Opportunity and Treatment of Migrant Workers, 1975;
• The accompanying Recommendation No. 151 Concerning Migrant Workers, 1975.
Convention No. 97, in its Article 11, defines a “Migrant for Employment” as:
A person who migrates from one country to another with a view to being employed otherwise than on
his own account and includes any person regularly admitted as a migrant for employment.9

Thus, the Convention clearly applies only to migrants who are legally entitled to enter the country of employment. The Convention and accompanying (non-binding) Recommendation (No. 86)
together deal with practically all aspects of the work and life of non-nationals. The standards are
not only aimed at protecting the rights of migrants but also contain a series of practical suggestions for the setting up of services by migrant-sending or migrant-receiving countries (Grimsmann,
1999). They cover such areas as recruitment (particularly publicly sponsored group transfers),
information to be made available, contract conditions, medical attention (before departure, during the journey and on arrival), customs exemption for personal effects, assistance in settling
into their new environment, language and vocational training, promotion at work, job security
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and alternative employment, freedom of movement, participation in the cultural life as well as
maintenance of their own culture, transfer of earnings and savings, family reunification and
visits, appeal against unjustified termination of employment or expulsion and assistance in coping with return. Thus, they cover core human rights such as non-discrimination and freedom of
association in addition to just specifically labour rights.
Convention No.143 Concerning Migrations in Abusive Conditions (1975) constitutes the international community’s first attempt to tackle the questions of irregular migration movements and
illegal employment that became acute at the beginning of the l970s (Böhning, 1999). Convention
No.143 extends basic human rights protection to all migrant workers, particularly those nonnationals who are in an irregular situation as regards their entry, stay or economic activity. Article 1,
Part I, states that: “Each Member for which this Convention is in force undertakes to respect the
basic human rights of all migrant workers”.
As the Convention is divided into three parts, States do, however, have the option to exclude
either Part I or Part II from their acceptance.
Equality of opportunity and equal treatment
An important feature of both ILO Migrant Worker Conventions is the importance given to the
principle of equality of opportunity and treatment. Both Conventions request that all Member
States afford to migrant workers “treatment no less favourable than that which it applies to its
own nationals” in respect of, for example, conditions of employment, social security and trade
union membership. Migrant workers are to enjoy equality with nationals in legal proceedings
relating to all matters referred to in the Convention. In the case of Convention No. 143, this
equality guarantee is contained in Part II of that Convention, which applies only to migrants in a
regular situation. Therefore, neither Convention extends the equality guarantee to irregular
migrants.
That is, it is only once the worker has been admitted to a country of immigration for the purpose
of employment that he or she will become entitled to the protection provided for in the Conventions, thus preserving the sovereign right of states to determine their own conditions of entry for
foreign nationals.
A migrant for employment who has been admitted on a permanent basis cannot be returned to
the country of origin on the grounds that the migrant is unable to follow his occupation because
of illness contracted or injury sustained subsequent to entry.
Protection of migrant workers in irregular situations
The principle of equality of treatment applies to irregular migrant workers in limited areas:
respect of past employment as regards remuneration, social security and other benefits. Under
Article 9 of Convention No. 143, in cases where his position cannot be regularized, the worker
shall have the possibility of presenting his case to a competent body either himself or through a
representative. States are, however, free to regularize the situation of any illegal worker. In case
of expulsion of the worker or his family, the cost shall not be borne by the migrant.
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Social security conventions
There are two Conventions (and one accompanying Recommendation) on social security rights
that aim at equal treatment with national workers:
• Convention (No. 118) Concerning The Equality of Treatment (Social Security), 1962;
• Convention (No. 157) Concerning Maintenance of Social Security Rights Convention, 1982;
• Recommendation (No. 167) Concerning the accompanying Maintenance of Social Security
Rights, 1983.
The first Convention No. 118 advanced the philosophy of social welfare during the 1950s and
1960s, extending it to migrant workers and members of their families (Böhning, 1999). Convention No. 157 and the accompanying Recommendation represent “a comprehensive attempt to
cover migrant workers and their family members, particularly those who, due to the temporariness of their moves and employment, may not be able to benefit from acquired rights or rights in
the course of acquisition” (Böhning, 1999).
Status of ratification
These standards have been developed over the past 50 years and inspired national legislation,
bilateral and multilateral treaties and conventions, including the 1990 UN Convention
(Cholewinski, 1997). Yet, none of the major migrant-sending or migrant-receiving countries in
Asia have ratified these instruments, which implies that millions of migrant workers remain
excluded from international protection. In the Asia-Pacific region, only New Zealand and the
State of Sabah (Malaysia) have ratified ILO Convention No. 97, while no country has ratified
Convention No. 143. However, ILO Convention No.97 (ratified by the UK in 1951) applies to
Hong Kong, because it is obliged to honour international treaties and conventions ratified by
the United Kingdom when it was still under UK administration.10
Because of concern over this declining ratification rate globally, the ILO carried out a general
survey of the ILO instruments for the protection of migrant workers. The detailed report on the
study was presented to the 1999 International Labour Conference (ILO, 1999). According to
the report, the following are the major reasons cited by different countries as obstacles to their
ratification of the Conventions.
- Relative insignificance of migration/migrant workers in the country;
- absence of the necessary infrastructure to apply the conventions and high cost of implementing the instruments;
- national economic problems and high unemployment rates prompting governments to give
preference to nationals over foreign labour;
- complexity of national immigration legislation and practice, as well as the fact that its legislation on this subject was constantly evolving;
- the different context in which these conventions were developed: contemporary migrations
movements are characterized by dominance of the private sector, feminization of migration,
increase in temporary migration and growth in irregular migration.
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The Committee of Experts put forward two options for consideration by the Office:
a. maintain the status quo with the same conventions;
b. revise Conventions Nos. 97 and 143 in order to bring them up to date and merge them into a
single convention. The issue of standards will be one item on the agenda to be addressed in
the International Labour conference 2004 discussion on migrant workers.

International Convention on the Protection of the Rights of All Migrant
Workers and Members of Their Families, United Nations
The UN International Convention on the Protection of the Rights of All Migrant Workers and
Members of Their Families, adopted by the General Assembly on 18 December 1990, following
a lengthy drafting process of about 11 years, came into force on July 2003 with the tabling of the
20 mandatory ratifications. The ILO actively contributed to the Convention which “(…) recognized and built upon the provisions contained in existing ILO Conventions, and in many ways
went beyond them” (ILO, 1999). It also contains “the most comprehensive definition of ‘migrant worker’ formulated to date and clearly applies to all migrant workers and their families
including those in an irregular situation” (Cholewinski, 1997). The Convention extends rights to
a number of groups previously not covered by the ILO conventions, namely “frontier, itinerant,
project-tied, specified employment and self-employed migrant workers”.
While the two ILO conventions have been in force for a long time, most NGOs and some constituents seem to be familiar only with the 1990 UN Convention.
Two major labour sending countries in the region – the Philippines and Sri Lanka – have ratified
the UN Convention, while Bangladesh has signed, but not ratified it. Yet, the ILO Committee of
Experts rightly observed:
(…) as is the case with the ILO instruments, the majority of States parties to this Convention are, on
the whole, migrant-sending States which, while extremely important in terms of protection of migrants
prior to departure and after return, hold little influence over the daily living and working conditions of
the majority of migrant workers (ILO, 1999).

The Palermo Convention Against Transnational Organized Crime and its Protocols on Combating Trafficking in Persons and Against Smuggling of Migrants were adopted by the United
Nations in December 2000 to fight organized crime. Governments which ratify these instruments, therefore, commit themselves to pass new laws and legislation criminalizing offences
committed by organized groups, sharing information, speeding up and widening the reaches of
extradition of members of criminal groups, protecting victims and to cooperate for more effective law-enforcement.

Other ILO instruments
Most Conventions and Recommendations adopted by the International Labour Conference are
of general application; that is, they cover all workers, irrespective of citizenship. There are a
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number of instruments which contain provisions relating to them, or the Committee of Experts
has referred to the situation of migrant workers in supervising their application in recent years. A
number of other Conventions which apply equally to migrant workers are listed below.

Other ILO Conventions and Recommendations
relevant to migrant worker protection
-

the Minimum Wage-Fixing Machinery Convention, 1928 (No. 26);
the Forced Labour Convention, 1930 (No. 29);
the Labour Inspection Convention, 1947 (No. 81);
the Freedom of Association and Protection of the Right to Organise Convention, 1948
(No. 87);
the Employment Service Convention, 1948 (No. 88);
the Right to Organise and Collective Bargaining Convention, 1949 (No. 98);
the Equal Remuneration Convention, 1951 (No. 100);
the Maternity Protection Convention (Revised), 1952 (No. 103);
the Abolition of Forced Labour Convention, 1957 (No. 105);
the Indigenous and Tribal Populations Convention, 1957 (No. 107);
the Discrimination (Employment and Occupation) Convention, 1958 (No. 111);
the Discrimination (Employment and Occupation) Recommendation, 1958 (No. 111);
the Workers’ Housing Recommendation, 1961 (No. 115);
the Employment Policy Convention, 1964 (No. 122);
the Human Resources Development Recommendation, 1975 (No. 150);
the Occupational Safety and Health Recommendation, 1981 (No. 164);
the Termination of Employment Convention, 1982 (No. 158);
the Employment Policy (Supplementary Provisions) Recommendation, 1984 (No. 169);
the Employment Promotion and Protection against Unemployment Convention, 1988
(No. 168);
the Indigenous and Tribal Peoples Convention, 1989 (No. 169);
the Private Employment Agencies Convention, 1997 (No. 181);
Private Employment Agencies Recommendation, 1997 (No. 188);
The Worst Forms of Child Labour Convention, 1999 (No 182);
Worst Forms of Child Labour Convention Recommendation, 1999 (No.190).

Attention should be drawn to the fundamental human rights Conventions of the ILO. The ILO
Declaration on Fundamental Principles and Rights at Work and its Follow-up, adopted by the
International Labour Conference at its 86th Session, on 18 June 1998, marked a renewed universal commitment amongst Members, even if they have not ratified the Conventions in question,
to respect, promote and realize these principles: freedom of association, effective recognition of
the right to collective bargaining, elimination of all forms of forced and compulsory labour,
effective abolition of child labour, and elimination of discrimination in respect of employment
and occupation.11 Many of these have provisions which apply to migrant workers. The Declaration (ILO, 1998) clearly states:
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All Members, even if they have not ratified the Conventions in question, have an obligation arising from
the very fact of membership in the Organization, to respect, to promote and to realize, in good faith and
in accordance with the Constitution, the principles concerning the fundamental rights which are the
subject of those Conventions.

Table 1 shows the status of ratification of these Conventions in the Asia-Pacific region, which
shows a much better record than that of conventions dealing specifically with migrant workers.
The trafficking of women and children and the related human rights abuses will be covered by
fundamental Conventions Nos. 29, 105 and 182, which commit countries to abolish all forms of
forced or compulsory labour, in addition to those covering the abolition of worst forms of child
labour.

Universal Human Rights Instruments of the United Nations
Similarly, several other United Nations instruments, while having no direct relevance to migrant
workers, are of potential importance in terms of protecting them from discrimination and exploitation on grounds other than their non-national status. Again, the record of Asian countries
in respect of ratification of universal human rights instruments is much better (see Table 2)
than migrant-specific instruments. Yet, the record is poor compared to Africa, Europe and the
Americas.
Cholewinsky (Cholewinski, 1999) argues that
(…) migrant workers are not devoid of international protection in the Asia Pacific. Although the
countries in this region have generally not accepted specific standards safeguarding the rights of migrant
workers, such as ILO Conventions Nos. 97 and 143 or the UN Convention, other important instruments
are applicable.

CONCLUSIONS AND POLICY IMPLICATIONS
Some key messages
Some key messages based on the preceding discussion on the protection of migrant workers
need to be highlighted:
• Respect for universal human rights instruments and the ILO Declaration on Fundamental
Principles and Rights at Work would go a long way towards protection of basic human rights
of migrant workers even where specific migrant worker conventions have not been ratified.
This is because many current violations relate to basic human rights of migrant workers. The
preceding analysis has shown that there are a variety of international instruments – specific
and more general – which can protect the rights of migrant workers under international law.
Most countries have also pledged at global conferences to respect the basic human rights of
migrant workers and so, in this sense, these rights should in theory be well protected, especially in host countries in Asia. Needless to add that mere ratification would not guarantee
protection. Actual protection, however, depends on countries incorporating these international
standards into national laws and instituting effective means for their enforcement.
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TABLE 1
INTERNATIONAL LABOUR ORGANIZATION:
RATIFICATIONS OF THE FUNDAMENTAL HUMAN RIGHTS CONVENTIONS BY COUNTRY
IN ASIA AND PACIFIC FROM INTERNATIONAL LABOUR STANDARDS, ILOLEX
(as of 28 March 2003)

Country

Afghanistan
Australia
Bahrain
Bangladesh
Cambodia
China
Fiji
India
Indonesia
Iran (Islamic Republic of)
Iraq
Japan
Jordan
Kazakhstan
Kiribati
Korea, Republic of
Kuwait
Kyrgyzstan
Lao People's Democratic Rep.
Lebanon
Malaysia
Mongolia
Myanmar
Nepal
New Zealand
Oman
Pakistan
Papua New Guinea
Philippines
Qatar
Saudi Arabia
Singapore
Solomon Islands
Sri Lanka
Syrian Arab Republic
Tajikistan
Thailand
Turkmenistan
United Arab Emirates
Uzbekistan
Viet Nam
Yemen
Total of 42

Freedom of
association and
collective bargaining

Elimination of
Elimination of
forced and compulsory
discrimination in
labour
respect of employment
and occupation

Conv. 87

Conv. 98

Conv. 29

X

X

X
X

X
X

X
X
X
X

X

X

X

X

X
X
X

X
X
X
X
X

Conv. 105 Conv. 100 Conv. 111 Conv. 138 Conv. 182
X
X
X
X
X

X
X
X
X
X
X
X
X
X

X
X
X
X
X

X
X
X
X
X

X
X

X
X
X
X
X
X
X
X
X
X
X
X
X

X
X

X
X
X
X
X

X
X
X

X
X
X

X
X
X

X

X
X
X

X

X
X

X
X

X
X
X

X
X
X

X
D

X
X

X
X
X
X
X

X
X
X
X
X
X
X

X
X
X

32

X
D

X

X
X

X

X

X

20

25

36

29

34

X
X
X

X

X
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X

X
X
X

X
X
X
X
X
X
X
X
X

X
X
X

X
X
X

X
X
X

X
X
X
X
X
X
X
X
X
X
X

X

X
X
X
X
X

X
X

X
X

X
X
X

X
X
X
X
X
X

X
X
X
X
X

X
X
X
X

X
X
X

Abolition of
child labour

X

X

X
X

X
X
X

X
X
X
X
X
X
X
X
X
X

X
X
X
X
X
X
X
X
X
X
X
X

X
X
X
X
X
X

X

X

X

X
X

21

29

TABLE 2
STATUS OF RATIFICATIONS OF THE PRINCIPAL INTERNATIONAL HUMAN RIGHTS TREATIES
(as of 28 March 2003)
State

Afghanistan
Australia
Bahrain
Bangladesh
Brunei Darussalam
Cambodia
China
Democratic People's
Republic of Korea
Fiji
India
Indonesia
Iran (Islamic Republic of)
Iraq
Japan
Jordan
Kazakhstan
Kiribati
Korea, Republic of
Kuwait
Kyrgyzstan
Lao PDR
Lebanon
Malaysia
Mongolia
Myanmar
Nepal
New Zealand
Oman
Pakistan
Papua New Guinea
Philippines
Qatar
Saudi Arabia
Singapore
Solomon Islands
Sri Lanka
Syrian Arab Republic
Tajikistan
Thailand
Turkmenistan
United Arab Emirates
Uzbekistan
Viet Nam
Yemen

ICCPR

ICESCR

CAT

ICERD

CEDAW

CRC

MWC

OPT

OPT2

(1)

(2)

(3)

(4)

(5)

(6)

(7)

(8)

(9)

X
X

X
X

X

X

X
X
X
X

X

X

X
X
X
X

X

X
X

X
X

X
X

X

X

X

X

X
X
X
X

X
X
X
X

X
X
X

X
X
X

X
X
X

X

X

X

X

X

X
X

X
X

X
X
X
X
X
X
X
X

X

X

X

X
X
X
X
X

X
X
X
X
X
X

X
X
X

X
X
X

X
X
X

X
X
X
X
X
X

X
X

X
X

X
X
X

X
X
X
X
X
X
X
X
X

X
X
X

X
X
X
X
X

X
X

X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X

X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X

X
X

X
X
X

X

X

X

X

X

X
X

X
X

X

X

Col. (1) the International Covenant on Civil and Political Rights (ICCPR) (1966); Col. (2) the International Covenant on Economic, Social
and Cultural Rights (ICESCR) (1966); Col. (3) the International Convention against Torture and Other Cruel, Inhuman or Degrading
Treatment or Punishment (CAT) (1984); Col. (4) the International Convention on the Elimination of All Forms of Racial Discrimination
(ICERD); Col. (5) the Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), (1979); Col. (6) the
International Convention on the Rights of the Child (ICR) (1989); Col. (7) the International Convention on the Protection of the Rights of
All Migrant Workers and Members of Their Families (MWC); Col. (8) the Optional Protocol to the ICCPR (OPT) ; Col. (9) the Second
Optional Protocol to the ICCPR (OPT2);
Note: X= ratification: Office of the United Nations High Commissioner for Human Rights.
Website address: http://www.unhchr.ch/
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• To address more complex situations such as those posed by trafficking and those attendant to
the migration of domestic workers, it is important to use a multi-pronged approach and draw
upon the synergy of a number of instruments relating to migration, child labour, forced labour
and transnational crime, etc.
• Much can be done by and within sending countries themselves to improve protection of their
migrant workers. To quote from the message issued by the Mr. Mahinda Samarasinghe, the
Honourable Minister for Labour and Employment, Sri Lanka, on International Migrants Day
(18 December 2001):
The need of the times is to take necessary steps, as early as possible, to ensure that countries abide
by rules and regulations laid down by the International Labour Organization. Due to the delay in
fulfilling this need, job security, wages and human rights of workers have been undermined and
consequently their dream of a better life has not been fully realized. I consider it a bounden duty of
our Government to change this situation (Samarasinghe, 2001).

• Labour-sending countries in Asia have to carefully balance between “promotion” of overseas employment and “protection” of their migrant workers abroad. The best long-run solution to unemployment and poverty and reducing migration pressures is sustained growth of
the home economies, which would ensure rewarding opportunities at home. The Republic Act
8042: The Migrant Workers and Overseas Filipinos Act of 1995, unequivocally states that
“the State does not promote overseas employment as a means to sustain economic growth and
achieve national development”.
• Given the complexity of migration processes and problems experienced, it is clear that no
single party or agency can ensure protection of migrant workers. Efforts must be taken at
several levels: national, regional and international. Similarly, all stakeholders must join hands
in this task. ILO’s traditional partners – governments, employers and workers – and
civil society organizations and organizations of migrant workers themselves. Networking of
unions, employers’ organizations, NGOs and migrant associations between sending and
receiving countries is essential. These partnerships are especially important for protecting
the “least protected”: women migrant workers and irregular migrant workers. Employers
and recruitment agencies should adopt and follow voluntary codes of conduct and ethical
practices.

Some possible lines of action
Adoption of transparent and orderly migration policies
The first point to note is that migration is likely to increase rather than decrease in the future and
that it should not be thought of as a transient or temporary phenomenon. Therefore, labourreceiving countries should attempt to formulate appropriate migration policies based on longerrun considerations of labour market needs rather than on ad hoc decisions. Adoption of regulated
and transparent admission policies are necessary to meet persistent long-term labour market
needs. This will go a long way towards reducing irregular migration flows and associated human
rights abuses. At the same time, migrant-sending countries should attempt to reduce undue
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dependence on overseas employment through efforts to develop local economies and reduce
emigration pressures at home in the long term.
ILO has produced two detailed manuals to provide guidance to both labour-receiving and
labour-sending countries. These are practitioner’s manuals (now translated into a number of
languages), incorporating international good practice, which can be used by tripartite partners,
especially governments, for the formulation of migration policies.
• Employing foreign workers: A manual on policies and procedures of special interest to
middle- and low-income countries (ILO, 1996).
• Sending workers abroad: A manual for low- and middle-income countries (ILO, 1997c).
Bilateral and regional consultations
Given the international nature of migration processes, it is imperative to pursue bilateral and
regional consultations. However, there is a marked reluctance among countries in the region to
enter into agreements even of limited scope, which leaves the field open for abuses by market
forces. Abella (Abella and Lonroth, 1995) has clearly shown that orderly migration policies are
possible only when there is cooperation between sending and receiving countries. The ASEAN
forum must be used more directly to discuss labour mobility issues although member nations
have been reluctant to do so up to now. There has been little progress on the regional mechanism
proposed by the Bangkok Symposium on Irregular/Undocumented Migration.
Protection of basic human rights of all migrants through ratification of international
instruments
Countries should ensure the basic human rights of all migrants, whatever their legal status. ILO
Conventions and the UN Conventions provide ample guidelines for formulating migration policy
consistent with their basic rights and human dignity. Therefore, priority consideration should be
given to supporting and ratifying ILO and UN Conventions or enacting legislation consistent
with the spirit of these instruments. The recent ILO review of Conventions on migration has
made a number of important observations in this regard. Abella (2000) has suggested that a
different approach is necessary in persuading countries to ratify migrant conventions in view of
current trends, which have led to negative perceptions on migration movements. The emphasis
should be on demonstrating to countries that such adoptions are consistent with their national
interests. All sections of society should join in the attempt to promote the ratification of these
instruments.
Coordinated and multi-pronged approach to protection of women migrant workers,
especially domestic workers
Important recent initiatives, such as ILO research on national legislation regarding domestic
work (Ramirez-Machado, 2002), the Colombo Declaration adopted by the Regional Summit on
Domestic Workers (CARAM Asia, 2002) and the Hong Kong Consultation meeting on the protection of Domestic Workers Against the Threat of Forced Labour and Trafficking have provided valuable information and guidelines on the protection of domestic workers.
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A framework of the principles for legal protection of migrant domestic workers has to be comprehensive
and go beyond labour issues. It must address violation of rights, abuse, torture, health matters, invasion
of privacy and withholding of documents. The inter-relatedness of rights and the inter-relatedness of
abuse in developing the framework must be considered. It must be based on the basic principles such
as the universality and indivisibility of human rights and gender justice (Tati Krishnawati and Asia
Pacific Forum on Women in Law and Development, 2002).

The ILO Gender Promotion Programme has developed an information guide for preventing
discrimination, exploitation and abuse of women migrant workers consisting of six booklets
covering the entire migration and return process (ILO, 2003). Plans are under way to validate it
and disseminate it through a regional consultation in Asia.
Greater role by social partners in migration issues
Civil society organizations – national and international NGOs – already play an important role
in providing protection and redress to migrant workers, especially women workers, in receiving
countries, but the role of social partners has been limited. Trade unions as well as employers
organizations should take an active role in migration policies in their countries. The Asia Pacific
Regional Symposium for Trade Unions (ILO-ACTRAV 2000) made a number of recommendations to trade union organizations in both sending and receiving countries: awareness raising,
lobbying governments for ratification of international conventions, monitoring recruitment agencies and traffickers, provision of referral services to migrant workers, promotion of union membership by migrants, promoting social and cultural integration of migrants, and facilitating
reintegration of returning migrants.
Employers also need to share social responsibility for the plight of migrant workers and provide
them equal treatment in respect of pay and working conditions. Employers organizations can
also exert pressure on the recruitment industry to prevent abuses. Networking among employers
and workers organizations in sending and receiving countries should be attempted. At the same
time, formation of associations of migrant workers should be encouraged so that they can provide self-help support services, among other things.
Regulation of the recruitment industry
It is readily acknowledged that private employment agencies play a crucial role in facilitating
migration. At the same time, they are responsible for a number of unethical practices that promote irregular migration and result in serious human rights violations of actual and potential
migrants.12 ILO has therefore devoted attention to streamlining their activities in line with international standards, especially the Convention No. 181 (1997).
The 1997 ILO Meeting of Experts (ILO, 1997a) formulated guidelines for special protective
measures for migrants recruited by private agents for employment overseas. It advocated several
measures, such as promotion of bilateral labour agreements between countries; enhancing the
public employment services in both sending and receiving countries for dealing with migrant
workers; promotion of cooperation between public and private employment agencies; close
supervision of the activities of private recruitment by means of appropriate national laws or
regulations and in consultation with representative organizations of employers and workers;
imposition of adequate sanctions against abuses or malpractices. Some innovative work in evolv60

ing a regulatory framework for private recruitment agencies has been recently carried out in
Indonesia (Böhning and Noriel C., 1999).
Elimination of trafficking of women and children
Traffickers are among the worst violators of human rights of migrants, particularly of migrant
women and children. Asian countries should take a firm stand on trafficking of women and
children. It is a major humanitarian issue and the organized syndicates and traffickers should be
harshly dealt with as accepted by the Bangkok Declaration. To quote:
The participating countries and region should be encouraged to pass legislation to criminalize
smuggling of and trafficking in human beings, especially women and children, in all its forms and
purposes, including as sources of cheap labour, and to cooperate as necessary in the prosecution and
penalization of all offenders, especially international organized criminal groups (Thailand Ministry of
Foreign Affairs, 1999).

These should be complemented by preventive and rehabilitation measures for victims of trafficking.
Information campaigns and orientation
Public information campaigns on the risks and dangers of irregular migration and the phenomenon of migrant trafficking and related abuses should be launched as a preventive measure.
Similarly, information on the rights of migrants and available instruments should be disseminated to all parties.

ENDNOTES
1. Parts of this paper draws upon some material in: Piyasiri Wickramasekara, Migrant workers in Asia and the
Pacific: Issues in Human Rights and the Principle of Non-discrimination, Paper presented at the Asia-Pacific
Regional Seminar of Experts in preparation for the World Conference on Racism, Xenophobia and Related
Intolerance, organized by the Office of the High Commissioner for Human Rights (OHCHR) and UN ESCAP,
5-7 September, 2000, Bangkok, Thailand.
2. Wickramasekara, Piyasiri, Labour market integration of national workers in Gulf Cooperation Council
Countries, presentation at the GCC Seminar on Nationalization of the Work Force in the Private Sector, Bahrain,
January 2003.
3. ILO (1997). Report and Conclusions of the Twelfth Asian Regional Meeting, (Bangkok, 9-11 December 1997),
GB.271/6, 271st Session, Geneva, March 1998. http://www.ilo.org/public/english/standards/relm/gb/docs/
gb271/gb-6.htm. Twelfth Asian Regional Meeting, (Bangkok, 9-11 December 1997).
4. Some information contained in this section draws upon Abella, 1999.
5. Legal Aspects of Social Integration of Migrant Foreigners in Japan, by Kozo Kagawa, 2000.
6. Legal Aspects of Social Integration of Migrant Foreigners in Japan, Kozo Kagawa, 2000.
7. This section draws upon Grimsmann, 1999; Böhning, 1999.
8. The full text of these standards is available at the ILO website: http://wwww.ilo.org/
9. Emphasis inserted by the author.
10. See http://www.justice.gov.hk/interlaw_e.htm#International%20Labour%20Conventions.
11. See the Web Page on the Declaration at the URL- http://www.ilo.org/public/english/standards/decl/
12. Fraudulent job firms thriving in slave trade, The Bangkok Post, 16 July 2000.
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INTRODUCTION
In the past, professional and skilled workers were the group who migrated to work abroad in
Europe and North America. Starting in 1972 and 1973, the process of going to work overseas
was formed into business and run by private recruitment agencies. Emigration from Thailand
was primarily to the Middle East and Saudi Arabia. However, our main market has shifted to
Asian countries/regions such as Taiwan, Malaysia, Singapore, Brunei and Hong Kong since
1991.

LABOUR SITUATION IN THAILAND
Currently, Thailand has a population of 63.75 million. According to the Labour Force Survey of
National Statistics Office in January 2003, the total labour force is 34.16 million or 53.60 per
cent of which the number of employed persons is 32.71 million or 95.7 per cent and unemployed
persons 1.15 million or 3.4 per cent. Of the total number of employed persons, 12.49 million
persons or 38.2 per cent are in the agricultural sector and 20.22 million persons or 61.8 per cent
are in the non-agricultural sector.

POLICY ON OVERSEAS EMPLOYMENT
The employment policy in Thailand focuses mainly on domestic employment opportunity. However, overseas employment is also one of their choices. During the time of our economic crisis,
overseas employment has been enhanced by our government. The Policy on Overseas Employment has been launched in three factors as follows:
1. The workers who are going to work overseas have to upgrade their skills in various fields so
that they can use this working experience as a tool for improving their living standard in their
home country as well as to upgrade their skills to meet the international standard.
2. They must earn an adequate and fair income as well as all the benefits and welfare in accordance with that particular country.
3. They should have the standard of living in accordance with the environment and cost of
living in that country and can improve their living standard upon their return to their home
country.

THE SITUATION OF SENDING THAI WORKERS TO WORK OVERSEAS
The number of Thai workers working overseas at this present time could be estimated at 360,040.
In 2002, the number of Thai workers working overseas was 157,624 of whom 133,918 or
84.96 per cent were males, and 23,706 or 15.04 per cent females. 82,601 persons or 52.40 per cent
are sent by the recruitment agencies, 66,763 persons or 42.36 per cent are self arrangement,
7,834 persons or 4.97 per cent are sent by their employers to work or to be trained overseas, and
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426 persons or 0.51 per cent are sent by the Department of Employment. Most of the Thai workers
are sent to work in the Asian countries as the number of 129,600 persons or 82.22 per cent. Taiwan
is our main market, receiving 78,365 workers or 60.4 per cent. In the Middle East, there are 19,840
Thai workers or 12.59 per cent. Israel receives 12,458 workers or 62.79 per cent. For Europe and
North America, the market will be for skilled labour.
The Thai workers who go to work overseas come mainly from the north-east and the north of
Thailand. The statistics in 2003 show that 67 per cent of workers are from the north-east and
19 per cent from the north. The education level is in elementary level 77.70 per cent. The age
range is between 21 and 45 years old (see Annex).

THE PROTECTION OF THAI WORKERS
The Recruitment and Job Seekers Protection Act, 1985 has the essence of giving protection
rights to the workers who are working overseas against unfair treatment involved with the process of sending Thai workers to work overseas. Therefore, any process of overseas job recruitment and placements should comply with this Act. The brief contents of the Act are as follows:
Minimum wage
The minimum wage in each country that receives the Thai workers should be stipulated. Therefore,
the Thai workers should receive the wage not lower than the minimum wage of that particular
country.
Pre-departure orientation
All Thai workers who are going to work overseas must attend the Pre-departure Orientation
conducted by the Department of Employment, Ministry of Labour, free of charge. This orientation is the preparation for the workers to acquire basic knowledge about the culture, working
conditions, living conditions, working contract, laws and regulations related to the work, as well
as benefits and welfare.
Notification of their work to the Royal Thai Embassy/The Office of Labour Affairs
overseas
As soon as the Thai workers arrive in the receiving countries, they must announce themselves by
giving their name and address to the Royal Thai Embassy/the Office of Labour Affairs in order
to receive proper help and protection for their rights. The Office of Labour Affairs ise located in
11 countries/regions with 13 offices which are in Greece, Brunei, Kuwait, Singapore, Saudi
Arabia (2 offices), Taiwan (2 offices), Hong Kong, Malaysia, Japan, Israel and Switzerland.
Aid fund for overseas workers
This fund is for helping workers who have been abandoned overseas with no financial support to
come back home, as well as providing aid to workers who face a financial difficulty to facilitate
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them in possible ways such as skill testing and pre-departure orientation, etc. This fund will be
distributed by the employers or the authorized overseas recruitment agency.
The monitoring and operating of the recruitment agency
The stipulated steps and procedures for the recruitment agency have been carried out for protecting the workers and in order to monitor their performance as a good practice of recruitment
agencies as follows:
1. In applying for permission to set up an overseas recruitment agency, the applicant must have
not less than one million baht capital for register, guarantee cash, bond or surety contract
from the bank of the deposit at least 5 million baht to submit to the Central Registrar (Director
General of Department of Employment).
2. In the process of overseas employment, the recruitment agency must request permission
before recruiting the workers or advertising. The recruitment agency must be responsible for
taking the workers to get a physical examination, skills test (if required) as well as pre-departure
orientation and submit the name list and working place overseas to the responsible Thai
government office in that country.
3. The recruitment agency is responsible for all expenses which might occur to the workers
when work contracts are violated by employers. Besides, all expenses must be redeemed to
the workers in case they do not get the job placement according to the contract or they have
been laid off through no fault of their own.
Cooperation with receiving country
The Ministry of Labour has enhanced and strengthened the potential of sending Thai workers to
work overseas with its policy to have more cooperation between the receiving countries. Therefore, the bilateral Agreement has been set up according to the needs of both countries. The main
concern of this Agreement is for the well-being of Thai workers to ensure that they will be
protected under the law of those receiving countries as well as to gain mutual trust and confidence between the two countries in handling this matter. At present the Ministry of Labour by
the Department of Employment has already signed the Agreement with Taiwan on December 2,
2002 and the new procedures have been taken since then.
The problems of overseas employment
The problem of the recruitment agency. The most critical problem is the competition between
the recruitment agencies in paying money to buy the job vacancies from the employers and the
brokers by making a bid to them. Then, they pass on these burdensome expenses to the workers
which causes an overcharge problem. This problem has a direct effect on the workers’ income.
They have suffered from insufficient wages to support their families in Thailand. Besides, the
problem of workers being deceived or exploited by the recruitment agencies also exists.
The problem of the workers. The workers themselves have violated the law of the receiving
countries. Sometimes they also escape from the employers to work elsewhere.
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The problem of the employers. It is found that the employers have changed the new working
contract when the workers have already arrived in their countries. The employers terminate the
workers before the expiration of the contract. Sometimes the workers did not receive all the
payment due to them, thus the employers have also violated the law.
The problem of sneaking to work overseas. It is quite difficult for our officials to detect the
purpose or their real intention in travelling overseas. Therefore, this problem still persists in our
country.

THE SOLUTION OF OVERSEAS EMPLOYMENT
The Ministry of Labour has launched offensive and defensive measures and activities to alleviate
the problems of working overseas as follows:
Defensive measures
Two sections are set up to provide services to job seekers who want to work overseas:
1. Job seekers for Working Overseas Registration Center is set up to serve the job seekers who
want to work abroad in preparing themselves for the recruitment process such as medical
check-up and skills upgrading to meet the employers’ requirements. The Department has set
the regulations that any recruitment agencies and employers should use the Center as the
channel to select workers to work overseas.
2. One Stop Service for Overseas Employment is the cooperation between private and public
sectors which are engaged in the process of dispatching Thai workers. The office is comprised of staff from the Ministry of Labour, the Ministry of Foreign Affairs, Royal Thai Police, commercial banks and financial institutes, hospitals, airlines, skills training institutes
and other facilities. The aim is to facilitate Thai workers to manage all matters concerned in
going to work overseas within a short time.
Offensive measures
The Ministry of Labour has tried to alleviate the problem of job seekers being deceived by some
recruitment agencies as follows:
1. Special centres are set up to monitor and combat any recruitment agencies or agencies which
actively deceive job seekers. These centres are located in 36 provinces especially in the north
and north-east where a large number of people are working overseas or are reported to have a
high rate of complaint cases from job seekers. These task force centres are coordinated by the
Ministry of Labour, Royal Thai Police, Ministry of Justice, Ministry of Interiors, and Ministry of Foreign Affairs with the objective to detect and arrest those who have any activity of
cheating job seekers.
2. The Department of Employment has issued a regulation to increase the money which each
recruitment company has to deposit with the Department of Employment to guarantee that in
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case the workers who use their services in making any arrangements to work overseas do not
get a job or salary or benefits as identified in the work contract, the companies must pay the
job seekers back all money that they charged or an appropriate amount of money depending
on the case. The increase of the company deposits to the Department of Employment will be
in proportion to the number of workers each company dispatches to work overseas. The exact
rate to be increased is not specified yet as it is in the process of collecting information and
making a study to find out the most appropriate proportion which all concerned sectors can
accept.
3. For the penalty of misdeed recruitment agencies, the Department of Employment, Ministry of
Labour will take immediate action by withholding temporarily their licence or withdrawing
it.
4. In case of problems caused by the employers, the Office of Labour Affairs in that country will
be our representative to help them solve the problem by investigating the fact. If the fault is
found to be on the employers’ side, these employers will be suspended until the problem can
be solved.
5. In case of problems regarding exorbitant fees charged by the recruitment agencies for working overseas, the government has intervened by providing a similar service as an overseas
employment service to the job seekers with the aim of reducing the opportunity of private
recruitment agencies overcharging the workers. However, the proportion of our service is
still very small as and when compared to the total number of sending workers.
Set up Working Group
A Working Group to examine the problem of overcharging workers for working overseas has
been set up by the Ministry of Labour to find out the best solution to ease up the problem and to
protect the workers’ right and benefits as identified in the work contracts. The working group
undergoes its study to conclude the appropriate rate with the real cost and situation of each
market.

SUGGESTIONS FOR COOPERATION BETWEEN LABOUR SENDING
COUNTRIES TO PROTECT WORKERS’ RIGHTS AND BENEFITS
All labour sending countries should cooperate on our workers’ rights, benefits and welfare
by:
The risk of going to work overseas
Negotiate with the receiving countries to provide more social security and welfare to the workers. In case of workers being terminated from work before the end of the contract period, the
employers have to pay compensation to those workers.
The service fee and travelling expense
In Thailand the workers have to pay a big sum in service fee and other expenses, especially to go
to work in Taiwan. Therefore, they have to borrow money or sell their land to raise the money
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required, and pay high interest. It is an unfair and burdensome situation for the workers to work
and try to collect the money just to pay for their debts. We should cooperate to terminate this
kind of recruitment tactic to reduce the service fee by making it less competitive to try to get the
most job vacancies in that particular region.
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India is a country of one billion people, and 41 million unemployed inhabitants. It is a country on
the road to development. A policy of economic liberalization has been adopted, yet India needs
foreign exchange to meet its import bills. The remittances sent by the Indians working abroad
are an important source of foreign exchange.
India’s attitude towards labour migration is to acknowledge its people as a resource and therefore to promote migration for employment abroad.

LEGISLATIVE FRAMEWORK
The Emigration Act, adopted in 1983, regulates overseas employment and seeks to protect and
safeguard the interests of Indians migrating for employment abroad.
The recruitment of Indian citizens for foreign employment either through registered recruiting
agents or directly by foreign employers is only possible after obtaining the permission from
either the Protector General of Emigrants or the appropriate Indian mission abroad.

SIMPLIFIED PROCEDURES
Section 22 of the Emigration Act provides that no citizen of India shall emigrate unless he
obtains emigration clearance from the Protector of Emigrants. However, with a view to facilitating the movement of the workers, seventeen categories have been exempted from this requirement and have been placed in the category of “Emigration Check not Required”. This includes
highly educated professionals and financially sound persons.
In addition to the above, a worker belonging to any of the following six categories: supervisors,
skilled workers, semi-skilled workers, drivers, clerical workers and cooks will benefit from a
simplified procedure and receive an automatic emigration clearance.
Persons going to Pakistan, Bangladesh, Japan, Australia, New Zealand, North America and Europe are also exempt from emigration formalities. In total, 50 countries of destination fall within
this category.
Finally, Indians proceeding on pilgrimage to Saudi Arabia, Syria, Iran, Iraq, Jordan, Egypt or
Yemen do not require an emigration clearance.

PROCEDURES REGARDING UNSKILLED WORKERS
UNDER THE 1983 EMIGRATION ACT
Foreign employment is being regulated only in respect of unskilled workers. The Protector General
of Emigrants in the Ministry of Labour, through eight Protector of Emigrants offices located at
Delhi, Mumbai, Cochin, Thiruvananthapuram, Chennai, Chandigarh, Hyderabad and Kolkata
supervises the emigration of Indian workers. These offices are in charge of emigration clearances.
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It is estimated that three million Indians are working abroad. The top five countries of destination for unskilled workers in 2002 were Saudi Arabia (99,453), United Arab Emirates (95,034),
Kuwait (48,549), Oman (41,209), Singapore (24,399).

POLICY REGARDING REMITTANCES
The Reserve Bank of India estimates that during the period 1 April 2001 to 31 March 2002,
remittances from Indians working abroad amounted to US$ 12.125 million. Remittances are tax
free and most remittances are sent through formal channels.

PROBLEMS
Sending countries face several difficulties when trying to protect the interests of their nationals
abroad. Labour receiving countries are reluctant to enter into any formal agreements and are also
shy of agreeing on labour contracts even for vulnerable categories, such as housemaids. Laws
are sometimes different or differently applied for nationals and foreign labour. Regarding earnings, most labour receiving countries do not have statutory provisions on minimum wages and
some countries only allow 50 per cent of earnings to be repatriated.
Most of the complaints received from Indian emigrants relate to either non payment or delayed
payment of wages, to workers who become stranded because the employer is unwilling to receive them on arrival, to changes in contractual terms after arrival to the disadvantage of the
worker, poor living conditions, inadequate medical cover, the employer’s lack of regard for
injury or sickness suffered by workers and reluctance to bear the cost of repatriation. Housemaids are worst affected as they are most susceptible to suffer physical abuse.

WELFARE MEASURES IN PREPARATION
A proposal is under consideration to set up a Central Manpower Export Promotion Council,
which, among others, will monitor international labour market trends and collect and maintain
statistics. An Indian Overseas Workers’ Welfare Fund is to be established for meeting contingencies like the release of funds to the Indian Missions abroad for the payment of return ticket for
workers stranded abroad, or the repatriation of the remains of workers who died abroad. It will
also assist workers who have suffered injuries and who become disabled, and other similar
purposes. A compulsory insurance scheme is currently under consideration.
At the inter-state level, India is willing to increase its interaction with labour receiving countries,
but also to share its experience and learn from other labour sending countries.
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CONCLUSION
In conclusion, three points seem important to focus on for the welfare of migrant workers abroad.
First, it seems important to negotiate and enter into bilateral agreements with major labour receiving countries. Second, the cooperation by labour receiving countries for specially designed
contracts for vulnerable categories of workers such as housemaids should be obtained. Finally,
another important aspect is the introduction of pre-departure training modules.

Suggestions welcome.
Thank you.
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INTRODUCTION
Human migration across the borders brings undoubted gains, to the migrants and beyond. History
bears testimony to innumerable instances where human migration has played a dominant role in
the economic, social and cultural development of societies. By exchange of ideas, skills, innovations and interplay of diverse motivations with the migrating people, growth and development
of societies were more often manifested than otherwise. Take the instance of the United States of
America. Initially settled by shiploads of political outcasts and convicts from Old Europe, the
USA ultimately became known as “melting pot” for its liberal policy of accommodating migrants in general from all corners of the world. It is believed that this liberal stance has largely
contributed to its economic and cultural growth, culminating in the present position of the USA
as the economic super power. An opposite instance is Australia. Endowed with immense natural
wealth, Australia’s initiation into civilization coincided with that of the USA, sharing similar
unloading of European convicts. But due to its biased policy on migration, only to European
origins, it has lagged far behind from its true potential and exerts only an inconspicuous role in
world politics and economy.
The question of optimizing benefits out of migration would not have arisen, had the theme of
Globalization in facilitating increased efficiency in production of goods and services by removing obstacles to easy global mobility of factors of production – land, labour, capital and organization – taken its full effect. Except land, all other factors are easily movable. Capital and
entrepreneurship are usually welcome to any country. There is, however, great resistance, especially from developed countries, against movement of labour. But the world scenario is changing fast. Countries with an edge in cheap labour and the right kind of entrepreneurship are
occupying world consumer markets rapidly. Even after the Twin-Tower episode and general
economic slowdown, countries like China and India registered a GDP growth rate of above 5 per
cent. On the other hand, the GDP growth rate of developed western countries hovered around
the zero figure. The primary reason is a comparative disadvantage in the cost of labour. Here I
wish to clarify one important concept that the rate of unemployment has little correlation with
the cost of labour. A developed country in Europe with a high unemployment rate may still suffer
from a lack of cost-effective labour, and remain in disadvantage in cost of production, say with
China.
The gap between earnings in the poor and rich worlds is vastly greater than the gap in the prices
of traded goods. This is enough reason to generate a natural movement of migrants, both orderly
and undocumented. Like the movement of water– from a higher level to a lower level – people
will always migrate from poor to rich countries, from rural to urban areas, from the third world
to the first world, whatever may be the prevailing legal barriers or hindrances. The potential
economic benefits that could be brought to the world community by liberalizing migration dwarf
those from removing trade barriers.
Trends and economic exigencies will decide the future movement of migrants across the world.
Another factor that will play a major future role in facilitating movement of migrants from
developing to developed countries is the demographic imbalances. Ethnic barriers will give way
to economic realities.
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I will now dwell on the issue of optimizing benefits of organized and orderly labour migration
both in the labour exporting and destination countries. Though most of the labour exporting
countries are engaged for decades in sending labourers to destination countries, most of them are
suffering from lack of transparency in legal regime, dissemination of correct information,
inequality in G-to-G equations of sending and receiving countries, subjecting the labourers to
extortions both by governments and by private sectors, fostering growth of dalal or intermediaries,
absence of accountability and responsibility of concerned governments and private recruiting
agents including a host of other anomalies that go a long way in depriving the migrant of his
rightful benefits and tarnishing the image of the whole sector.
The real term “optimization of benefits of labour migration” would have been ensured had the
WTO been able to ensure the free flow of labour movement globally as a factor of production.
But WTO negotiation rounds are replete with terrible resistance by developed countries even for
basic agricultural products. They would prefer to continue to subsidize their farmers to the tune
of US$ 1.00 billion every day than allow the poor and developing countries a level playing
ground. In such a scenario the question of free movement of labour remains as elusive as ever.
However, in the present regimented and restricted movement of labour on a limited scale, the
following measures may be addressed with pro-people political will and a humane approach.
Migration cost rationalization
Migration cost must be minimized in order to maximize the benefits of the migrants.
Organized and planned migration
Labour migration should be promoted in an organized and planned way;
Prescription of minimum salary
Category-wise and country-wise minimum salary structure may be prescribed and enforced in a
pragmatic way;
Skills development programme
Priority has to be given to upgrading unskilled workers to skilled manpower by imparting training as per the current trend of international needs. New technical and vocational training centres
may be established and the existing ones, both in the public and private sectors, need be modernized and upgraded. It is a fact that while the migration cost for skilled workers is lower, salary
and other benefits on the other hand are comparatively higher for such workers;
Elimination of middlemen and intermediaries
Middlemen in the visa procurement and labour recruitment process should be eliminated. These
intermediaries are the main cause of the upward trend of the migration cost. Recruiting agents
should deal with the employees and workers directly;
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Awareness building
Information dissemination and awareness building campaign amongst the overseas job seekers
may be intensified touching all the aspects of labour migration;
Stoppage of government exploitation
Exploitation of the migrant workers by the Governments of the labour-sending and labourreceiving countries needs to be stopped by eliminating the exorbitant rate of travel tax, work
permit fees, etc.
Introduction of labour fare
A labour fare may be introduced for the workers by the national airlines of both the laboursending and labour-receiving countries.
Stoppage of monopoly by airlines of labour-receiving countries
Mandatory requirements and insistence of some of the missions of the labour-receiving countries stationed in the labour-sending countries for purchasing tickets from their national carrier
at a higher premium as a pre-condition of visa issuance should be stopped. Migrants should have
the right to choose the carrier based on fare, service, convenience and comfort.
Stoppage of unhealthy competition for visa procurement
Unhealthy competition amongst the recruiting agents push the visa procurement cost up to even
SR 4,500 per visa of a cleaner with a salary of, say, SR 350 per month in Saudi Arabia. The
amount comes out of the pocket of the poor migrant and goes into the pocket of the wealthy
employers via the recruiting agents or middlemen. Employers, therefore, pay the salary to this
type of migrant for more than a year out of the visa money channelled to them earlier from the
poor migrant! This can’t be allowed to continue.
Demand and supply gap for visa to be narrowed by promoting new labour markets
There is huge demand for visas in the labour-sending countries because of acute unemployment
and underemployment in those countries. The supply of visas compared to the demand, on the
other hand, is meagre. Because of the big gap between the demand and supply, visa procurement
expenses soared. To match the demand for and supply of visas for overseas employment, new
labour markets are to be searched out not only in traditional areas of the Middle East, Gulf and
South-East Asian regions but also in other potential countries including industrialized developed countries.
Government officials in most of the cases are conservative and suspicious about new labour
markets and are hesitant in according permission for sending workers in “new found labour
markets”. We hope that the encouragement and cooperation of all the authorities concerned may
be made available with a positive and pro-active mentality for the successful development of
new labour markets.
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Data bank for minimizing migration cost
A data bank consisting of the details of the overseas job seekers may be developed by the government machineries. Recruiting agents may be asked to recruit workers only from the data
bank. There will be no financial transactions between the would-be migrants and the recruiting
agents. Overseas job seekers shall deposit a rationally pre-fixed amount in the bank account of
the data bank. Upon the successful and faultless dispatch of the workers, the data bank will
release the service charge/ recruitment fees to the concerned recruiting agent.
The data bank system may, therefore, greatly minimize the migration cost and exploitation of the
migrant workers by a section of the recruiting agents, intermediaries and overseas employers.
Stoppage of illegal and undocumented migration
Stringent measures are to be enforced for the complete stoppage of illegal and undocumented
migration.
Female workers should have the right to migrate
Policy makers need to be gender sensitive. Governments would better not put any bar for female
workers to migrate legally, officially and in a transparent way.
MoU/Bilateral agreements to safeguard migrants’ rights and dignity
United efforts may be undertaken by all the labour-sending countries to sign uniform MOUs or
bilateral agreements with the governments of labour-receiving countries to safeguard the legitimate rights and dignity of migrant workers in line with the 1990 UN convention and other
relevant ILO conventions.
Manpower export policy and emigration laws/ordinances/rules
Governments may formulate their National Manpower Export Policy. The emigration laws/ordinances/rules need be updated in line with the current policies of the governments which, in turn,
will depend on the trend of the international labour market.
Code of conduct for recruiting agents
A code of conduct may be formulated by all the governments based on their manpower export
policy and the emigration laws/ordinances/rules for compliance by the recruiting agents.
Insurance for the migrants
Before departure, overseas job seekers may be encouraged to purchase a single-premium insurance policy to counter probable distress, injury or death while working abroad. Such policy may
be kept open-ended and not imposed as mandatory on the recruits.
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Remittance flow maximization
Migrant workers remit their hard earned money to their relatives mainly in two forms:
• Legally through banking and postal channels; and
• Through “Hundi” (unofficial money laundering in an illegal way).
Most of the illiterate and half educated migrants prefer the Hundi system because:
• They are neither familiar with nor qualified enough to use the banking system;
• They don’t have enough time during working hours to go to the bank. “Hundiwalas”, on the
other hand, approach them on their door steps for the transaction;
• The banking system takes a longer time under a complex system to remit the money. The
Hundi system, on the other hand, is very simple, quick and efficient;
• The rate of exchange in the Hundi system is higher compared to the banking rate;
• The banking system remits the money from bank to bank. On the other hand Hundiwalas
make the remitted amount available to the far flung corner of the country, in the hands of the
nominee with a broad smile, without any documents!
To combat the situation, the following options may be examined:
• Remittances are to be effected by the banking system electronically for a quicker and safer
transaction;
• Bankers in all phases of remittance should be migrant-friendly;
• A special premium rate of remittance for the wage earners from abroad may be introduced;
• Migrants’ remittances may be made free of income tax;
• Import duty, VAT etc. may be exempted for the machinery and equipment used by the expatriates while working abroad, if imported for starting their own enterprises on return to the home
country;
• State securities and bonds in foreign exchange with an attractive package of incentives for the
migrants may be arranged;
• The quota for migrants in the IPOs of the listed companies of SEC under different stock
exchanges may be maintained.
Migration for poverty alleviation
Migration needs to be accepted as a tool for poverty alleviation. For achieving this objective, the
following options may be considered:
• The term “poor” is to be defined in the first instance;
• The message is to be given to the “poor” that they also have the right, scope and privilege to
migrate;
• Credit facilities may be extended to the “poor” to meet their migration cost and a credit scheme
may be evolved in line with the world-famous Micro Credit Programme of Grameen Bank.
The concept was originally conceived and implemented by internationally-acclaimed economist Professor Dr. Muhammad Yunus of Bangladesh.

82

We need not worry about repayment. The “poor” will definitely repay the credit amount with a
moderate rate of interest if confidence is reposed in them and a proper system is evolved. I
cannot check my temptation but to share my fascinating experience with the micro-credit programme of Grameen Bank where I was initially involved while I was studying economics in the
University of Chittagong as a student of Professor Yunus. The experience is:
• In order to secure the normal loan, traditional banking system is resorted through collateral
security of the movable and immovable properties of the borrower. The message, therefore,
was very simple: the more property you have, the more creditworthy you are and vice versa.
The outcome: a good number of the borrowing turned into “classified”;
• The reverse is the case of Micro Credit Programme of Grameen Bank. The less property you
have, the more eligible you are to have access to micro credit. If you have no property at all,
you are the most suitable client for Grameen Bank! And if you are a widow/helpless woman,
without any property to mortgage then you are the most ideal client for micro credit. Grameen
Bank now has 1,181 branches in rural Bangladesh and has so far disbursed an amount of Taka
171,766.90 million equivalent to US$ 2,966.60 million. There is not a single classified loan
and the rate of recovery was 98.81 per cent! Prof. Yunus declared: “Credit is not a favour to
the poor. It is their right!”
Micro credit may be extended by organizations like Grameen Bank and other micro credit financial institutions including NGOs for optimum benefit out of migration by the poorer section of
the community, which will alleviate poverty.
Let us, therefore, have the Colombo Declaration like this: “The poor also have the right to
migrate to come out of the vicious circle of poverty. Let us facilitate their endeavour to migrate”.
Impact of war on Iraq
The immediate and ultimate impact of war on Iraq is to be analysed and corrective measures are
to be undertaken in time.
Holding of Labour Migration Ministerial Consultations on an annual basis
Considering the importance of this type of ministerial level interaction on labour migration, may
I propose that the Ministerial Consultations may please be organized by IOM every year and be
hosted by each of the 10 Asian labour-sending countries on a rotating basis. National associations of recruiting agents of the labour-sending countries may also be invited to attend. Continuous consultation, cooperation, coordination and concerted efforts will definitely ensure optimum
benefits out of organized labour migration.

CONCLUSION
In conclusion, I must thank the IOM, the most pro-people international organization and its
caring executives for organizing such an important and useful Ministerial Consultation on Labour
Migration. Special thanks to Mr. Brunson McKinley and Mr. Md. Shahidul Haque, the Director
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General of IOM and Regional Representative of IOM for South Asia for their pioneering role in
organizing this consultation meeting. Thanks are also due to H.E. Mr. Samarasinghe, the Minister of Employment of Sri Lanka and his Government for hosting the event.
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Mr. Chairman, Distinguished Delegates,
Ladies and Gentlemen,
I avail myself of this opportunity to congratulate the Democratic Socialist Republic of Sri Lanka
and IOM who have organized this important conference. I would also like to thank them for the
warm reception and meticulous arrangements made to make our stay most comfortable and
fruitful.
As you are aware, the theme of this session is “Institutional capacity building and inter-state
cooperation”.
In my short presentation, I propose to touch upon three main issues/challenges with particular
reference to Pakistan followed by identification of potential areas of inter-state cooperation in
capacity building. The three migration challenges are:
- Inflow of irregular migrants in Pakistan;
- Irregular migration throughout Pakistan;
- Rehabilitation of regular migrants on return.
Before looking at these challenges, I plan to briefly mention the existing institutional arrangements put in place of Pakistan to regulate migration:
Firstly, we have a law known as Emigration Ordinance, 1979 with supplementary rules to provide for a comprehensive legitimate framework to manage migration.
Secondly, under this law, we have set up a Bureau of Emigration and Overseas Employment to
monitor employment promoters in the private sector and to ensure protection of the items and
conditions including insurance cover of emigrants through protectors of emigrants.
Thirdly, we have an Overseas Employment Corporation to facilitate recruitment on employers’
choice primarily in the public sector.
Fourthly, we have posted 13 Community Welfare Attachés in eight countries to redress the problems of expatriates in liaison with the host countries besides verification of the genuineness of
manpower demands.
Fifthly, we have set up an Overseas Pakistanis Foundation (OPF) which attends to the problem
of OPs in Pakistan in housing, education, training, and medical facilities for their dependent
family members. The OPF has also launched a pension scheme for OPs and introduced incentives like silver and gold cards to encourage foreign exchange remittances through legal channels, including special handling counters at the airports. The scheme has produced excellent
results.
Lastly, an Overseas Advisory Council (OPAC) including representatives of OPs has been set up
to make recommendations for better management of migrants and their welfare.
Despite the stated arrangements already in place, there are challenges and a lot more needs to be
done.
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INFLOW OF IRREGULAR MIGRANTS IN PAKISTAN
This brings me to three challenges stated at the outset. Pakistan has been facing a major challenge of illegal immigrants estimated around 3.3 million. The inflow of illegal immigrants was
a result of the Russian invasion of Afghanistan in 1979. The basic problems were attributable to:
- Sense of insecurity because of landmines and lack of job opportunities back home in
Afghanistan;
- Inadequate border controls on humanitarian grounds;
- Lack of information sharing and cooperation amongst the regional countries concerned.
The Government of Pakistan, in cooperation with UNHCR, and the new Afghan Government,
has planned the voluntary return of the Afghan refugees through a tripartite agreement signed
between the Governments of Pakistan and Afghanistan and UNHCR on 17 March 2003. So far,
about 1.5 million Afghans have gone back to their country on assurance for generating healthy
economic and social conditions in their own country. A considerable effort is needed for the
fulfilment of financial commitments made by the international community for the dignified
return of the remaining Afghan refugees.
To tighten border controls, modern surveillance equipment has now been installed or is being
installed.
The latest system of computerized identity cards has been put in place and machine readable
passports are being introduced to ensure genuineness of documents.
In order to regulate the stay of illegal immigrants, a system of their registration and issue of
identity permits has been introduced. The rights of immigrants holding such permits will thus be
protected during their stay in Pakistan.
To ensure a complete stop on human trafficking and transit movement, there is considerable
scope for inter-state cooperation. For this purpose, there is a need to have focal points in the
neighbouring countries for information sharing in advance of actual movement for timely checks.
Other modalities could also be worked out through mutual consultations and agreements.

OUTWARD MIGRATION THROUGH IRREGULAR CHANNELS
Pakistan had a problem of movement of workers who were being trapped by fake agents from
some remote regions who adopted routes which were full of life hazards. The Government of
Pakistan has taken two important steps in this direction. Beside the strict border controls as
stated earlier, a law on Human Trafficking, which provides strict punishments, has been enforced.
In order to create wider awareness, a Human Trafficking Conference was held in February 2003
with the support of IOM and other organizations concerned. There is room for inter-state cooperation for effective checks beside attention required to regularize the status of those who
have already gone abroad.
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REHABILITATION OF RETURNING MIGRANTS
Pakistan is evaluating the question of rehabilitation of returning migrants through the OPF and
with the support of Overseas Pakistanis Advisory council (OPAC) with a view to making recommendations on this and other related issues. IOM Islamabad has also been actively associated
with this task. A great deal of work needs to be done in this field. We would welcome information about good practices already put in place by the participating countries.
To sum up, it would be mutually rewarding for the participating countries to:
-

Exchange information about the laws governing orderly movement;
Cooperate in stopping the human trafficking networks;
Adopt good practices for the welfare of expatriates;
Provide expert legal services to support the rights of economic migrants through the HRD
policies being followed;
- Negotiations and the conclusion of agreements between labour-sending countries for harmonious migration to the benefit of all concerned.
Before I conclude, I would like to convey the best wishes of the Honourable Mr. Abdul Sattar
Laleka, Minister for Labour, Manpower and Overseas Pakistanis for the success of this Conference. I also thank the organizers once again for their hospitality and arrangements made to make
our stay in the beautiful city of Colombo most enjoyable and productive.
I thank you.
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INTRODUCTION
The manpower condition in Indonesia at present still faces classical matters such as a high rate
of unemployment with relatively low education and lack of skills and meanwhile job opportunities are limited because of the economic crisis. This condition encourages many people to look
for job opportunities overseas through many channels.
Working abroad is the right of every citizen, so that the Indonesian Government has the responsibility to facilitate and manage the system and mechanism of placement of Indonesian overseas
workers through the legal procedure.
• The placement of Indonesian workers is not a commodity. So the management and mechanism of overseas placement should highly honour the principle of human rights.
• The placement of Indonesian workers is aimed at employing skilled labour, and it will consistently take into account the employment condition in Indonesia that is characterized by a
high rate of unemployment and the relatively low skills and education of the labour force.
• Most of the problems and constraints being faced in implementing overseas employment are
from internal factors such as:
- Geographic conditions of the area of the Republic of Indonesia, which has so many exit
points to go abroad. This condition creates an outflow of people who want to work
overseas without following the right procedure.
- Most Indonesians who are interested in working overseas have a relatively low
education and lack of skills. Therefore, Indonesian workers mostly work in low-level
jobs such as domestic helpers.
- The unavailability of acts to regulate Indonesian overseas employment and protection.
The existing regulation is only in the form of a ministerial decree.

STRUCTURES TO MANAGE LABOUR MIGRATION, SERVICES
AND FUNCTION – THE EXPERIENCES
Indonesian overseas employment programmes are national programmes, which are managed by
evolving not only central and regional governments but also private institutions.
Regarding the decentralization policy concerning Indonesian overseas employment, regional
governments have duties to supply and prepare the quality of the candidates which consists of
counselling, registration, selection and training before leaving Indonesia.
Meanwhile, the Central Government (Department of Manpower and Transmigration) has duties
as follows :
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- formulate regulation and policies;
- conduct services such as provide information and campaign the procedure of overseas
placement;
- look for job opportunities;
- issue licences for private agencies;
- permit for recruitment and placement and protection of Indonesian workers overseas;
- guidance and monitoring of private employment agencies;
- facilitate/issue documents for the departure of Indonesian workers;
- facilitate the return of Indonesian workers to their home town.

CAPACITY-BUILDING PRIORITIES
Developing policies of overseas employment consists of:
Regulations
The Indonesian Government has arranged Indonesian overseas employment regulations in the
form of an Act of Indonesian overseas employment and protection by adjusting and adopting
international conventions on migrant workers and human rights and taking into account the
development of the global era.
Institutions
Establishing the National Board for overseas Indonesian worker placement that is a government
institution with the function to implement the overseas employment programme legally, efficiently and effectively so that it is able to promote Indonesian placement qualitatively as well as
quantitively.
Set up labour attachés in the receiving countries
In the framework of supporting the system of Indonesian overseas employment, especially in
marketing and protecting Indonesian migrant workers, it is necessary to be backed up by the
institutions in the respective countries to set up labour attachés in the countries of destination.
The labour attaché has the following main functions:
- To conduct promotion and marketing of Indonesian migrant workers through hospitalization
of employment of job opportunities abroad.
- To build cooperation with the government institution related to employment in the receiving
country.
- To give protection to Indonesian migrant workers, to monitor Indonesian migrant workers,
employment implementation, assist Indonesian migrant workers to handle their problems,
give legal aids and advocacy.
- To collect data on the employment of Indonesian migrant workers, the return home of Indonesian migrant workers and expiry of the employment contract.
- To develop Indonesian migrant workers.
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Human resources development
To improve the quality of Indonesian workers and improve the professionalism of personnel of
private agencies and government officials dealing with the overseas employment process.
Implementation/mechanism and protection of Indonesian overseas workers
To arrange the implementation of the Indonesian overseas employment programme in combining procedure and mechanism system by take into account competency, protection and advocacy
of Indonesian overseas workers but also to prevent the exploitation of Indonesian overseas
workers.
Monitoring and controlling
Implementing law enforcement consistently, continuously without discrimination for all forms
of acts and regulations, concerning labour force employment overseas.

Based on above policies, further priority programmes has developed such as:
• To accelerate the arrangement of an Act concerning Indonesian overseas employment in order
that it may be legalized by the Indonesian parliament in the period of 2003, accompanied by
its implementing regulations.
• To conduct a programme on overseas employment diplomacy through Indonesian embassies
in the respective countries of destination, to build bilateral as well as multilateral cooperation
(MoU and Agreement). These activities are focused on the marketing, development and protection of Indonesian migrant workers.
• To establish the institution of Indonesian overseas employment and its function as regulator
and facilitator as well as implementing institution.
• To conduct a programme on accreditation of the institution of overseas employment, standardization and certification competency of Indonesian migrants workers, to guarantee the
fulfilment of the recruitment quality of Indonesian migrant workers as required by the user or
employer in the receiving countries.
• To conduct a national campaign to prevent and abolish the illegal recruitment and illegal
transportation of Indonesian workers.

BILATERAL AGREEMENTS AND THEIR IMPLEMENTATION
Most Indonesian workers overseas (60%) work in the domestic sector as domestic helpers and
generally they are lacking protection or labour laws in the countries of destination do not cover
them. For instance, the Indonesian Embassy in Riyadh reports that the Government of Saudi
Arabia does not allow the Indonesian Embassy to solve the problems of Indonesian workers who
escape from their employers, and it must be put forward to the authorities in Saudi Arabia. The
Indonesian Embassy is also prohibited from contacting Indonesian workers living in the house
of their employers, although they have problems with their employers.
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Meanwhile, a few industrialized countries are not giving permits for foreigners to work in their
countries except as “trainees”. Consequently, they are treated as trainees not as workers who
receive wages/salaries and other incentives. In fact, they work totally as a worker but they don’t
receive their rights as a worker.
One instrument that can be used for the protection of migrant workers is a bilateral agreement or
MoU between the country of origin and the country of destination of the migrant workers. But
there is a tendency for the country of destination to be unwilling to hold a bilateral agreement or
MoU with the country of origin. They consider that hiring workers especially for the domestic
sector is totally a business matter and that it is not necessary for governments to intervene in
private business.
Up to now, the Indonesian Government has just succeeded in making an MoU on manpower
placement with three countries: Malaysia, Kuwait and the Hashemite Kingdom of Jordan.
Agreementsd are still in progress with Saudi Arabia, Qatar and Taiwan.
An MoU between the Governments of Indonesia and Malaysia concerning employment overseas in the formal sector was made in 1984. Furthermore, an MoU was made in 1996 concerning
the manpower placement of domestic helpers. This MoU was renewed and revised in 2000; in
2003 we still revised the mentioned MoU.
An MoU between the Republic of Indonesia and Kuwait was made in 1996; an MoU between
Indonesia and the Hashemite Kingdom of Jordan was made in 2001.

Bilateral Agreements in the form of MoUs in outline agreed upon:
• Information exchange through diplomatic channels and efforts to develop cooperation in the
field of employment in general.
• Manpower placement implemented by selection in line with the need to give protection according to the existing law and regulations in the respective countries.
• Recruitment of Indonesian workers may not be conducted directly by employers, but it must
be done through the private employment agencies in Indonesia.
• The workers employed should meet the requirements and working conditions and qualifications needed in accordance with regulations in force in the respective countries.
• The employment contract is a tool to regulate the rights and obligations of both parties which
it legally bound according to the law and regulations in force in the respective countries.
In implementing the mentioned bilateral commitment or MoU, both parties need an arrangement to make the details of the MoU, including forming a joint committee for the real implementation of the committed MoU. In reality, the implementation of the said MoU does not yet
work satisfactorily.
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WAYS TO INCREASE COOPERATION AMONG SENDING COUNTRIES
AND COUNTRY OF DESTINATION
Cooperation between the Indonesian Government and other sending countries
of migrant workers has been conducted as follows:
• Indonesia since 1999 has been the member of the organization of the sending countries such
as the Philippines, India, Bangladesh, Sri Lanka, Pakistan, Thailand and Nepal. This organization has conducted several biannual meetings to discuss activities on promoting cooperation and strengthening the bargaining position of the sending countries.
• The Indonesia Government and the Philippines have arranged a Memorandum of Understanding that was signed by the Minister of Manpower and Transmigration of the Republic of
Indonesia and the Minister of Labor and Employment of the Philippines. The signing took
place in Bali on 18 January 2002.
Both parties agreed on the following:
- Exchange of experts and staff, information, programmers and experiences through meetings
and a networking system;
- To develop joint efforts to promote migrant protection, provide legal aids, vocational training, research and joint vocational training, research and development and others.
- Cooperation between sending countries and countries of destination in promoting migrant
protection and other forms of cooperation agreed among the parties.
As a follow-up to the MoU, the Indonesian Government requests all Indonesian Missions in
receiving countries to set up working groups.
Beside the mentioned subject, both parties agreed not only to set up a “Steering Committee”
whose members consist of senior officials of both parties, but also to set up joint working groups
in respective destination countries.
Several matters need to be discussed in the working groups such as:
- Exchange information on regulation and practice legal aids to migrant workers;
- Exchange information concerning black listed agencies and users;
- The setting up of a standardization of employment contract for Indonesian migrant workers
and OFW;
- The setting up of an agenda meeting or Steering Committee.
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Joint Cooperation
Joint cooperation between the Government of the Republic of Indonesia and countries of destination was established by setting up an MoU between Indonesia and Malaysia, Kuwait and
Jordan. In the future, we have a plan to set up MoUs with other countries/regions of destination
such as Saudi Arabia, Taiwan and Syria.
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INTRODUCTION
In the twenty-first century, international labour migration or the movement of people across
borders for employment is at the top of the policy agendas of many countries, be they countries
of origin, transit or destination. It is estimated that today between 60 and 65 million persons are
economically active in a country other than their own, with or without authorization, accompanied by as many dependants.1 Three key determining factors – the “pull” of changing
demographics and labour market needs in many industrialized countries, the “push” of population, unemployment and political crises pressures in less developed countries, and established
inter-country networks based on family, culture and history – will continue to fuel this kind of
movement for many years yet. An alarmingly large proportion of labour migration takes place
illegally, and there is a ready clandestine industry, including criminal, to abet it. Increasingly,
governments at both ends of the migration spectrum are developing regulatory mechanisms to
manage labour mobility to their individual and mutual benefit, and that of the migrant.
In Asia it is estimated that every year some 2.6 million workers left their countries under contracts
to work abroad over the period 1995-99. The south Asian countries accounted for 46 per cent of
this outflow. South-East Asians, mainly Filipinos, Indonesians, Thais, Burmese and Vietnamese
made up 50 per cent (see IOM, World Migration Report). A large proportion of workers from South
and South-East Asia continue to leave for the Gulf states to perform all kinds of service, trade and
construction jobs. New patterns of labour migration have also emerged in the region over the last
decade. There has been a significant outflow of professionals and technical workers to North
America and Europe, mostly from India, the Philippines and Thailand, especially in the information technology and nursing sectors. Intra-regional labour migration has also grown rapidly,
particularly from South-East Asia to the developed or emerging East Asian economies.
Labour-sending countries in Asia range from those that are experiencing a migration transition,
characterized by both labour import and export (e.g. Thailand), established labour-sending
countries (e.g. the Philippines and South Asian countries) to those that are relative newcomers
(e.g. Viet Nam) to organized labour migration. Nevertheless, as countries of origin they all face
some common issues. Briefly, these are:
• Challenges in protecting migrant workers from exploitative recruitment and employment practices and in providing appropriate assistance to migrant workers in terms of pre-departure,
welfare and reintegration services.
• Challenges in optimizing benefits of organized labour migration, particularly the development of new markets and increasing remittance flows through formal channels, as well as
influencing remittance use.
• Building institutional capacity and inter-ministerial coordination to meet labour migration
challenges.
• Increasing cooperation with destination countries for the protection of migrant workers,
access to labour markets and the prevention of irregular migration.
In response to these migration challenges, Asian countries have responded with a set of policies,
structures and procedures that seek to protect their migrant workers and facilitate orderly
migration.
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NATIONAL POLICIES AND STRUCTURES TO PROTECT MIGRANT
WORKERS AND FACILITATE ORDERLY LABOUR MIGRATION
The main policies introduced by Asian countries to protect their migrant workers focus on exit
controls, curbing abuses in recruitment, setting standards for employment contracts, welfare
services for migrants, the posting of labour attachés abroad and cooperation with countries of
destination.

Exit controls
In democracies, a generally accepted rule of international migration is the right of individuals to
leave the territory of a State (including one’s own). In Asian labour-sending countries, for the
stated reason of protection, varying degrees of exit controls are however practised. In the Philippines it is mandatory for migrant workers to have clearance from the Philippines Overseas
Employment Administration (POEA) before leaving the country. Pakistan, Bangladesh and
Indonesia have varying degrees of restrictions on female migrant workers leaving the country. In
India, emigration clearance is required for certain blue-collar occupations.
In the case of socialist China and Viet Nam there is no automatic right to seek employment
abroad and leave the country of origin.
Asian labour-sending countries have in the past also banned employment in specific destination
countries for a certain period owing to abuses in that country.

Licensing requirements
Private recruitment agencies have played a vital role in expanding labour migration in Asia. At
the same time, they have been responsible for many of the abuses. This has led states to intervene by controlling recruitment activities. All Asian sending countries prohibit the recruitment
of their nationals by persons or entities other than those licensed by the state to do so. Licensing
requirements generally require licensees to be resident nationals in order that they can be held
accountable for any recruitment violations. It is now also common for countries to require that
licensees put up financial guarantees against claims that may be brought by the government or
migrants. Limits have been put on recruitment fees that agents may charge.

Employment contracts
Ensuring employment contracts that guarantee a fair wage and basic provisions have been an
important part of efforts to protect nationals abroad. Administratively set standards, highlighted
in model employment contracts, are the basis for permitting the employment of nationals abroad.
However, in the absence of any agreement with the states of employment to ensure their
implementation, it is very easy for contract substitution to take place. Authorities in the countries of employment would have to assume the responsibility of ensuring that violations of
contracts are penalized, as the Labour Department of Hong Kong does.2 Otherwise much of
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the effort to ensure minimum standards in employment contacts in countries of origin is of
little use.

Migrant services
Asian countries have instituted a number of services over the years for nationals migrating for
work that range from pre-departure orientation, welfare fund assistance, presence of labour attachés
in host countries and planning for return and reintegration.

Administration of labour migration
Governments in Asia are committing more technical and financial resources to the formulation
and implementation of labour migration policies. Over the last two decades a number of specialized institutions have come up to address concerns over foreign employment. Some experts note
that the “bureaucratization” of labour migration policy has reached very sophisticated levels in
some Asian countries (Abella, 2000). Nevertheless, some experts point out that research into the
issue of institutional capacity to effectively administer international labour migration has been
neglected.3
The administration of labour migration is governed by an Emigration Act or Decree in most
Asian countries (refer to Table 1 opposite). The main ministry responsible for the implementation of the relevant legislation is usually the Ministry of Labour, but in some cases a separate
Ministry has been created for overseas employment (Bangladesh). Within the Ministry, most
countries have a Foreign Employment Bureau or its equivalent responsible for protection, welfare and promotion. In the case of the Philippines, there are two entities, one for protection and
promotion functions (POEA), and another for welfare and adjudication functions (Overseas
Workers Welfare Administration or OWWA). In addition to a Foreign Employment Bureau,
some countries have a public sector arm for recruitment (Bangladesh, Pakistan). The two other
ministries engaged in the labour migration process are usually the Ministry of Home Affairs
(Interior Ministry) for passport issuance and immigration, and Foreign Affairs (MFA) for promotion and interstate cooperation. The supporting role of the MFA is clearly an important one.
Table 1 refers to the labour migration administration structures in nine Asian countries.
Table 2 illustrates the interventions made by the government in the labour migration process in
selected Asian countries. Over the years and as a result of experience some Asian states have
developed good capacities in certain aspects of labour migration administration.
Nevertheless, there are aspects where capacity building is still necessary, namely:
1. Migrant services: The Governments of the Philippines, Bangladesh, Pakistan, Thailand
and Sri Lanka have generated resources from foreign employers in a Welfare Fund for migrants. The fund is often used as an emergency fund to help workers in the host country,
including repatriation. The Welfare Fund is an innovative and sustainable means of assisting
workers in the host country. An assessment of its effectiveness and a sharing of experience
will be of much assistance to countries that similarly wish to introduce such measures. Most
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TABLE 1
LEGISLATION RELEVANT TO LABOUR EMIGRATION AND MAIN AUTHORITIES
AND ADMINISTRATIVE BODIES RESPONSIBLE FOR EMIGRATION FOR EMPLOYMENT
Country

Legislation relevant to
labour migration

Main authorities and administrative bodies
responsible for emigration for employment

Bangladesh

Emigration Ordinance 1982
Bangladesh Control Entry Act
Bangladesh Passport Act
Bangladesh Immigration Act

Ministry of Expatriates’ Welfare and Overseas
Employment and its Bureau of Manpower,
Employment and Training (BMET); Bangladesh
Overseas Employment and Services Limited
(BOESL).

China

Decree No. 15 on Administrative
Regulations on Overseas
Employment Intermediary
Activities

Ministry of Labour and Social Security; Ministry of
Public Security; State Administration of Industry and
Commerce of China; Ministry of Foreign Trade and
Economic Cooperation.

India

Emigration Act 1983

Ministry of Labour and its Protector General of
Emigrants; Ministry of External Affairs (Passport
Offices, Indian missions); Ministry of Home Affairs
(Airport Immigration Authorities).

Indonesia

Ministerial Decree KEP 104
A/MEN, 2002

Minister of Manpower and Transmigration;
Coordinating Board of Indonesian Overseas
Employment.

Pakistan

Emigration Ordinance, 1979

Ministry of Labour, Manpower and Overseas;
Bureau of Emigration and Overseas Employment
(for work abroad in the private sector); Overseas
Employment Corporation (for work abroad in the
public sector).

Philippines

Republic Act No. .8042, Migrant
Workers and Overseas Filipinos
Act of 1995

Department of Foreign Affairs; Department Of
Labour and Employment (DOLE) and its Philippine
Overseas Employment Administration (POEA), and
Overseas Workers Welfare Administration
(OWWA).

Sri Lanka

Sri Lanka Bureau of Employment
Act No 21 of 1985

Ministry of Employment and Labour and its Sri
Lanka Bureau of Foreign Employment, Ministry of
Foreign Affairs; Ministry of Interior; Ministry of
Women Affairs; Ministry of Vocational training.

Thailand

Recruitment and Job-Seekers
Protection Act, B.E. 2528
(A.D: 1985)

Ministry of Labour and Social Welfare and its
Overseas Employment Administration Office.

Viet Nam

Decree No. 152/1999/ND-CP

The Ministry of Labour, Invalids and Social Affairs
and its Department for Administration of ForeignEmployed Labour Force; Ministry of Foreign Affairs;
Ministry of Public Security; Ministry of Finance;
Ministry of Planning and Investment; Ministry of
Health; Ministry of Trade; State Bank of Viet Nam.

Source: IOM, Labour Migration Compendium for Asian Labour Sending States, 2003.
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TABLE 2
AREAS OF GOVERNMENT INTERVENTION AND SPECIFIC MEASURES TAKEN BY COUNTRIES
Government Intervention
Standard Setting and Enforcement
Minimum standards for work contracts
Pre-employment briefing
Pre-deployment briefing
Restriction on passport issue
Emigration clearance to leave country
Trade test requirement
State-subsidized skills training
Negotiation of supply agreements
Social security arrangements
Performance bond from worker
Repatriation bond or fund
Supervision of Private Recruitment
Licensing/regulation of private recruiters
Ban/restriction on direct hiring
State operation of recruitment agency
Periodic inspection of recruitment agency
Limit recruitment fee charged to worker
Cash/security bond requirement
Regulation of job advertising
Renewal of contract clearance
Joint and individual liability
Client referral service
Regulation of advertising and promotion
Settlement of Claims/Disputes
Conciliation on site/upon return
Adjudication system
Fund to cover unpaid claims/benefits
Welfare Services
Contribution to Welfare Fund
Labour Attaché assistance
Welfare Centres
Welfare Officers
Low-cost insurance
Legal aid to worker in distress on site
Repatriation assistance
Social welfare services
Education facilities
Scholarships for children of workers
Health/medical facilities
Livelihood programmes for family
Financial loan programme
Employment assistance for returnee
Returnee training programme
Trauma care centre for returnees
Duty-free privileges

Bangladesh

India

Sri Lanka

Philippines

X

X

X

X
X
X

X
X
X
X
X

X
X
X
X
X
X
X

X
X

X
X
X
X
X
X
X
X
X

X
X
X
X
X
X
X

X
X
X
X
X
X
X

X
X
X
X
X

O*
X

X

X

X

X

X

X

X

X
X

X
X
X
X
X

X

X
X

X
X
X
X
X
X
X
X
X
X

X

X

X

X
X

X
X
X
X
X
X
X

X
X
X
X
X
X
X
X
X
X
X

X
X
X

X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X

*Sri Lanka adopted verbatim POEA provisions in its Special Power of Attorney, but according to former
SLBFE Chairman David Soysa, said provision has not been implemented due to opposition from
recruitment agencies (Achacoso, 2002).
Source: Achacoso, 2002.
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countries have a short pre-departure orientation for migrant workers, and in the Philippines
accredited NGOs provide this service as well. Worker education, including through targeted
pre-departure courses, is another area where the sharing of curricula among sending countries will be of mutual practical assistance to them. The establishment of Migrant Resource
Centres (funded by the Welfare Fund) in host countries on the lines of the Philippines example to assist migrants abroad is another important practical measure that governments should
consider taking.
2. Development of new markets for labour migration: While Asian states are relatively
well versed in labour migration opportunities in West Asia and East Asia, except for one or
two countries, opportunities in Europe have been under-utilized. Clearly, building market
research and marketing capacity and having the MFA working closely with the labour entities (both aspects evidenced in the Philippines) is important. Some Asian countries have
begun to pursue the creation of bilateral labour agreements in Europe that provide for privileged access to labour markets and constitute an alternative to irregular migration. Italy
approved a decree in October 2002 that provides quotas for 20,500 migrant workers,
including for the first time 1,000 workers from Sri Lanka (IOM Rome, 2002). The granting
of privileged access to the Italian labour market is linked to cooperation in controlling
irregular migration and providing regular migration avenues as an alternative to irregular
migration.
3. Labour migration information systems: Data on migrants in the countries of origin have
largely been a by-product of exit controls intending to protect migrant workers. Therefore,
countries with exit controls also have more comprehensive data available. Such data are
supplemented by work permit statistics, employer reports and embassy registration in the
country of destination. Computer based information on stocks and flows of migrant workers
(including irregular migrants) in destination countries are vital for migration statistics, and
appropriate policy formulation, planning and protection for both countries of origin and
destination.
4. Reintegration Assistance: Of the nine Asian countries surveyed, only two had reintegration
counselling and programmes for returnees in place. Clearly this is a relatively new area of
intervention for Asian countries, and the experience of countries such as the Philippines and
international organizations such as IOM can be brought to bear.

INTERSTATE COOPERATION TO PROTECT MIGRANT WORKERS
AND PROMOTE ORDERLY MIGRATION
Despite all the efforts made by Asian countries to protect migrant workers, migrant workers
continue to experience numerous problems in destination countries, particularly vulnerable groups
such as female domestic workers. There are clear limits to what a state can do to protect its
migrant workers without the active cooperation of the states of employment. In a questionnaire
response by governments participating in the Asian Labour Migration Ministerial Consultations
at Colombo (April 2003) while the high placement fees by domestic recruitment agencies were
reported as a problem in two countries, most states cited problems occurring in the country of
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employment – contract substitution and violations, late, no or lower payment of agreed wages
and non-fulfilment of return air fare obligations. Harassment by employers was a major complaint expressed by female workers of a sending country with a monitoring system in place.

Formal mechanisms
Bilateral labour agreements
Recognizing this, countries of origin have pursued bilateral labour agreements (BLA) with
destination countries. Bilateral labour agreements are the most common mechanism to regulate
interstate labour migration. Labour agreements formalize each side’s commitment to ensure that
migration takes place in accordance with agreed principles and procedures. Agreements may
provide for quotas. Furthermore, such agreements may also be motivated by political reasons, to
reflect friendly relations or to reinforce cooperation in managing irregular migration. Agreements on short-term employment of less than a year (seasonal employment) exist between a
number of countries. In that way economic sectors with seasonal manpower requirements
(e.g. agriculture, tourism, construction) tap human resources lacking in the domestic labour
market, while the migrant and the country of origin benefit from increased earnings. For
example, bilateral agreements for the employment of seasonal workers exist between France
and Morocco, Tunisia, former Yugoslavia and Poland (Council of Europe) and Canada and the
Caribbean states.4
Regarding the Gulf States, Asian sending countries have generally managed to achieve framework agreements, or statements of mutual cooperation, concerning recruitment and protection
of workers rather than specific agreements. Bangladesh, India, Indonesia, Pakistan and the Philippines have entered into agreements with destination countries in the Gulf. However, as mentioned by the Philippine Government, it takes a long time for bilateral labour agreements to be
reached and implemented. In general, there has been a lack of interest on the part of receiving
states in Asia to engage the states of origin in any bilateral or multilateral agreement to establish
rules to govern international labour migration. This is particularly true of the Gulf States.
The Philippines has entered into 12 labour agreements with various host countries of Filipino
labour, out of which four are with European countries. Agreements with European countries are
more focused. For instance, the agreement with Switzerland involves the exchange of professionals and technical trainees for short-term employment; the agreement with the United Kingdom aims to facilitate the recruitment of Filipino health professionals and the PhilippinesNorway agreement aims to develop cooperation to reduce the need for professionals in the health
sector in Norway and to promote employment opportunities for Filipino health personnel.
The Philippines has recently entered into a manpower cooperation agreement with Indonesia,
itself a labour-sending country. The agreement seeks to enhance the effective management of
migration in order to promote and protect the welfare and rights of Filipino and Indonesian
migrant workers. According to the Philippine Government, although bilateral labour agreements
have proved to be effective in addressing issues and concerns affecting the employment of workers,
it takes a long time for these agreements to be developed and implemented. In recent years, the
Philippines has veered away from the formulation of general agreements and worked towards
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the adoption of more focused/specific agreements which are easier to negotiate and make operational with host countries (Questionnaire response by the Philippine Government for the Asian
Labour Migration Ministerial Consultations at Colombo, April 2003).
Western European countries requiring foreign labour enter into bilateral agreements with partner states for targeted labour exchange programmes that steer inward flows to specific areas of
labour demand, while undercutting the need for irregular migration by such legal alternatives.
Once established in principle, these programmes require special administration to ensure their
smooth operation, including the promotion of the programme in countries of origin, the recruitment, testing and certification of applicants for the programme, timely data flow and information sharing between the two countries, the migrants and the consular offices concerned, and
efficient travel logistics. IOM supports government efforts to put these elements into place, and
directly provides the services in the context of bilateral selective migration programmes.
Spain and Ecuador have signed a bilateral labour agreement under which IOM assisted the first
group of labour migrants in 2002 to travel to Spain and work in the hospitality sector. Candidates were selected by a Spanish delegation, based on the skills and experience recorded in
IOM’s database, which, at the end of 2002, contained over 18,000 files. IOM also assisted with
the drafting of contracts and securing of visas, passports and airline tickets for the journey to
Spain. All selected labour migrants were given employment contracts.
In recent years, the increasing needs of the labour market, on the one hand, and the constant
flow of irregular migrants on the other, have led Italy to negotiate readmission agreements (for
the return of irregular migrants) with 24 countries, while promulgating special decrees in 2001
and 2002 that foresee entry quotas for foreign labour migrants. In accordance with an agreement between Italy and Albania, IOM worked with the Italian Ministry of Labour to develop a
pilot mechanism for the management of regular labour migration from Albania. IOM assisted
with skills assessment and the selection of the migrants in Albania, interviews to assess professional qualifications and verification of migrants’ credentials and proficiency in the Italian language. A database on selected candidates was developed and transferred to the Italian Ministry
of Labour for further dissemination to employment offices and other concerned government
bodies. A final database of 6,724 Albanian workers is available for Italian entrepreneurs requiring personnel. IOM Rome will prepare a comprehensive description of the mechanism as a
useful model for other interested parties. IOM is also assisting in the implementation of BLAs
and arrangements between Spain and Colombia, and the Netherlands and Poland.
Regional mechanisms
Regional mechanisms for interstate cooperation in managing labour migration have been relatively more successful than global ones and hold greater potential. The first significant agreement to deal with the movement of persons was concluded by Denmark, Finland, Norway and
Sweden in 1954. Nationals of a member country were permitted to work in another without the
need for a labour market test or work permit. In 1958, the Benelux Economic Union was formed
which established free movement of the citizens of Belgium, the Netherlands and Luxembourg
within these countries. In the European Community (EC) the forces of economic integration
gradually led the EC to move to the free movement of nationals of member states within the
European Union (EU) borders (crystallized in the Schengen Agreement in 1985).
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Some of the other regional blocs have also incorporated specific provisions facilitating movement of labour. The Asia-Pacific Economic Cooperation (APEC) has instituted a Business Travel
Card (ABTC) that facilitates entry for business travellers in member states. The North American
Free Trade Agreement (NAFTA) facilitates business travellers and allows employment of certain categories of highly skilled workers without a labour market test. In Africa a protocol on
free movement and residence was signed in 1979 by 16 members of the Economic Community
of the West Africa States (ECOWAS). The first provision (visa-free entry) came into force in
1980. The second provision (on rights of residence) has not yet come into force.
Multilateral agreements
At the multilateral level there is no global agreement or convention in place to manage migration
flows, in contrast to refugee flows. One of the existing mechanisms to regulate some aspects of
interstate labour migration on a multilateral basis is the General Agreement on Trade in Services (GATS) under the aegis of the World Trade Organization (WTO). The supply of services
entailing the temporary migration of persons, otherwise referred to as Mode 4, is one of the four
ways of trading services under GATS. Commitments made by member states so far for GATS
Mode 4 have been limited to intra-company transferees (of MNCs), self-employed service providers and specialists (such as architects, artists, engineers, lawyers, news correspondents) on
specific assignments, and short business visitors.
A new round of negotiations was launched in January 2000. Developing countries are interested
to have a wider range of commitments that would also include lower skill levels. The developed
countries are reluctant to make commitments for lower skilled labour movement under GATS or
to have special visa/work permit regimes for GATS movement. So far, GATS has been a limited
mechanism to facilitate the interstate cooperation in labour migration. Clearly political realities
in destination countries do not allow regular global movements of labour symmetrical to that of
the flows in goods and capital, although the liberalization of such labour flows could lead to
overall economic gains in countries of origin and destination.
Wide ratification of the UN Convention on the Protection of the Rights of all Migrant Workers and Members of their Families (1990) would lead to a comprehensive approach to labour
standards for migrants. However, signatories among destinations countries have been limited so
far.

Less formal and consultative mechanisms
Joint Commissions on Labour
When effectively implemented, BLAs can promote orderly migration and protect migrant workers. In general and particularly in the Gulf, countries of destination have been more inclined to
establish less formal mechanisms for cooperating with countries of origin on the management of
labour migration. Joint Commissions on Labour are now increasingly being relied on by Asian
governments to achieve greater cooperation from governments of Arab states as well as of Asian
countries of employment (Abella, 2000). These are in essence a mechanism for informal consultations between administrative authorities of the countries of origin and destination (usually the
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Ministry of Labour and Employment) on mutually agreed issues. There are examples of how
Joint Commissions contributed to the reversal of rules found to be unfair to migrant workers
(Abella, 2000).
Regional Consultative Processes
Regional Consultative Processes are another example of non-binding fora bringing together
migration officials of states of origin and destination to discuss migration-related issues in a
cooperative way. IOM has been engaged in promoting dialogue and cooperation in managing
migration among countries of origin, transit and destination at the regional and subregional
levels. One such regional consultation was the Puebla Process (Central and North America,
initiated 1996). The Puebla Process (Regional Conference on Migration) was initiated by Mexico
and its main goal is the management of irregular migration in and through the region. A Plan of
Action was agreed in 1997 and new goals discussed in 2000. The Plan of Action was largely
achieved – seminars on specific topics have been held, information exchange has occurred and
technical assistance carried out and there have been many instances of one-off assistance among
states. IOM provided the secretariat.5 In the Asia-Pacific region, three regional consultative processes were launched over managing irregular migration, counter-trafficking and on refugees
and displaced persons. These are the IOM Regional Seminar on Irregular Migration and Migrant
Trafficking in East and South-East Asia (Manila Process, initiated 1996); Inter-Governmental
Asia Pacific Consultations on Refugees and Displaced Persons (Asia-Pacific, initiated 1996)
and the Bangkok Declaration on Irregular Migration (Asia-Pacific, April 1999).
There are two basic characteristics common to the regional consultative processes. The processes are informal and the results, though consensual, are non-binding. Although the focus of
regional processes depends on the interests of the parties involved, a key in the successful functioning of the process is the basic acknowledgement of a shared interest in migration management, despite national interests and experiences. The most important role regional consultative
processes can play is to encourage the government representatives of various countries to talk to
each other and address issues in a multilateral setting. Talking and sharing experiences serves to
develop relationships, enhance knowledge and mutual understanding, and to build confidence
and trust which is essential in view of the complexity of the issues being addressed. As a result
of a step-by-step approach to confidence building, areas of potential cooperation begin to expand. In this regard, regional consultative processes serve as a focal point for enhancing the
understanding of the causes and effects of factors leading to migration trends, and also as a
practical vehicle for maintaining and sharing reliable and up-to-date data and documentation on
trends, programmes and policies related to these factors (IOM, Presentation on Regional
Consultative Processes, MPRP, Geneva, 2002).
Round Table Meetings
Other formats for non-binding consultations between countries of origin and destination have
been round tables and study committees or working groups. There are still no established
structures for regular consultations at a multilateral level among countries of labour origin and
destination in Asia. One formula tried by ILO in the past is Round Table Meetings (Abella,
2000). The aim was to provide an opportunity for the frank exchange of views on contentious
issues without any pressure to agree or to arrive at a formal conclusion. The three Arab-Asian
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Round Table Meetings organized probably achieved this, but there was no follow-up machinery
(Abella, 2000).
Working Groups and Study Committees
A way of ensuring follow-up is the formation of Working Groups/Task Forces or what in international trade negotiations has been used to good effect, Study Committees. The establishment
of a multilateral working group or study committee on labour migration would be a noncontentious and practical way of coordinating migration policies of the major countries of origin
and destination in Asia.

3.4 CONCLUSIONS
Of the estimated 150 million migrants worldwide, 120 million are thought to be labour migrants. An estimated 2.6 million left from Asian countries between 1995 - 1999 every year under
contract to work abroad. The management of migration flows is crucial given this magnitude
and that international labour migration is likely to increase in the future. The main policies that
Asian states have put in place to protect their migrant workers focus on exit controls, curbing
abuses in recruitment, setting standards for employment contracts, welfare services for migrants
and the posting of labour attachés abroad, and cooperation with countries of destination. The
governments of Asian countries are now committing more technical and financial resources to
the formulation and implementation of labour migration policies. Over the last two decades a
number of specialized institutions have come up to address concerns around foreign employment. This reflects the importance of labour migration as a national development strategy for
Asian countries, both as a means of generating foreign currency through remittances, and to
increase employment opportunities for its nationals and to protect its workers from abuses.
Over the years and as a result of their experience, some Asian countries have developed good
capacities regarding certain aspects of labour migration administration. But there are areas where
capacity building and the sharing of experience will be very useful, particularly for countries in
Asia relatively new to organized labour migration. These concern, first, the strengthening of
services provided to migrants through the creation and operation of welfare funds, enhancing
the effectiveness of pre-departure orientation and the establishment of Migrant Resource Centres in host countries and, second, the effective tapping of new markets for foreign employment,
particularly in western Europe. A third area concerns the establishment and effective operation
of labour migration information systems and the exchange of information between sending countries and countries of origin and destination. Fourth, reintegration assistance is a relatively new
area of intervention for Asian countries and calls for further attention in capacity building and
the sharing of experience.
Despite all the efforts made by Asian states to protect migrant workers, migrant workers continue to encounter numerous problems in the destination countries, particularly vulnerable groups
such as female domestic workers. There are clear limits to what a state can do to protect its
migrant workers without the active cooperation of the states where they are employed. Where
possible, focused bilateral agreements and regional integration agreements are effective in
facilitating orderly labour migration and protecting migrant workers. Often, however, such agree108

ments are difficult to achieve, particularly among the Gulf States. In this case, non-binding
consultative mechanisms such as Joint Commissions on Labour, Regional Consultative Processes and Working Groups are a more effective tool for interstate cooperation.

ENDNOTES
1. ILO, Governing Body, 283rd Session, Geneva, 2002 (GB283-2-12002-01-0191-IEN.Doc/V2).
2. Abella M., “Policies and institutions for the orderly movement of labour abroad”, ILO Briefing Paper, Geneva,
2000.
3. Achacoso, T., “International Labour Migration Institutions of Bangladesh, India, Sri Lanka in Ferment. The
Philippines as a Catalyst”, paper prepared for IOM Dhaka, November 2002.
4. An illustrative list of BLAs including those mentioned regarding France is contained in “Temporary Migration
for Employment and Training Purposes”, Council of Europe, at http:/www.social.coe.int.
5. “The role of regional consultative processes in managing international migration”, prepared for IOM by Amanda
von Koppenfels, Migration Research Series, No.3, 2001.
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Mr. Chairman,
Excellencies,
Distinguished delegates,
Ladies and Gentlemen,
Sri Lanka has a workforce of approximately 7.2 million and a labour force of 6.7 million. The
official rate of unemployment in this country is 550,000 or 7.5 per cent of the workforce. The
rate of unemployment is worked on the definition that if you work 1 hour a week that you are
employed. This is not a very accurate measurement of who is employed and who is not. My
honest feeling is that the real rate of unemployment in this country should be double that figure
and the rate of youth unemployment is also very high. This is what we have inherited as a result
of a protracted war in this country for almost 20 years. We are now getting away from that kind
of destabilization and resorting political stability in this country. We have turned the economy
around with growth now being seen, and the growth is expected to be around 5 per cent at the
end of this year, the way things are going even with the war in Iraq and the consequences for the
Sri Lankan economy. This is because of sound economic policies, adherence to good labour
practices, adherence to international labour standards, reforms taking place in many spheres
including labour reforms which we have put into place, which has increased our competitiveness as a nation.
We have made available to you two reports which we have come up with after I took over as the
Minister of Employment and Labour four years ago, on giving Sri Lanka a National Employment Policy and a National Productivity Policy which we did not have before.
We are approaching this whole challenge of having a huge unemployment problem in this country in a systematic, organized way with a long-term view rather than a short-term view and
influenced by durable solutions rather than parochial solutions.
As far as migrant workers are concerned, we have approximately 1 million Sri Lankans working
in various parts of the world. The number one country for Sri Lankan workers is Saudi Arabia
where we have 350,000 workers. In Kuwait we have another 160,000. In U.A.E, a further 160,000,
80,000 in Jordan and a further 80,000 in Lebanon. In Qatar and Oman and other Gulf countries,
we have 30 to 40,000 workers. We also have about a 12,000 worker population in Cyprus.
Out of this migrant worker population of 1 million, 70 per cent are females and out of that about
75 to 80 per cent are domestic workers. The bulk of employment generated in the Middle Eastern markets of course is for domestic workers.
In December last year, we made a breakthrough to the Italian market. We have been given an
official quota by the Italian Government of 1,000 visas to Sri Lankans to be employed legally for
a contract period in Italy. This was due to the cooperation and assistance we extended to the
Italian Government in fighting human smuggling organized by unscrupulous people.
Since 1997 we have been sending industrial trainees to South Korea yearly for a period of two
years. If the employer is agreeable, the two-year period could be extended for a further one year
during which period they will be treated as a full-time workers. The quota for this year has been
doubled and at the moment we have about 4,500 industrial trainees in South Korea.
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Some of the welfare measures that we have put in place in this country for the benefit of migrant
workers are given below:
• Pre-departure training and orientation programmes, particularly for workers in the domestic
sector.
• Provision of insurance coverage and pre-departure loans.
• Welfare measures for children of migrant workers such as scholarships and distribution of
school books and materials.
• Repatriation of stranded workers due to ill-health and ill-treatment through an overseas workers
welfare fund created for that purpose.
• Self-employment and housing loans at special concessionary rates for returnees.
• Social protection programmes with the participation of UNICEF to address some of the problems faced by migrant workers’ children.
• Full legal and medical facilities through our mission overseas during the tenure of their
employment.
• A migrant worker hotel near Katunayake Airport.
Under new initiatives
• We are embarking on the establishment of country-specific training centres with the participation of trainers and expertise from the host country for the purpose of familiarizing prospective employees with customs and conditions in different countries prior to departure.
• From next May 1st, we are introducing an Identity Card for all outbound Sri Lankans. Their
personal and employment details will be embedded in this card with such information being
included in a master database at a central office as well as in the Sri Lankan missions in the
host countries.
We are making it compulsory for medical certificates to be issued by recognized, authorized
medical centres before they can be given permission to leave the country.
• From May 1 this year, we are giving all our migrant workers a free uniform and a travelling
bag.
• Special subsidized housing projects for migrant workers entering into bilateral agreements
with host countries wherever possible in order to safeguard rights and privileges of migrant
workers.
• Establishment of recreational and vocational training opportunities for migrant workers whilst
overseas.
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• Continuing dialogue with host countries to ensure the safety of Sri Lankans and early
repatriation in problematic situations.
• Tighter control over the activities of recruitment agencies both in Sri Lanka and overseas.
• We have established a separate departure lounge at Katunayake Airport for migrant workers.
• We have Welfare Officers and Labour Attachés appointed to our missions overseas. They are
given diplomatic ranks with diplomatic passports.
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Mr Chairman,
Distinguished Ministers,
Your Excellencies,
Distinguished Delegates,
Ladies and Gentlemen
Let me begin by expressing both my sincere appreciation to the Sri Lankan Government for
hosting these Labour Migration Ministerial Consultations for Countries of Origin in Asia, and
the pleasure it has been for IOM to organize them with the help of all participating countries.
In recent years migration has been making its way steadily to the top of the international affairs
agenda and now calls insistently and urgently for the attention of all governments, whatever the
nature of their involvement or interest in the management of migratory processes.
This Ministerial Conference is exceedingly timely. Dialogue and coordination among Asia countries with workers and professionals abroad can be a hugely significant step in the direction of
better coordination with countries of destination; better protection of the rights of migrants;
better opportunities for work, learning and saving; and better management of migration all around
the world.
I am confident that participants in this Conference will look back upon it as the beginning of a
process of dialogue that will bring enormous benefits to the citizens of your countries and all
countries. I am proud to be present at the creation of this new instrument of diplomacy and
dialogue.

THE NATURE OF CONTEMPORARY MIGRATION
A few comments on the causes of contemporary migration flows are in order. The forces behind
the new migration flows arise from clusters of factors working in combination to produce movement. They include:
• The ever increasing globalization of information, capital, goods and services;
• The development of affordable, real-time, worldwide channels of communication;
• Unprecedented growth in transportation technologies;
• Economic disparities between developed and developing countries; and
• Demographic imbalances.
Underlying all of these factors is a broader, but frequently overlooked reality, that migration –
or, more appropriately, human mobility – is a necessary, unavoidable and potentially positive
aspect of our globalizing world.
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The total number of international migrants (in both regular and irregular situations, and excluding tourists and other specific short-term visitors) was estimated at about 75 million persons in
1965. By 2000 the estimated number had doubled to 150 million persons residing in foreign
countries for more than a year. The most recent estimate stands at 175 million. Of these, some
120 million are migrant workers, or members of their families. Clearly, more people are on the
move than ever before. This is a healthy trend and one we must encourage, while working to
avoid the problems that poorly managed migration can bring.
It is no longer realistic to see migration as an abnormal or unusual form of behaviour. No longer
can it be the operating assumption that persons will remain where they were born, except in
extraordinary circumstances. Given the global social, economic and technological networks
now functioning, we must acknowledge that migration has developed a life and momentum of
its own. More and more people consider migration as one life choice among many existing
possibilities.
The challenge for governments is to ensure that the exercise of this choice is made under the best
possible conditions, first of all to the benefit of the migrant, but also to the mutual advantage of
countries of origin and destination. Of all the many cross-border activities that constitute globalization, the movement of people is the most difficult to manage.

THE IMPORTANCE OF A COMPREHENSIVE APPROACH
TO MIGRATION MANAGEMENT
So how does one go about establishing a paradigm for migration management that is responsive
to the needs and expectations of all stakeholders? Past policy perspectives on migration management have suffered considerably from one-dimensional thinking:
• Destination countries have traditionally placed emphasis on border control, internal security
and the protection of asylum systems from abuse;
• Countries used regularly for transit are primarily concerned about security;
• Countries of origin emphasize fair access to labour markets, the protection of worker rights
and the “brain drain” issue.
Each of these perspectives can lay claim to legitimacy, but effective migration management
cannot be achieved through selective attention to specific policy elements in isolation. What is
needed is a comprehensive and balanced approach setting out clearly defined parameters to
address, in broad terms:
• Facilitated migration, i.e. the development of channels for orderly migration, especially
labour migration;
• Migration control, i.e. measures for the management of borders and to combat irregular
migration, smuggling and trafficking;
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• Forced migration, i.e. services to migrants forced to flee their homes or coping with the
aftermath of crises; and
• Migration for development, i.e. ensuring that migration contributes to sustainable development, and that in turn development policies contribute to the sound management of migration.

IOM AND LABOUR MIGRATION
Today’s consultations focus on the first of these themes, an area that has formed part of IOM’s
range of services almost from its inception. IOM’s mandate is to provide migration assistance
and services to migrants and governments, as well as to promote cooperation and facilitate exchanges of views and experiences. In carrying out this mandate, IOM is committed to improving
the management of migration, and acts with partners in the international community to address
migration issues. In doing so IOM attaches special importance to promoting effective respect for
the human dignity and well-being of migrants.
Facilitating the resettlement of Europeans out of Europe after World War II was the principal
activity of IOM when it was founded in 1951. World economic and demographic dynamics are
very different now. Many of the flows of those days have changed directions. Former countries
of origin are becoming countries of destination and vice versa. Increasingly governments are
recognizing the importance of labour migration schemes. Many Asian countries have been in the
forefront of this trend for years.
IOM is increasingly engaged in responding to your calls for expert support and facilitation. The
services we offer range widely across recruitment, family reunification, documentation, health
assessments, cultural orientation and language training, remittance services, reintegration,
facilitation of dialogue, relations with diasporas, capacity building and policy advice.
One service IOM can provide is of particular interest at this very moment – helping governments
rescue stranded nationals. IOM has taken responsibility for workers and professionals uprooted
by the war in Iraq. So far, most workers are staying where they are, in the expectation that the
fighting will soon end. Nearly 2,000 workers and their families – most of them from Africa –
have sought assistance from IOM on Iraq’s borders – in Jordan, Iran and Syria. We are helping
them home, by air, land and sea. Your citizens can count on our help too, should they need it, but
we all hope that will not be necessary.

LABOUR MIGRATION IN ASIA
The high-level attendance at this Conference is eloquent testimony to the significance of labour
migration to the states represented. Asia is arguably the most dynamic labour migration region
of all. Let me remind you of some facts and figures:
• In Asia, over the period 1995-1999, an estimated 2.6 million workers left their countries
every year to work abroad under contract.
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• South Asian countries accounted for 46 per cent of this outflow.
• South-East Asians made up another 50 per cent – mainly citizens of the Philippines, Indonesia, Thailand, Myanmar and Viet Nam.
• A very large proportion of these workers leave for the Gulf States to perform all types of
service, trade and construction jobs.
• Over the last decade, new patterns of labour migration have emerged from Asia, including a
significant flow of professionals and technical workers to North America and Europe, especially in the IT and medical sectors.
• There has also been a rapid growth in intra-regional labour migration, with particularly strong
flows from South-East Asia to the developed or emerging East Asian economies. With economic growth and the exhaustion of their labour reserves, Japan, Malaysia, South Korea,
Singapore and the Chinese Special Administrative Region of Hong Kong have progressively
turned to external sources in Asia to meet labour shortages.
• Finally, it is certainly worth mentioning that several countries, of which Thailand is a good
example, are now experiencing both labour immigration and emigration.

BENEFITS OF LABOUR MIGRATION
Trends and patterns do not tell the full story. To complete the picture one has to take into consideration the social and economic impact of labour migration:
• It is an important channel of employment for nationals of countries of origin, especially when
the national human resource pool exceeds labour market requirements.
• The remittances sent back home by migrant workers make a major contribution to the economic life and development of countries of origin. It is estimated that a total amount in excess
of US$ 100 billion is remitted annually worldwide – substantially more than total ODA to
developing countries.
• Skilled labour migration, if appropriately managed, results in the circulation of professional
abilities, technology transfer, business investment, skills training and the development of
entrepreneurial talent. It is for these reasons that migrant diasporas are increasingly valued on
account of their potential for sustainable development.

POLICY CHALLENGES
These positive outcomes are not achieved without resolve, planning and constant effort on the
part of governments. There are a number of serious issues and challenges that all countries of
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origin must confront if they want to develop and maintain successful labour migration programmes. I should like to mention several, although my list is not exhaustive:
• The most important of these is the need to ensure protection for migrant workers. The United
Nations General Assembly adopted the “International Convention on the Protection of the
Rights of all Migrant Worker and Members of their Families” in 1990, after a decade of
negotiations and drafting. The Convention, having recently acquired the necessary minimum
number of ratifications, is due to enter into force later this year. It will provide renewed impetus
for action to shield workers from exploitative practices in recruitment and employment, and
will help ensure that they have access to pre-departure preparation and counselling, as well as
to essential services while they are abroad and to reintegration services on their return.
• Addressing countries of destination regarding better protection of migrant workers’ rights is
an important priority. IOM is engaged with the League of Arab States to identify areas for
improvement in the conditions of foreign workers. We need to discuss how the participants in
this Conference can best approach destination countries to establish and deepen the dialogue.
• Domestically, governments must put in place an effective legislative and policy framework to
optimize the benefits of organized labour migration, especially as regards increasing the flow
of remittances through regular channels and optimizing remittance use.
• We need to strengthen the institutional capacity of individual countries; establish interministerial coordination mechanisms to improve coherence in action and facilitate policy
implementation; and work on improving the quality of consular and labour attaché services
to workers abroad.
• Training of migrants for employment overseas deserves more attention. Language skills, cultural orientation and information on rights and procedures are all important for a successful
experience of work abroad.
• Enhancing our capacity to collect, manage and disseminate information related to all aspects
of labour migration programmes is the key to more effective policies and will help empower
migrants to make more informed decisions.
• We must simultaneously cope with irregular migration and stem the challenge of smuggling
and trafficking in human beings. Semi-skilled and low-skilled workers are particularly vulnerable in this regard. Governments must find ways to reclaim their authority over migration
policy and patterns through a balance of facilitation and control measures.
• Female migrant workers have special needs. They now constitute almost 50 per cent of the
global migrant workforce and often suffer from discrimination.
• Many nations face problems with the reintegration of their returning workers. Reliable savings schemes and enterprise creation are among the answers.
• The final point brings me to the central purpose of this conference. It is the need to promote
and enhance dialogue among nations on migration management – first among those with a
common interest, then in due course with countries destination and transit as well.
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THE IMPORTANCE OF DIALOGUE
A few words about international dialogue may be in order. Since the regulation of migration is a
sovereign right and responsibility, migration policies (including labour migration) have traditionally been developed at the national level. Nevertheless, given the transnational nature of
migration and the common challenges that confront states, it is difficult to imagine how longterm management strategies can be found without international consultation and cooperation.
Today’s ministerial consultations provide a unique opportunity for all participating countries to
exchange views and perceptions, to analyse their labour migration experiences, to share best
practices and to test and seek validation of responses to particular problems – all in a climate of
openness and informality. We also have here in Colombo an unparalleled opportunity to begin
the task of designing the well regulated international market in labour that the world so badly
needs. I very much look forward to participating in the discussions and learning from them.
In conclusion allow me once again to thank and congratulate our Sri Lankan hosts for their
superb hospitality and their welcome initiative in inviting us to come together for these consultations. With good will, hard work and a sense of the human dimension of our task, we can
accomplish great things.
Thank you for your attention.
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Mr. Chairman,
Excellencies,
Distinguished delegates,
Ladies and Gentlemen,
I am happy to be here at this ground breaking Labour Migration Ministerial Consultations for
countries of origin in Asia. I convey the deep regret of Major (Retd) Md. Qamrul Islam, State
Minister for Expatriate Welfare and Overseas Employment of the Government of Bangladesh on
his inability to participate in the meeting due to unavoidable reasons. I am reading the statement
on his behalf. I extend warm greetings to all participants on both our behalf.
I would like to thank in particular the Government of Sri Lanka for hosting this pioneering
meeting, for their characteristically warm hospitality and for the excellent arrangements made.
I also thank Mr. Brunson McKinley, Director General of the International Organization for
Migration (IOM) for the bold initiatives he has taken and for his excellent inaugural address that
has outlined key developments for our consideration.

Mr. Chairman,
The aim of these consultations must be pragmatic and realistic given the fact that it is our first
ever meeting. We must make haste slowly as the axiom goes. I believe our task is twofold. First,
is to ascertain the continuity of this forum of labour-sending countries on an annual basis.
The vision remains of the need to develop a viable, orderly and humane migration regime to face
challenges, maximize benefits and minimize risk. Such a task cannot be taken up in isolation. It
calls for a genuine collaborative endeavour that would balance the concerns and reconcile the
interest and priorities of all countries involved, both sending and receiving.
The lead up to the Ministerial segment has seen some crucial inputs which have a bearing on our
mandate and progress. As is the multilateral practice our focus has been directed to a possible
draft outcome of our endeavours. This has been the subject of concentrated discussion by our
senior officials who have addressed three specific themes from which recommendations are to
be distilled. Our comments will also shape this outcome.
From the national point of view the respective country papers from our ten delegations will help
us pool together our individual experience from which important lessons can be derived. I would
like to flag in this regard the presentation made by Mr. Shahudul Haque, the Director General,
Bureau of Manpower, Employment and Training on the protection of migrant workers and migrant services in Bangladesh. I may point out in this national context that the IOM commissioned five studies, with funding from the UNDP, to identify the limitations and constraints
relating to labour migration dynamics so as to help the government establish appropriate measures in a time frame.
These studies covered:
• Recruitment and placement of Bangladeshi migrant workers;
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• Remittance inflows and utilization;
• Work benefit analysis of overseas migration of Bangladeshi labour;
• Contribution of returnees, i.e. post-return experience; and
• International labour migration institutions in Bangladesh, India, Sri Lanka in ferment and
Philippines as a catalyst.
The above studies and their recommendations will be of particular help in both understanding
the migration dynamics in Bangladesh and their impact on our economy and society. It will also
help pinpoint the major challenges facing the government evolving an effective mechanism for
an accountable and transparent recruitment system, easing the flow of remittances, productively
utilizing migrant resources, protecting migrant rights and helping effective reintegration/rehabilitation on return.

Mr. Chairman,
When we speak of new challenges facing us, especially in the last decade, there is a need to
grasp and encapsulate a whole gamut of complex migration issues. These include new migratory
patterns of flow and categories of migrants to key destination areas in North America, Europe
and Japan, Middle East and intra-regional flows from South and South-East Asia to East Asia.
They encompass numbers that are ever multiplying. Currently they are estimated at 185 million
by mid-century. The impact of globalization, especially on the distribution of wealth, the profound changes in global financial trade and commerce in a WTO centred trading regime, the
relationship between globally mobile trade and capital and tied down labour due to political and
security problems, huge management constraints and ad hoc responses to change all testify to
dramatic changes in the world migration regime.
Not least are the important spin-offs provided by international mobility of labour along with
trade to help increase the wealth of nations and to alleviate poverty. In this migration age, there
is a vital need to grasp the nexus between migration and development which has gone beyond
welfare and humanitarian concerns. Migration has indeed become an important force reshaping
state governance and management of inter-state relations.
The multi-dimensional impact of international migration brings into play many sensitive issues
of national security and identity, social change and cultural adaptation, economic viability and
development. All represent important challenges for the government and demand greater imagination and innovation to effectively adapt to and manage new trends. One hardly needs to emphasize the dire repercussions of September 11, 2001 or the current war in Iraq to highlight their
seismic impact on the migration process.
Government responses to these migratory trends have been piecemeal at best. Current migration
cannot be treated as an isolated issue, but as part of a process to be managed in a comprehensive
manner.
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This process has three inter-linked dimensions:
1. The impetus for migration including “push” and “pull” factors; moving through various states
from travel and entry to settlement and/or return to integration or reintegration and cross
cutting themes of protection, services, health and security.
2. Dealing with many actors involved.
3. Linkages with many policy areas as well as rights and obligations including at the international level on the part of states.
In sum, these labour migration challenges require the need to focus on appropriate issues and
remedies including:
• A hard look at patterns of flows and impact on orderly facilitation;
• Female migration issues, especially focussing on exploitation and harassment;
• The role of the private sector in making labour migration demand drive in destination countries and in suborning recruitment process in sending countries;
• The issue of irregular immigration and absence of proper migration management;
• The nexus between development and migration and promoting foreign employment of part of
the workforce;
• Tension between national interest and international obligations of host countries has complicated the process;
• Factionalism and disjointed efforts of international organizations have also resulted in the
marginalization of migrant workers’ interests. The circumvention of international conventions (ILO and the UN Convention on migration) by host and sending countries alike have
not served the purpose of migrant workers. The Bangkok Declaration on irregular migration
in 1999 is considered a right step towards building a balanced regional migration regime.

Mr. Chairman,
I turn now to the specific situation in Bangladesh and highlight some of the elements that characterize it.
Bangladesh is a huge labour surplus country and belongs thus to the supply side of the world
labour market. The government promotes employment of human power as part of its development plan. International migration of labour has in recent years emerged as the most important
issue in the development discourse in Bangladesh and has assumed centre stage in the policy
debate. It is a central component of economic policy planning. There is no accurate data on
migration in Bangladesh and none with regard to returnees. Gross official figures between 1976

128

to 2002 show that some 3.2 million Bangladeshis left the country. The current flow is some
250,000 annually which is about 18.5 per cent of the annual labour force. Female emigration is
not encouraged but irregular flows are estimated at some 17,567 female workers. Of Bangladesh’s labour force abroad the breakdown is roughly 56 per cent unskilled labour, 16 per cent
semi-skilled, 23 per cent skilled workers and some 3 per cent professionals.
A factor of some importance is the flow of official remittances which are estimated at approximately $2.6 billion annually. From 1976-2002 the overall flow is recorded officially to be about
$23.7 billion. A similar amount comes through unofficial channels. These remittances make a
significant contribution to the GNP and help offset the negative balance of payments by providing 30 per cent of export earnings and some 20 per cent of import payments. Remittances by
migrant workers constitute 30 per cent of national savings. Among steps that need to be taken to
improve official remittance and ensure productive use is the need for information and awareness
about existing facilities and opportunities for sending money, investing in savings etc., creating
new opportunities and taking further initiatives by the government to ease inflows.
A laudable step taken by the present government was to set up the Ministry of Expatriates Welfare and Overseas Employment to manage orderly migration and to ensure the welfare of expatriate communities abroad. However, it is recognized that this is at a fledgling stage. There is
still absence of a well-defined policy of international migration and Bangladesh’s approval still
remains limited. However, there is emerging awareness of the need to formulate a broad-based
National Migration policy and a defined Plan of Action.
The Emigration Ordinance of 1982 still serves as the basis for administering overseas employment in the country. The government has yet to take steps to effectively operationalize this ’82
Ordinance. Many believe this can effectively be leap-frogged to adopt policies and procedures
proven to be effective in countries such as the Philippines through their Philippine Overseas
Administration (POEA) which could be a vital guideline for Bangladesh.
It is recognized that unilateral decisions of countries can influence positive outcomes and responses in the international arena. Migration institutions need specific, practical support and
assistance above and beyond thematic studies.
Certain administrative and budgetary measures are crucial including:
• Good governance for migration management;
• Bilateral agreements between host and receiving countries;
• Existence of a responsible private sector;
• Active media and civil society.
In the last decade several new challenges have severely affected the migration dynamics in
Bangladesh:
• Labour market conditions have changed considerably with new entrants such as Nepal and
Viet Nam. Increased competition has impacted in lowering standards of migration policies
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affecting rights and welfare-pushed wages down as much as 50 per cent in some sectors of
employment i.e. Middle East. The impact of the South-East Asian currency crisis compounded
the problem with a huge reduction in foreign employment. Other countries such as Sri Lanka
and the Philippines upped the stakes with positive adaptation policies and better mechanisms
to face new market realities.
• A second major challenge was that overseas employment saw a tilt towards a more demand
driven market inherently biased in favour of labour-receiving countries that can now dictate
terms and conditions of employment.
• It follows that there are two key actors in the labour migration process – labour-sending and
labour-receiving countries respectively. Any action by one actor demands response from the
other to keep the equation balanced. How to bring about such reciprocal effects is a key
imperative for Bangladesh.
Thus there is a need for a flexible policy approach to properly manage and reshape migration
dynamics. Among key directives the following are important:
1. The need for adequate investment both by the government and private sector to manage migration. Current 0.2 per cent of national budget is utterly inadequate.
2. There must be a rethinking of the migration debate and policies. Migration is a development
issue not merely a labour and welfare issue.
3. The alliance between government, private sector and civil society must be strengthened. There
must be stringent supervision of private recruiting agencies.
4. Institutional capacity had to be strengthened especially of the Ministry and BMET. There
must be extensive coordination among Ministries and departments and Bangladesh Embassies abroad (Labour Wing).
5. Administrative management along the lines of the Philippine Overseas Employment Administration could be pursued.
6. National migration policy/strategy and Plan of Action needs to be developed.
7. There is need for an integrated approach by the labour-supplying countries to protect their
workers in hazardous conditions; find an equitable balance in relationship with labour-receiving
countries; and develop a mutually supportive strategy to eliminate wage discrimination, etc.
8. Subregional cooperation is also an important direction. Countries can forge a common platform to deal with migration issues.
In conclusion it is important that we do not lose sight of our ultimate objective. What is crucial
is equitable access to global market opportunities a comprehensive package from rich nations
for immigration control since labour flows happen to be an essential component of a liberal
economic system which would equalize global opportunities.
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I believe that many of these issues are reflected in our outcome document, which appears to us to
be balanced and substantive. This meeting has provided a unique opportunity to exchange views,
analyse experience, and test best practices in a climate of openness. It has been a rewarding
exercise and we look forward to the next annual consultations.
Thank you.
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Respected Chair,
Your Respected Sri Lanka Government Representative
Honourable Minister Samarasinghe,
Honourable Mr. Brunson McKinley, Director General of IOM,
Your Excellencies,
Ladies and Gentlemen:

Good Day
It is really an honour to participate in this meeting on Labour migration with fellow ministers to
share experiences in the field of labour migration policies and practice with the aim to enhance
institutional capacity on labour migration administration and strengthen collaboration between
countries for the development of open, competitive and orderly global labour markets. On the
outset of my remarks, on behalf of the Chinese Ministry of Labour and Social Security, we
would like to express our appreciation to IOM for the convening of this meeting and to the Sri
Lankan Government for hosting this event.
In recent years, with the strengthening of technical cooperation between economies and accelerating of the pace of globalization, the linkage between countries is becoming more and more
interdependent. All factors have contributed to greater labour flows between countries. This
brings both new opportunities and challenges in the global labour markets. Labour migration
becomes more frequent. With the advancement of technologies and industrial restructuring in
the globe, the volume of labour migration and structures are undergoing new forms of changes,
which put higher skill demand on labourers. Strengthening dialogue, exchanges and collaboration between countries in the field of labour migration and overseas employment will be very
conducive to the protection of the employment and economic interests of a large number of
developing countries.
After the founding of the People’s Republic of China, with the development of the economy and
the opening up of initiatives, labour migration has also witnessed substantial development. In
the 1950s, China started to organize labourers to work overseas. These workers were initially
working on China’s international aid projects or on international outsourcing projects.
These workers include engineers, medical personnel and manual workers. At present there are a
total of around 500,000 Chinese migrant workers working abroad. The total volume of migrant
workers in the world is now ranging between 60 million and 65 million. China makes up less
than 1 per cent of the world total.
The Chinese Government attaches a high importance to labour migration and employment in
overseas countries. This is regarded as an important component for employment expansion,
promoting economic development and people-to-people exchanges. In recent years, the Chinese
Government has further expanded international technical cooperation with foreign countries,
encouraging enterprises with comparative advantages making international investment and exporting goods and services. In the meantime, China is also making efforts to standardize procedures for Chinese citizens to go abroad.

134

In 2002, the Chinese Government promulgated the Regulation on Administration over Overseas
Employment Job Placement Agencies, which clarified application for licence for operation as
overseas employment job placement agencies, overseas employment contract administration,
advertisement administration and approval procedure, licence annual review and operation depositary fund requirement. This is a substantial step merging overseas employment administration with international practice. It is also beneficial for the development of overseas employment
supervision. It is also very positive for the protection of the legitimate rights and interests of the
international migrant workers.
In the process of economic development and opening up, the Chinese Government sticks to the
strategy of two-way migration. We are also making efforts to attract international talents whilst
improving the investment environment, rendering domestic treatment to foreign invested firms,
formulating transparent policies. In order to well regulate foreigners taking up employment in
China, the Chinese Government formulated the Regulation on the Administration of Foreigners
Seeking Employment in China. This regulation is based on international good practices making
provisions on employment application processing and administration.
After the accessing to WTO, in order to attract senior international talents and investors, the
Chinese Government made further policies providing convenience to international talents and
investors. These policies targeted six categories of foreigners and their family members, offering them more favourable employment and business conditions.
In order to protect the interests and rights of Chinese citizens working abroad and avoid a duplicated levy of social insurance, the Chinese Government signed the Mutual Agreement on the
Exemption of Social Insurance Contribution with Germany in August 2001. In February 2003, a
similar interim Agreement with the Government of the Republic of Korea was signed. We shall
be following this practice with other governments of destination in the years to come.

Mr. Chair, Excellencies, Ladies and Gentlemen,
At present andA large number of unemployed persons, new labour market entrants and rural
surplus labour force pose tremendous employment pressure. Last September, the Chinese Government formulated a series of active employment policies. These measures are based on stimulating internal demands, enhancing employment elasticity to the GDP growth. We shall also be
making efforts in creating multiple forms of employment. Encouraging self-employment and
business starting up and stimulating enterprises to recruit more employees are among these
measures. In particular, these policies encourage the employment of disadvantageous groups.
The Chinese Government has the stance that for a country like China, its employment has to be
mainly based on internal labour markets. It is through domestic development that employment
should be expanded. Promoting overseas employment and increasing labour migration are also
components of employment policies. However, this has to be combined with international labour
markets under the principles of mutual benefits. It is our belief that labour migration could only
be conducted provided that the legitimate rights and interests of those workers working abroad
are protected.
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In the years to come, the Chinese Government will be committed to strengthening administration and service in the field of labour migration. Firstly, we shall cultivate and develop overseas
job placement media agencies. Based on the principles of openness and fairness, we will emphasize the development of a market based job placement system. Secondly, based on the need to
enhance vocational skills, we shall strengthen vocational training. Thirdly, we will make efforts
in institutional capacity development for the staffs. Fourthly, in order to protect the legitimate
rights and interests of those working abroad, a labour dispute settlement mechanism should be
set in place.

Excellencies, ladies and gentlemen:
Strengthening cooperation between countries is of great importance to labour migration and
overseas employment administration. With the aim to further strengthen country-to-country
cooperation, I have the following suggestions:
1. Strengthening information exchange. Conduct regular information and education campaigns
to provide labour migrants with labour market information and regulatory information, etc.;
2. Strengthening government-to-government collaboration between countries of origin and destination for the protection of the rights of migrant workers. Make strong efforts to eliminate
illegal job placement agencies. Strengthen the capacity in dispute settlement;
3. The IOM should be called upon to provide technical support and assistance in the field of
labour migration legislation, capacity development and employment services etc. It is also
suggested that IOM should be requested to give technical assistance to developing countries
in their efforts to protect the legitimate rights of the migrant workers.

Mr. Chair, Excellencies, Ladies and Gentlemen
This meeting provides with us a precious opportunity to share experiences and good practices
between countries. We highly regard the experience achieved by other Asian countries and economies. Based on our national context, we shall press ahead in the front of labour migration. It is
our sincere hope to strengthen exchanges and cooperation with other Asian countries and IOM
in this very field.
As an observer of IOM, the Chinese Government shall actively take part in activities organized
by IOM. We shall give our part of collaboration. Based on mutual cooperation, China will step
up cooperation with countries of both destination and origin in the field of combating illegal
migration, maximizing the benefits of organized labour migrants, enhancing the already very
good friendship between China and other countries and promoting regional peace and development.
Lastly, may I wish the meeting a huge success.
Thank you all.
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Honourable Mr. Samarasinghe,
Minister of Employment and Labour, Government of India,
Mr. McKinley, Director General, International Organization for Migration,
Representative of the ILO,
My esteemed colleagues from the participating labour-exporting countries,
Ladies and Gentlemen,
First of all, I would like to thank both the IOM and the Government of Sri Lanka for providing
this common platform to all of us for sharing our views and concerns on the important issue of
migration.
I am sure that you will agree with me that human migration is one of the most challenging issues
facing the world today. Migration means the movement of skills, cultures, traditions, families
and hopes – in short moving of complexities that make up the life of human beings. There are
several factors, political, economic and social that influence the movement of people and the
choice of destination. Notwithstanding that, the primary motivation for migration remains
economic.
We in India have a vast reservoir of well-trained English-speaking technical manpower in almost all disciplines like Information Technology, Engineering, Medical Sciences, Management
and the pure Sciences. In recent years, a large number of Indians have found gainful employment
abroad. Our estimates indicate that as many as three million Indians are currently employed
outside their motherland.
We are conscious of the need to regulate the emigration of the growing number of Indian nationals for employment abroad. We had, therefore, enacted the Emigration Act, 1983. The Act deals
with the emigration of Indians for overseas employment, seeks to safeguard their interests and
ensure their welfare. Only the recruiting agents registered with the Ministry of Labour are permitted to conduct the business of recruitment for overseas employment after obtaining a Registration Certificate from the Protector General of Emigrants. At present, over 1200 recruiting
agents are engaged in this business.
Foreign employers may also directly recruit Indian nationals after obtaining a valid permit from
either the Protector General of Emigrants in the Ministry of Labour or from Head of the concerned Indian Mission.
We are seriously concerned that despite our best efforts at regulation some of our emigrant
workers continue to find difficulties in the country of employment. Complaints continue to be
received from time to time from various quarters, regarding non-payment or delayed payment of
wages, unilateral changes in the contracts of workers, arbitrary changes in their job profile, long
working hours, etc. Sometimes, the emigrant workers are not given employment at all and left in
the lurch on their arrival.
We are all aware of the maltreatment, and even physical abuse of vulnerable sections, like housemaids. We need, therefore, to deliberate seriously on these issues and work out a common strategy to seek a better deal from the labour importing countries. It is our duty and responsibility to
ensure that the emigrant workers are treated as human beings and live with dignity.
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On the domestic front, we propose to constitute a Central Manpower Export Promotion Council.
We also propose to set up an Overseas Workers’ Welfare Fund to be administered by the Council
for meeting contingencies like release of funds to the Indian Missions abroad, for arranging
return tickets for the emigrant workers who get stranded abroad, or for transportation of the
bodies of dead workers. Assistance will also be granted to the workers who become partially or
permanently disabled or for similar other purposes.
We in India face a serious problem of illegal migrants, who have placed a substantial burden on
our economy and the existing provisions available for social services not to speak of political
implications. Nevertheless, while facing mixed migration flows, we draw a clear line between
those who are genuine refugees and those who are economic migrants. We fully subscribe to the
policy of non-refoulement and thus do not return a refugee to the place he has come from if there
is a genuine threat to his life or the likelihood of persecution.
At the WTO negotiations on services, we supported the need for flexibility in the negotiating
stance of developed countries on the issue of allowing free movement of natural persons. We
regard this as important for the economic development of developing countries and allow them
to make use of their comparative advantages.
I am hopeful that interactions in this august forum today at Colombo will help all of us to learn
from our experiences and also enhance our awareness of the opportunities for cooperation among
labour-sending countries. We are confident that when we go back, we will be richer in experience and more motivated to do our best to take more effective measures and improve relations.
Before concluding, I would like to once again thank the IOM and the Government of Sri Lanka
for organizing these Consultations. We must continue to share our experiences, benefit from
them and strive to protect the basic human rights of our emigrant workers.
Jai Hind!
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Excellencies,
Distinguished Director General of International Organization for Migration,
Distinguished Delegates,
Ladies and Gentlemen,
First of all let us express our praise and gratitude to God for giving us an opportunity, so that we
are all able to attend the Labour Migration Ministerial Consultations for Countries of Origin in
Asia in Colombo, Sri Lanka, which is held by the Government of Sri Lanka in collaboration with
the International Organization for Migration (IOM).
Furthermore, on behalf of the Government of Indonesia, I would like to extend our sincere
thanks for the initiative to conduct this valuable consultations meeting. We do hope that this
meeting could be held regularly every year and could be used as a medium for multilateral
cooperation amongst the sending countries as well as to strengthen the mutual relationship between the sending and receiving countries.
There are many parties, either individual or institutional, at regional and international level, who
extend their critics on the negative excess of migrant workers, and this has to be resolved by us.
The characteristics of the problem faced by the migrant workers are greatly different, it depends
on the destination country. In general, it could be defined as follows:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.

Restriction of the stay permit period
High cost of work permit arrangement
Restriction of the job type
Recruitment cost applied to the migrant workers
Increasing of income tax
The low salary/wage level through the apprenticeship system
Salary / wage deduction
Application of the quota system
Illegal recruitment and placement, as well as human rights violation
Whip punishment of illegal migrant workers
Human trafficking

The international labour market tends to freely move as the effect of modern technology such as
the use of internet media in offering and ordering the labour. Besides, it is conducted through an
inter-agent system which tends to violate the rights and regulation of the migrant workers.
In fact, migrant workers are always needed and even the demand of user countries is increasing,
and it is also followed by an increasing number of problems that arise.
Therefore, through this forum, we propose to establish a “Secretariat for the Asian Migrant
Worker Sending Countries” as a joint institution subject to exchange information, improve the
labour quality and protection, place labour through G to G, formulate market strategies in order
to avoid unhealthy competition, and to develop other forms of cooperation. In this opportunity,
we also would like to propose Sri Lanka, for the first turn, to be the Head of the joint Secretariat.
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In the future, we have to be able to influence the placement of migrant workers, which could not
only give some benefits economically, but also increase the humanity aspiration.

Excellencies,
Ladies and Gentlemen,
Indonesia is now facing a really difficult employment phenomenon. The population is quite big
and the number of job seekers increases every year. Meanwhile, the long-standing economic
crisis has not yet come to an end. As a result the level of investment growth could not stimulate
the creation of job opportunity which is able to absorb all the unemployed who are entering the
labour market.
In such conditions, Indonesia still needs the overseas job opportunity to solve the current unemployment problems.
According to the available data, the average number of Indonesia workers who are working
abroad is around 450,000 (four hundred and fifty thousand) people per year. Most of them are
working as domestic helpers, baby sitters, nurses for children under 5 years old and elderly
people. This sector is really sensitive and has the potential to cause many problems.
Basically, the placement of overseas workers is under the authority of the related government
institution’s task and function. However, due to limitation of the government, some part of such
authority is delegated to the private agent which has already had a licence from the government.
In the implementation, the private agent is often against the administration and procedure of
overseas placement. This at the end, could harm the rights and protection laws of the migrant
workers. Therefore, to avoid these circumstances, it would be preferable to implement overseas
labour placement under G to G cooperation.

Excellencies,
Ladies and Gentlemen,
Currently, the Indonesian Government is trying to make some improvement efforts which aim to
increase the quality and protection of migrant workers, particularly, for those who work in the
informal economy.
Some improvement efforts made by the Indonesian Government are as follows:
• Applying allocation control. It deals with the number of placements permitted for the private
agent of which its implementation should be in accordance with the capacity to accommodate
and train the workers in their premises. The number of placements permitted by the government is always reviewed every six months. If the capacity of the accommodation and training
could be increased, the number of placements permitted would also be increased.
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• Implementation of temporary placement cancellation. It is subject to give an opportunity for
the private agent to improve the language training used in the destination country as well as
skills which are required. Based on our analysis, the problem appears mostly caused by the
lack of knowledge of the migrant workers to communicate with their employers. In addition,
their skills do not meet with the need.
• Preparing the draft bill on the Placement and Protection of the Migrant Workers. It is subject
to regulate the rights and obligations of the Indonesian Migrant Worker, and the Indonesian
Private Employment Agencies for Indonesian Workers, including sanctions against the violation.

Ladies and Gentlemen,
In this opportunity, allow me to stress again some ideas that I have mentioned before which
might be useful to improve the cooperation amongst the sending countries, and they are as
follows:
1. Establishing the Sending Countries Joint Secretariat. Indonesia would be pleased to be the
base of the Secretariat.
2. Establishing information centres/information networks of migrant workers. Information exchange regarding the agencies of users which are put on the black list.
3. Improving the rights and regulation, and protection of the migrant workers.
4. Eliminating migrant worker exploitation.
5. Developing joint standard MOU draft with receiving countries.
6. Conducting comparative study to sending countries (senior officials exchange).
7. Conducting direct bilateral meeting between the sending and receiving countries by region.
8. Formulating the joint market concept in order to prevent unhealthy competition.
9. Promoting the migrant workers placement through G to G.
Those are all some ideas that might be able to be used as a reference for further discussion.
Finally, once again, I would like to render my sincere thanks and appreciation to the Sri Lanka
Government and International Organization for Migration for conducting this valuable consultation meeting.
Thank you.
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His Excellency Minister of Employment and Labour, Mr. Mahinda Samarasinghe, Sri Lanka,
Their Excellencies, my colleagues from Bangladesh, China, India, Indonesia, Pakistan, Philippines, Thailand and Viet Nam.
Their Excellencies, Heads and Representatives of the diplomatic missions in Sri Lanka,
Director General Mr. Brunson McKinley, International Organization for Migration,
Distinguished Delegates,

Ladies and Gentlemen,
At the outset, let me express my deep gratitude to the Government of Sri Lanka and the International Organization for Migration for hosting and organizing such high level consultations on an
issue that needs an orderly base for the regulation of relations among the members of community nations. I feel pleasure to be among this august group of statesmen and professionals and to
participate in consultations, which is organized at an opportune time.
Migration is a historical phenomenon that the world has been experiencing throughout the development of civilization. It has contributed tremendously to mankind in terms of exchange of wisdom that created a sustained impact on the social, cultural and economic status of many societies
of the world. This has been an ever-increasing process of each and every nation’s life.
Today, migration has been growing as a means for development for both sending and receiving
countries. As the world has been witnessing ever-growing progress and prosperity, economic
migrations are also likely to continue to increase as an integral activity of this prosperity. This
process is beneficial to both originating and destination countries. However, it is not free from
troubles and pains. It does entail many legal, social, cultural and economic implications.

Honourable Ministers and distinguished delegates,
Nepal formally started to send workers abroad some two decades ago. As the demand grew in
the Gulf States, the number of migrants increased substantially since 1996. The Gulf States,
Malaysia and South Korea are the major destinations. Though its intensity grew recently, Nepal
is experiencing almost the same dynamics as is faced by other countries. A host of issues on
migration management such as protecting migrant workers from exploitation in recruitment and
employment, providing appropriate information on work behaviour, work skill and information
of the work environment, culture of the industrialized and fast growing economies, welfare
assistance during their stay abroad and support for reintegration are yet to be resolved. Besides,
mass education and information campaigns have been seen as a most to control irregular and
illegal migration, which might emanate difficulties for both receiving and sending countries.
The migration of workers is an issue of shared interest for both originating and destination
countries. Any act of migration of a worker is always associated with the interest of both countries. It is an economic as well as social event that affects and attracts two countries relation.
This can be made meaningful through both countries understanding and cooperation. Effective
management at both ends warrants coordinated efforts between and among nations. Today, migration behaviour and its implications are not limited to the country of origin and destination.
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Globalization of economic activities has given this concern an international nature. Obviously,
bilateral and collective efforts to create and orderly framework is inevitable to handle the migration process smoothly for many years to come.

Honourable Ministers and distinguished delegates,
Migration, as we all know, is not an event that will cease to exist within a few years. At present,
human resources of specific locations are renowned for certain skills, appropriate attitude for
specific job, and less costly. This is the situation with a comparative benefit and competitive
advantage for a business wherever its place of operation is. Demographic changes and comparative benefit put a binding force for a business to get needed human resources from elsewhere in
the world. There are many other reasons that make this phenomenon long lasting. Due to this
reason, an agreed and accepted wisdom of the nations to deal with this issue for the benefits of
both sending and receiving countries is desirable. For the purpose of creating wisdom through
experiences, we should persistently pursue mechanisms of two types – mechanism jointly participated in by the originating and destination countries and organization like IOM. Mechanisms
like these might help and provide support to the international community to develop mutual
understanding and resolve the issue. This process, I hope, will yield a peaceful, humane and
comfortable way for the migration process for days to come. It would optimize benefits for both
countries and gives dignity to workers as well.
Finally, I take note of this valuable opportunity once again to appreciate the valiant effort of the
Government of Sri Lanka for providing a forum, and the esteemed organization, IOM, that made
these consultations possible through its persistent and valuable support.
Thank you.
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Hon. Mahinda Samarasingle, Minister of Employment and Labour,
Honourable Ministers and distinguished Delegates, Director General, IOM,
Excellencies,
Ladies and Gentlemen,
At the outset let me mention that Hon. Mian Abdual Sattar Laleka, Minister for Labour, Manpower and Overseas Pakistanis was very keen to take part in these important deliberations on
issues related to labour migration, which are of common interest to all labour-exporting countries. Unfortunately due to unavoidable and pressing commitments in Pakistan he could not do
so. He has personally asked me to express his regrets and convey his best wishes for the success
of this dialogue. He also conveys his confidence that, under your able stewardship, Mr. Chairman, far reaching recommendations would emerge from these consultations.
Despite his preoccupations the Hon. Minister sent his statement which I have the honour to read
before you:
“It is an honour and a privilege to thank Hon. Mahinda Samarasinghe, Minister of Employment
and Labour of Sri Lanka and Mr. Brunson McKinley, Director General, International Organization for Migration, for hosting Ministerial Consultations on Labour Migration issues which are
of vital interest to manpower-exporting countries.
These consultations are taking place at a time when growing economic interdependence, globalization and a changing geo-political situation are giving rise to new demographic shifts and
trends. New patterns of labour migration have emerged over the past ten years, which affect the
labour-exporting countries directly. Over this period changes in demand patterns, regional integration and new legislations and regulations in the destination countries have also impacted on
labour migration flows and related problems. These factors, combined with the events following
September 11, 2001 have given rise to the need for sensitizing the world community about
complexities of migration, particularly for the countries of origin, transit and destination as well
as the families of migrants.
In this scenario the present dialogue assumes an added significance and I am confident that it
would lead to a greater understanding of related issues and result in formulating recommendations for management of the global phenomenon of migration.

Mr. Chairman,
The search for a better quality of life through employment at better wages is a natural human
desire and it is not strange that this quest leads people to foreign lands. Since Pakistan has been
a labour surplus country, it has always supported the emigration of Pakistanis abroad, to the
extent possible. This not only benefits the individual and his family but also the country. More
than 3 million emigrants have been legally and officially sent abroad for employment in the last
30 years. These migrant workers have contributed immensely to our economy and have generated jobs in various sectors including those involved in the immigration sector.
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Emigrant workers are a rich source of foreign exchange through their home remittances. In
Pakistan during the last year alone these remittances amounted to over 108 billion US dollars.
These workers therefore deserve our support for protection of their rights in the host countries as
well as those of their families back home.
Notwithstanding the good systems put in place by the receiving countries, the overseas workers
do face a number of problems like non-implementation of service agreements by employers,
illegal termination of service, delay in payment of blood money and death compensation to the
legal heirs of the deceased and non-payment of proper wages and service benefits. There are also
frequent problems relating to visas for families of expatriates beside social, cultural and religious discrimination, and non-acceptance of University degrees and marriage contracts. It goes
without saying that these workers also go through a major and often painful experience of social
and cultural adjustment during the initial months in an alien land.
Back home, the overseas workers are confronted with problems related to divided families, land
and property disputes and the security and upbringing of children. They also face housing, health
and education problems for their children and family members.
The Government of Pakistan is keen to develop and upgrade its labour migration process to
adapt to the evolving labour market and to improve the professional and linguistic capacities of
its labour force to the international standards required to access new markets in the developed
countries. Better education and preparation of migrant workers will also address Pakistan’s concerns about our migrant workers in those countries where living conditions can be difficult,
human rights not always respected and access to social and health services not necessarily adequate. It is a fact that many of the receiving countries are not signatories to the agreements or
conventions relating to rights of migrant workers.
Under the Emigration Ordinance 1979, the Bureau of Emigration and Overseas Employment
was set up in Pakistan to regulate and facilitate matters relating to migrants. The Bureau is
responsible for the safety and security of emigrant workers in accordance with their service
agreements with foreign employers, which are registered with the Protectorate of Emigrants.
The Bureau of Emigration and Overseas Employment has five Protectorates, which in addition
to other responsibilities carry out pre-departure briefings for intending immigrants, on terms and
conditions of service and on norms and customs of the receiving states.
Similarly, our Overseas Employment Corporation (OEC) is promoting the employment of Pakistani professionals, skilled, semi-skilled and unskilled manpower in foreign countries in an organized manner. The Corporation has so far provided more than 125,000 personnel to foreign
firms in the public sector.
In terms of services in Pakistan, an Overseas Pakistanis Foundation (OPF) has been established.
It provides welfare services to the families and dependants of overseas Pakistanis including
health, education, housing, vocational training and pension schemes for overseas Pakistanis.
Besides posting of Community Welfare Attachés in our missions abroad to pursue problems
with the host countries, the Government of Pakistan has set up Complaint Cells in the Ministry
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of Labour as well as in the Prime Minister’s Secretariat to address genuine problems of overseas
Pakistanis.

Mr. Chairman,
The benefits of emigration are not without a cost. For us the brain drain is an important issue. A
large number of highly qualified professionals, like doctors, engineers, IT experts, etc., are proceeding and working abroad, for higher salaries and better working conditions. This obviously
deprives Pakistan of their professional expertise and technical know-how. The growing inflow
of remittances, which are mostly spent on non-productive investments like consumer goods,
cars, land, houses, etc., adds to inflation in Pakistan. While emigration largely benefits the country financially, it also results in some flight of capital for the purchase of visas and residence
permits by the workers
The Government of Pakistan has therefore, set up an Overseas Pakistanis Advisory Council
(OPAC) to formulate recommendations for the Government to address these problems.

Mr. Chairman,
The majority of Pakistani workers have gone abroad legally, specially in the Middle East. Their
rights are generally protected under Pakistani labour laws, as well as those of the host countries.
But the problem of illegal trafficking and human smuggling through internationally organized
networks is a major cause of concern for us. Operators in this despicable trade have networks not
only in the countries of origin but also in transit and destination countries. They are primarily
responsible for human trafficking including that of domestic maids and even minor children.
To create greater awareness about the hazards of human trafficking, a seminar was organized by
the Government of Pakistan with the support of IOM on 20 February this year. In addition to
recommendations for effective enforcement measures by agencies of the countries concerned to
check this menace, the seminar suggested that legal channels of migration need to be kept open
by destination countries. Greater inter-state cooperation was also recommended to eliminate
underground networks involved in human smuggling.
On the legal side, Pakistan has taken an important step in the form of a law called “Prevention
and Control of Human Trafficking Ordinance 2002”. This ordinance provides imprisonment up
to 14 years and a fine up to Rs. 2 million (roughly 40,000 US$) for human trafficking including
children and women.
As a part of this campaign, the Government is implementing a comprehensive security project to
keep computerized record of all those entering or leaving the country. Earlier on outward migration was documented but there was no systematic record of return migrants. Machine-readable
national identity cards are being issued to Pakistanis, at home or abroad, to prevent forgery.
Machine-readable passports would also be issued to remove complications in the immigration
procedure and to keep track of wanted indviduals.
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Pakistan, although a labour-exporting country, is also facing the problem of illegal immigration
from various countries of the region. It is adversely affecting the economic and social situation
in Pakistan. The Government of Pakistan is taking steps for the registration of illegal immigrants
for issuing them residence permits to provide them legal protection.
Pakistan is currently hosting nearly 2 million Afghan refugees. The figure was 3.5 million at one
stage. The economic burden on Pakistan for hosting Afghan refugees has been immense. Problems included loss of employment and small businesses to the locals, deforestation, pressure on
utilities and food, etc. According to UNDP estimates, an amount of US$ 980 million would be
needed to rehabilitate refugee-hosting areas.
The Governments of Pakistan and Afghanistan and the UNHCR have signed a tripartite agreement to jointly facilitate voluntary repatriation of Afghan refugees. Although some have gone
back, their complete repatriation will depend largely on the fulfillment of pledges made by the
international community at the Tokyo Conference on Afghan refugees in January this year.
I share the view that the rights of migrants can be safeguarded through information sharing,
planning, formulation of policies and laws and their enforcement through institutionalized
arrangements. Cooperation amongst the countries involved would be the key to our success.
I believe this would be the major outcome of these consultations.

Mr. Chairman,
In conclusion, I would like to thank you and express my best wishes to all present for a fruitful
dialogue leading to desired improvements in the lot of migrant workers in the region and around
the world.”
I would like to take this opportunity to register my appreciation and thanks to the Government of
Sri Lanka and the IOM for the excellent arrangement and the warm welcome extended to the
delegates.
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Mr. Chairman
Your Excellencies, the distinguished Officials and Members of Delegation
Ladies and Gentlemen,

Mr. Chairman,
I wish to begin by conveying the Philippine Government’s felicitations and heartfelt congratulations to you for your excellent stewardship of these ongoing Ministerial Consultations.
I would like to thank the Government of Sri Lanka for the wonderful preparations and arrangements, and the International Organization for Migration (IOM) for making this forum available
to us, the labour-sending countries.
We consider this event to be of great importance, as it affords us valuable opportunities to exchange views and experiences and strengthen our cooperation on our shared concerns over the
welfare and rights of migrant workers. We note well that the IOM has initiated and participated
in countless programmes and services benefiting international migrant workers, and for this, we
are grateful.
The Philippine Government is confident that, under your experienced hand and thoughtful guidance, Mr. Chairman, and with the support of the IOM, our sessions will achieve the goals we set
out to be achieved, and we countries of origin will emerge better able to individually and collectively address the formidable challenges that confront our nations and our peoples, particularly
those who have opted to engage in work outside of their home countries. We pledge our delegation’s most constructive participation in this meeting.

INTRODUCTION – PHILIPPINE FOREIGN POLICY
AND FILIPINO MIGRANT WORKERS
Overseas employment is a global phenomenon. It is expected to continue as the modern world
needs transnational movements to support the increasingly globalizing world economy.
The Philippines, being one of the largest migrant countries in the world, is certainly one of the
more active players in this international scenario. Filipinos desire to work abroad primarily in
view of what they perceive to be better opportunities and compensation than what local jobs
have to offer.
Given the large number of Filipinos overseas or wanting to work and reside in foreign countries,
Filipinos have also been among those most vulnerable to labour and migration-related problems. Among the more pressing issues surrounding the overseas employment of Filipinos are:
• The need for protective mechanisms that balance workers’ welfare and market development
concerns
• Illegal recruitment
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•
•
•
•

Job mismatch and de-skilling
Reintegration of returning workers
Concentration of women migrants in vulnerable occupations
Consequence on social structures and value systems

In recognition of these concerns and of its constitutional duty to look after the welfare and safety
of its citizens, wherever they may be, the Philippine Government has, over the past years, progressively integrated and put assistance to (Filipino) nationals or ATN – at the forefront of its
foreign policy priorities.
Upon her assumption of office, our President, Her Excellency Gloria Macapagal-Arroyo, invoked
the critical role that our overseas Filipinos play in the Philippines’ economic and social stability.
At the level of the Department of Foreign Affairs, the protection of the rights and the promotion
of the welfare of Filipinos overseas and their mobilization as partners in national development
constitute one of three so-called “Pillars of Foreign Policy”, together with national security and
economic diplomacy, that we in the Philippine Foreign Service strive to uphold and promote in
the performance of our duties and in our interaction with foreign governments and international
organizations.
Towards this end, the Philippine Government has constantly striven to:
• Strengthen bilateral relations with countries, especially those hosting large numbers of Filipinos.
• Pursue initiatives to promote the rights of overseas Filipinos, particularly migrant workers in
their host countries before international and regional fora; and
• Initiate programmes that will further empower Filipino migrant workers. In this regard, we
continue to support initiatives to continuously upgrade the skills of Filipino workers, through
education, to enable them to sustain their competitive advantage in the global arena. We are
also examining the possibility of setting up special banks or hospitals that are dedicated to
serving overseas Filipino workers and their specific needs, and that will allow them to benefit
more directly from the fruits of their labour.

R.A.8042
Addressing migrant worker-related issues is of such great importance to the Philippine Government and to the Filipino people that it is able to determine the course of our bilateral relations.
In fact, it was one such case involving one of our migrant women that nearly caused us to
reconsider our diplomatic ties at one point with a long-time partner. This same case served as the
catalyst that spurred a paradigm shift in our responsibilities towards our nationals overseas and
that eventually resulted in the enactment into law of the landmark Migrant Workers and Overseas Filipinos Act of 1995 (Republic Act 8042). R.A. 8042 was passed by the Philippine Legislature to address the growing and persistent concern over the plight of Filipino overseas workers.
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This law lays down the minimum conditions under which overseas worker deployment is to be
allowed; assures that protective services shall be given by the foreign service to legal and undocumented overseas workers, and institutionalized the adoption by Philippine embassies and
consulates of a “country-team approach”.
The law also imposed severe penalties for those found to be involved in illegal recruitment,
which the Philippine Government treats seriously on account of the harm they inflict on the
financial and personal welfare of unsuspecting workers, as well as the harm they ultimately
cause on the economy. Remittances from our seven million overseas workers – reaching up to
US$ 7 billion to US$ 8 billion a year – do much to boost and sustain the Philippines’ economy
and address gaps in our social services, especially in times of adversity. It is in this sense that we
in Government also loathe and punish illegal recruiters, for their acts effectively also constitute
economic sabotage.
Up until the early 1990s, consular assistance and assistance-to-nationals have merely been regarded as one of the regular components of the duties of the Philippine Foreign Service. With
Republic Act 8042, such roles were accorded greater significance and prominence and became
subject to a more coordinated, cohesive, better-funded approach with the creation of the Office
of the Undersecretary for Migrant Workers Affairs, under the Department of Foreign Affairs – an
office that I presently head – that serves as the focal point for the implementation of the foreign
policy pillar on Assistance to Nationals (ATN).
This office works in coordination with various sectors foremost of which are the Department of
Labor and Employment, the Philippine Overseas Employment Administration, the Overseas
Workers Welfare Administration and other government agencies, elected officials, overseas Filipinos and their families, mass media, private organizations, international organizations, NGOs
and religious groups – to deliver timely assistance to Filipino nationals.

PHILIPPINES EFFORTS IN THE INTERNATIONAL ARENA
As a major sending country, the Philippines has sought and maximized various bilateral arrangements to promote the welfare of Filipino workers. We have, for example, secured social security
agreements with Austria, Spain, and the United Kingdom, with more being worked out. Such
agreements are vital since they provide extended social security coverage for Filipino workers
even after they have returned to the Philippines. Government-to-government agreements are
being considered and worked out.
It is in this same context of our unwavering commitment that the Philippine Government has, at
the multilateral level, taken every opportunity to bring the plight of migrant workers to the attention
of the international community. We have either spearheaded or participated actively in debates,
discussions, and negotiations before the United Nations and international and regional fora that
are geared towards securing recognition and protection for migrant workers and their rights.
We thus welcome the recent ratification by Guatemala of the long-pending Convention on the
Protection of the Rights of Migrant Workers and their Families, as it marked the realization of
the required 20 ratifications for the instrument to enter into force, in this case, on 1 July 2003.
158

The Philippines, which for its part signed the Convention on 15 November 1993 and ratified it
on 5 July 1995, had campaigned tirelessly among its partners to secure the required 20 ratifications.
We are elated that we have, in our own modest way, further contributed to the success of the
collective struggle of labour-sending states to inscribe measures benefiting our migrants in the
body of international instruments that govern the members of the international community.

NEED FOR GREATER COOPERATION
AMONG LABOUR-SENDING COUNTRIES
Despite these successes, much still needs to be accomplished. This is why labour-sending countries need to band together to build greater international awareness about the complex issues
associated with labour migration, as well as the concerns of labour-sending countries. This is
precisely why the Philippine Government welcomes events such as this that bring together the
governments of countries of origin.
There have been similar efforts in the past among labour-sending countries to expand cooperation and to devise a common strategy for addressing our shared concerns. Regrettably, however,
the strategies, understanding and recommendations reached in past meetings attained little
progress, for reasons only each of the participating government themselves would be privy to.
With this gathering, we labour-sending countries are again presented with a fresh opportunity to
forge a more robust partnership, a closer grouping by which to pursue our collective effort to
address issues, both old and emerging, that affect migrant workers.
Worth mentioning, for example, is the need for us to build our partnership to more effectively
address the issue of labour exploitation. We also need to correct the misimpression that that
labour-surplus economies are necessarily sources of low-salaried workers. The Philippines, and
many of the countries represented here are just as much sources of highly qualified, skilled
professionals that have contributed greatly to the economic development of many industrial
countries. In the case of the Philippines, professionals such as technical, health, information
technology and managerial workers, account for a fairly significant proportion of our contract
migrants.
This notwithstanding, the fact remains that a great proportion of our workers also consist of
service workers, mainly women household helpers and labourers, who are most prone to unfair,
exploitative practices and unjust compensation.

THE HONG KONG LEVY ISSUE
A current issue in this regard that demands the immediate collective action of some of the governments represented here involves the plight of our countrymen working as domestic helpers in
Hong Kong, who are currently facing substantial and unreasonable wage cuts and the imposition
of a levy on employers by that region’s government.
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We in the Philippines oppose this unjust, discriminatory imposition in the strongest terms and,
consequently, we have begun considering a review of our deployment policies, not just in Hong
Kong but also in other receiving countries that have caused similar problems for our workers.

CLOSING
The foregoing issues are but a small sampling of the grave difficulties that warrant our forging –
as labour-sending countries – of a strong coalition, not only to protest such practices, but also to
take positive, affirmative action to ensure the well-being of our migrant workers.
The Philippine Government would thus like to make this call for us to develop a collective
arrangement, a collective reform that would see to it that our citizens’ rights and welfare are
promoted and protected against unjust and discriminatory policies and practices.
Such a collective arrangement should also work to optimize the benefits of overseas employment, through our own joint initiatives as a coalition of labour-sending countries, and through
our collective representation in relevant international bodies such as the United Nations and the
International Labour Organization.
It should also facilitate the exchange, on a regular and frank basis, of information on opportunities, best practices, and concerns. If I may pose a current question, which has been asked by
many of us here: how can we, for example, harness our partnership so that our workers can
benefit from the opportunities that will emerge from the reconstruction and rebuilding efforts in
post-conflict Iraq?
Finally, such a collective arrangement should also facilitate the development and implementation of technical cooperation programmes in such vital fields as human resources development
and migration studies and policy-making.
It is our fervent hope that our discussions and exchange of views for these two days of consultations in Colombo, which hopefully can continue in Manila next year, will mark the beginning of
a new era of cooperation among our Governments, one that will allow our workers to look
forward to a future in which they can truly and fully enjoy their labours’ just rewards.

Thank you very much.
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Distinguished Ministers,
Vice Ministers, Guests
and all Participants,
It is indeed an honour and a great pleasure for me to be here among friends and colleagues on the
beautiful island of Sri Lanka and participate in this important meeting organized by the Ministry
of Employment and Labour of Sri Lanka and the International Organization for Migration (IOM)
for the Ministers of Labour from 10 exporting countries of Asia and other interested parties to
address the problems of labour migration in our region.
Allow me to express, on behalf of the delegation of Thailand, my sincere appreciation to the
Government of the Democratic Socialist Republic of Sri Lanka for the excellent arrangements
and cordial hospitality extended to us.
From the perspective of labour-sending countries, I am sure this meeting will be conducive to
the efforts put in by all concerned parties. The forum would offer a chance to all of us to exchange our views on policy matters, information-sharing, programmes and lessons learned,
focusing on our experience in tackling problems of migrant labour from the countries of origin
to the destinations. We all have the resolve for cooperation to enhance the scope and potential
for management of labour migration with the available means for handling this business systematically.
Concerning labour migration, the Thai Government has the policy to encourage its people to
have education, job training and skilled labour development so the local labour could serve as a
backbone to develop our economy and social issues. Everybody here is probably aware that
labour migration is an issue of humanity for the sake of freedom, for better living or for peaceful
existence and prosperity. Migration flows also occur when people move in pursuit of better
cultural values, language and getting to know procedures prevalent at source and at destination.
In this context, the global economic crisis over the recent years with several business establishments going bankrupt, has led to high unemployment in many countries. Thus, Thai Government has to look for ways to get some of its labour force employed in other countries in need of
labour.
A policy has been prescribed along with measures to facilitate Thai labour with expectation to
work overseas as follows:
1. Thai migrant workers would be able to acquire experience, and enhance their skills, which
could be utilized in Thailand when they return home.
2. Enhance income suitably with fairness, not take advantage over wage rates by employers;
they should enjoy some basic rights and earn wages commensurate with their efforts.
3. Enjoy standard of life or maintain current status vis-à-vis economic conditions in the countries where they work and when they return to their homeland they would enjoy a better
standard of living. Based on monitoring and evaluations of export of Thai labour, the Ministry of Labor found some major problems requiring solutions urgently as follows:

162

• Problem relating to service fee payable by labourers going abroad that arise due to the
cut throat competition by job brokers to get jobs overseas. This resulted in soaring costs
with adverse effects on service fees charged to labourers. Thus, job seekers are required
to pay exorbitant fees to job brokers.
• Cheating of labourers whereby job seekers are taken overseas to work illegally. With
such job brokers, the labour is disadvantaged due to the need for working and hiding
now and then. This robs the labour of protection or the right to have commensurate
wages, welfare benefits afforded under the laws of the countries where they work. They
also failed to enjoy life overseas. In the worst scenario, some labourers fell in to the trap
of deceit and did not get any kind of employment after they had to paid fees to the job
brokers.
The Government of Thailand, Ministry of Labour has been trying to resolve the problems with
efforts to eliminate the recurrence of such problems by means of measures as follows:
1. Reducing costs of going abroad to work by arranging an official forum for negotiations at
government-to-government level thus helping the countries in need of labour from Thailand
to erase the problems.
2. Controls have been exercised whereby job placement agencies are compelled to abide strictly
by the law.
3. Establishment of a Center to counter cheating of labourers. The Center has power to suppress
cheats, focusing on those provinces where problems of cheating are most acute.
4. Effecting adjustments of the system for sending labour overseas, aiming for efficiency as
follows:
• A Labour Bank has been developed, equipped with up-to-date data good for working
and promoting labour, selection of labour for quality to suit the needs of the countries
seeking Thai labour.
• Thai labour is being upgraded with better skills to suit the needs of labour locally and
overseas.
• Steps have been taken to whittle red tape to get the work going speedily with efficiency
and thus enhance the general efficiency for exporting Thai labour.
5. A public relations campaign has been launched with information available to the public about
the situation in export markets.
6. Cooperative efforts have been involving four ministries, namely, the Ministry of Foreign
Affairs, Commerce Ministry, Ministry of Labour and Ministry of Public Health to provide
information to job seekers about conditions in the overseas markets.
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7. In the long run, a One-Stop Service Center would be set up enabling all concerned agencies
working in the export of Thai labour, job brokers, Ministry of Foreign Affairs, National Police
Bureau, Department of Labour, Banks or other related agencies to be located in a single place
to facilitate job seekers, employers, to make contacts for getting overseas job placements to
proceed smoothly.
And finally, I would like to express my confidence that our meeting will be conducive to our
efforts for exchanging knowledge, experience and intentions. It is also hoped that the aspirations
of all participants for getting labour migration to proceed smoothly and with dignity, should be
attained in the name of humanity. The workers, hopefully, should be treated with fairness so they
may earn wages and enjoy welfare benefits in accordance with those prevailing in the countries
where they work.
I congratulate the Ministry of Employment and Labour of Sri Lanka and the International
Organization for Migration once again for this fruitful and successful meeting.
Thank you for your kind attention.
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Your Excellency, Mr. Chairman,
Distinguished Guests,
Ladies and Gentlemen,
It is my great honour to extend, on behalf of the Vietnamese delegation and personally, our best
wishes to Your Excellency Mr. Chairman and all the delegates. I hope that the Consultations will
be crowned with success.

Ladies and Gentlemen,
International labour migration has become a universal phenomenon that is seen in many countries in the world. Effectively regulating and managing the flows of organized labour migration
will be beneficial to both countries of origin and those of destination in general, to both receiving agency and sending enterprise in particular.
Given the context that most migrant workers come from Asian countries, the holding of the
Labour Migration Ministerial Consultations for Countries of Origin in Asia is of great practical
significance. It provides us with an opportunity to exchange experiences and discuss future
cooperation to improve the effectiveness of organized labour migration.
We highly appreciate the objective of the Consultations as well as results gained in the first day
of the meeting. The discussion has touched on such practical issues as: experiences in the regulation and recruitment of workers, assistance of pre-departure services, management of and protection for workers in receiving countries; influencing formal channels of remittance and harness
remitted funds; as well as institutional capacity building and cooperation among states, etc.

Ladies and Gentlemen,
Since the 1990s, Viet Nam has sent workers abroad in line with market mechanism. It is deemed
a socio-economic activity that contributes to the creation of employment and income, the improvement of skills and industrial style of workers.
To this end, Viet Nam has adopted a system of laws and policies with a view to creating favourable conditions for qualified enterprises to take part in foreign employment service, and protecting the legitimate benefits of migrant workers.
In addition, a policy of assisting the poor in terms of training fees, loans to go to work abroad has
been issued. At the same time, the competent agencies reinforce the management and inspection
of labour export activity in each locality and enterprise. Any organization or individual being
found in violation will be strictly punished.
In the coming time, we shall pay more attention to the preparation of the source of qualified
workers who meet requirements of labour markets. Emphasis will be placed on the training of
foreign language, legislation knowledge and sense of obeying the laws. Workers will be pro-
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vided with more opportunities of working abroad and assistance, as they return home in integrating into the community, in creating jobs and having a stable life.
At the same time, experiences that you have shared in the Consultations shall be studied and
applied in our work of sending workers abroad.

Ladies and Gentlemen,
As you know, labour migration is much affected by changes in the socio-economic and political
situation in the region and in the world as well. Given that and in the present international
circumstances, cooperation among countries of origin to share and learn experiences bears more
positive meaning. At this forum, we would like to come up with some recommendations as
follows:
• Holding more conferences for regional countries or a group of countries in the region to share
experiences of labour migration, which is organized by IOM and ILO. In the near future,
training courses should be offered to officials in charge of worker management abroad. In
addition, training especially on experiences of training female workers who perform domestic work should also be given to the teachers who train migrant workers.
• Studying and unifying all basic provisions of working contracts in each type of job. They are
the contracts in construction, fishing, domestic work, care giving.
Especially, more attention should be paid to the working conditions, wages, insurances of
domestic workers and of those who perform fishing jobs.
This work should be soon implemented. The first step would be the establishment of a subcommittee by IOM and ILO to define the consistent content of a labour contract that balances
the rights and benefits between migrant workers and employers.
• Assisting countries of origin in updating information on labour laws and policies, labour and
employment statistics, wages, insurances of major jobs of destination countries. This will
serve as a base for countries of origin to adjust their policies on labour migration.
Let me conclude by expressing, on behalf of the Vietnamese Delegation, our sincere thanks to
IOM and the Government of Sri Lanka for organizing and hosting the Consultations in this
beautiful capital – Columbo, and for the hospitality and good arrangements given to us since
arrival and during our stay in Colombo.
I wish you all good health.
Thank you for your attention.
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LABOUR MIGRATION MINISTERIAL
CONSULTATIONS FOR COUNTRIES OF ORIGIN
IN ASIA

SUMMARY OF STATEMENTS AND RECOMMENDATIONS
OF THE MINISTERS

1. Background
In response to the requests of several Asian labour-sending countries, the International Organization for Migration organized ministerial level Consultations for Asian labour-sending countries on 1 and 2 April 2003 in Colombo. The Government of Sri Lanka hosted the meeting.
The aim of the Ministerial Consultations was to provide a forum for Asian labour-sending countries to share experiences, discuss issues and identify steps for follow-up in the form of recommendations.
Participants from the main sending countries in Asia, namely Bangladesh, China, India, Indonesia, Nepal, Pakistan, the Philippines, Sri Lanka, Thailand and Viet Nam were invited. Each of
the country delegations comprised the Minister responsible for foreign employment in the respective country or a high-level representative, and two or more senior officials. ILO and further
resource persons were invited to participate and offer their expertise.
The first day of the Consultations was devoted to a preparatory meeting of senior officials. The
Ministerial meeting followed on the second day. The topics discussed by participants during the
Consultations were organized in three thematic areas:
• Protection of migrant workers and services to migrant workers.
• Optimizing benefits of organized labour migration.
• Institutional capacity building and inter-state cooperation.

2. Challenges Identified and Policy Responses
Estimates state that in Asia over the period 1995-99 some 2.6 million workers left their countries
every year under contract to work abroad. The South Asian countries accounted for 46 per cent
of this outflow and South-East Asia made up 50 per cent. A large proportion of workers from
South and South-East Asia continue to leave for the Gulf States to perform all types of service,
trade and construction jobs.
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In this context, the participants discussed new patterns of labour migration that have emerged in
the region over the last decade. There has been a significant flow of professionals and technical
workers to North America and Europe, especially in the IT and nursing sectors.
There also has been a rapid growth in intra-regional labour migration, with flows particularly
from South-East Asia to the developed or emerging East Asian economies.
Delegations expressed their concern about the rise of irregular migration. Migrants in an irregular situation are particularly vulnerable to exploitation and abuses.
Female migration increased over the last decade. By 2000, the number of female migrants in
East and South-East Asia amounted to 5 million. It has surpassed the number of male migrants
estimated to remain below 4.9 million. A large proportion of female migrants is employed in
low-skill and low-wage sectors such as domestic work and entertainment. Often, they are subject to exploitation and harassment.
The participants agreed that the management of migration flows is crucial, given that international labour migration is likely to increase in the future. It is essential to pursue bilateral and
regional consultations. Orderly migration policies consistent with the rights of migrants are possible, provided there is cooperation between countries of origin and destination.
Finally, the delegations identified the following four areas of migration management as essential
to meet the challenges of the coming decade:
• Protecting their migrant workers from exploitative practices in recruitment and employment,
and providing appropriate services to migrant workers in terms of pre-departure information
and orientation, welfare assistance during their stay abroad, and reintegration assistance.
• Optimizing benefits of organized labour migration, including the development of new markets, increasing remittance flows through formal channels.
• Building institutional capacity and inter-ministerial coordination to meet labour migration
challenges.
• Increasing cooperation with destination countries in protection of migrant workers, access to
labour markets and prevention of illegal migration.

3. Recommendations of the Ministers
On the basis of their discussions participating States identified the following measures as being
conducive to the effective management of labour migration programmes:
Protection of and provision of services to migrant workers
1. Ensuring the human rights of all migrant workers, whatever their legal status. Migrants are
protected by human rights instruments of the UN including the Universal Declaration of
Human Rights.
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2. Promoting the signing and ratification of the 1990 International Convention of the Rights of
all Migrant Workers and their Families. Countries should consider enacting legislation consistent with the letter and spirit of this instrument.
3. Developing regulatory frameworks to prevent malpractice and abuses where private recruitment agencies are allowed to operate.
4. Advocating that the host country share responsibility in ensuring that foreign labour participation in their economy is authorized and protected.
5. Ensuring that the economic and social rights of domestic workers are respected.
6. Guaranteeing the protection of female migrants, especially those employed in low-skill and
low-wage sectors.
7. Developing pre-departure orientation programmes that equip migrants with comprehensive
information regarding their employment and life abroad. A compilation of pre-departure orientation programmes should be made and circulated to participants.
8. Establishing Migrant Advocacy and Welfare Centres in major cities in receiving countries,
jointly financed by receiving country governments, employers, international organizations
and sending countries.
9. Creating a study committee or working group to provide benchmarks for decent wages and
basic provisions in overseas employment contracts.
Optimizing benefits of organized labour migration
1. Simplifying procedures and regulations to facilitate labour migration in order to offer an
alternative to irregular migration.
2. Developing policies and incentives that could increase and streamline the flow of remittances
through formal channels.
3. Developing strategies that tap the human capital of returning migrants, notably their newly
acquired skills and expertise, as well as the newly established relations with host countries.
4. Developing opportunities to provide technical training to and support skill development
activities of prospective migrant workers in sending countries.
5. Reducing recruitment and transfer fee costs for money transfers.
6. Undertaking information campaigns to inform migrants about remittance channels, risks of
irregular migration and regular migration options and procedures.
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Capacity building, data collection and inter-state cooperation
1. Requesting IOM and ILO to develop, with the assistance of interested states, training courses
on labour migration administration for government officials, including labour attachés.
2. Exchanging, on a voluntary and regular basis, information on changes in policy and legislation, on major destinations, on types of migrant workers, and on bilateral agreements, with
a focal point being identified in each country.
3. Establishing regular multilateral consultations on labour migration.
4. Pursuing through multilateral fora like the WTO the free movement of natural persons between
states for employment.
5. Strengthening inter-state cooperation in migration management through existing regional and
bilateral mechanisms.
6. Forging greater cooperation among sending countries to develop a common stance in addressing
issues affecting migrant workers.
7. Enhancing dialogue between sending and receiving countries, and working towards the establishment of a mechanism involving host and sending countries.

4. Follow-Up Arrangements
The participating States agreed to a regular follow-up on the issue of labour migration management. The next meeting will be held in 12 months time in the Philippines. The IOM is requested
to assist in organizing this meeting.
The participating States expressed their gratitude to the Government of Sri Lanka for volunteering to chair the meeting and the excellent arrangements provided, as well as to the IOM for its
valuable support.
Bangladesh
China
India
Indonesia
Nepal
Pakistan
The Philippines
Sri Lanka
Thailand
Viet Nam

Colombo, 2 April 2003
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INTERNATIONAL LABOUR MIGRATION IN ASIA
Trends, Characteristics, Policy
and Interstate Cooperation*

1. INTRODUCTION
International migration in the Asian region has changed substantially in terms of its magnitude,
directions and character over the last two decades. Migration into and within the region takes a
variety of forms – tourists, students, refugees, family reunion, labour, business – but migration
for economic reasons, particularly temporary labour migration, has experienced the most rapid
growth. “Asia is the developing region experiencing the most varied and dynamic types of international migration flows” (Zlotnik, 1998: 7). Labour migration is expected to become increasingly important to the countries of the region for the foreseeable future.
This paper will focus on various forms of labour migration: less skilled contract labour migration, spontaneous or irregular labour migration and highly skilled labour flows. Contract labour
migration may be organized by the governments of sending or receiving countries, by employers, special agencies or a combination of these. However, some participation by the government
of the receiving country is necessary – otherwise the movement should be seen as a spontaneous
or irregular one.
Often contract labour migration is regulated by bilateral agreements between sending and receiving countries, or by multilateral agreements to which several states are party. The recruitment agreements or employment contracts may specify wage levels, duration of employment,
working conditions and labour market rights of the workers. The agreements may also lay down
obligations for the employers or public authorities to provide housing, family allowances, health
care and social insurance. The recruitment agreements, together with laws and regulations of the
receiving country, also define the legal status of the contract migrant with regard to residence
and family reunion, as well as social, civil and political rights. Generally, the situation of the
temporary workers is a restricted one that denies them many of the rights of citizens or permanent residents.

*Professor Robyn Iredale (Woolongong University/Asia Pacific Migration Research Network Secretariat, Australia), and three
other members of the Asia Pacific Migration Research Network, Kalika N. Doloswala (Australia), Tasneem Siddiqui
(Bangladesh), and Riwanto Tirtosudarmo (Indonesia), prepared this paper as independent consultants to IOM. The APMRN
is a collaborative organization of researchers and scholars working on migration. Each regional network of the APMRN is
autonomous and there are regional coordinators in various countries.For more details on the Network, please check their website
at http://www.capstrans.edu.au/apmrn/
This paper has benefited from critical review and constructive comments from many colleagues in IOM. The authors should
like to thank for their input, Nilim Baruah, Head of Labour Migration Service, Gervais Appave, Director of Migration Policy
and Research Programme, and Frank Laczko, Chief of Research and Publications Division. June Lee of Research and
Publications Division has also provided valuable assistance throughout the preparation of this paper. However, the authors
alone remain responsible for any shortcomings in the paper.
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The current contract labour migration systems in Asia began to evolve in the 1960s around the
oil-producing countries of West Asia, but since the mid-1980s rapid economic growth and
declining fertility have led to considerable demand for migrant labour in Asia – Japan, Republic
of Korea, Hong Kong, Malaysia, Thailand, Taiwan, Singapore and oil-rich Brunei. In the 1990s,
labour migration within Asia continued to grow with only a relatively minor hiccup resulting
from the Asian financial crises. A key development in recent years has been the increasing
feminization of migration: about 1.5 million Asian women were working abroad in the mid1990s, and in many migratory movements they outnumber men.
Besides the contract or legal component, there is an equally important irregular or undocumented
component.1 A recent study coordinated by the Scalabrini Migration Center (SMC) in Manila
states:
(H)igh levels of irregular or unauthorized migration have accompanied the rise of intra-regional
migration in South-East Asia. During the period of economic expansion, irregular migrants moved to
the more prosperous economies to take up jobs vacated by the local population and were generally
tolerated. The recession in the mid-1980s brought out concerns about the negative impacts of irregular
migration. The concerns were rekindled during the economic crisis of 1997, which prompted Malaysia,
Thailand and Singapore to tighten their policies against irregular migration. This meant tighter border
controls, more punitive sanctions against immigration violators, and in the case of Malaysia and
Thailand, undertaking massive repatriation of irregular migrants. The 1997 crisis, however, underscored
that the repatriation of irregular migrants did not solve domestic unemployment. Malaysia and Thailand
were confronted with a situation of high unemployment simultaneous with labor shortage in the sectors
where migrants worked. Meanwhile, in the countries, particularly in the Philippines, policies and
measures were also put in place to prevent irregular migration, specifically the illegal recruitment of
migrant workers. By themselves, preventive approaches taken by countries of origin, and border control
and sanctions undertaken by countries of destination proved to be limited in curbing irregular migration.
The rise in trafficking in persons, especially women and children, has also added to the resolve of
forging a regional approach to migration (Battistella and Asis, 2002a: xi).

The findings of this four-country study point to “the necessity and urgency to overcome the
fragmentation of uncoordinated approaches toward migration” (Battistella and Asis, 2002a: xvi).
Wickramasekera (2002: 16) refers to the “explosive growth in irregular migration” due to a
combination of increased pressure to migrate and restrictive migration policies. It is estimated
that irregular migrants comprise 30-40 per cent of the estimated six million migrants in Asia
(Wickramasekera, 2002: 16 and 21).
The difficulties of inadequate data collection must be stressed at this point. Many countries in
the Asian region lack mechanisms for collecting emigration and immigration data and this makes
it difficult to be sure of the size of flows. Often data are collected from receiving countries but
this usually only includes “legal” or regular migration inflows. In spite of these limitations,
Section 2 of this paper provides an overview of the trends and causes of less skilled international
labour flows to the Gulf States and within Asia. The increasing flows to Europe are outside of
the terms of reference of this paper but will be noted briefly. A 2001 Organisation for Economic
Co-operation and Development (OECD, 2001) report notes that Asia would be able “to supply
the demands created this end [less skilled] of the labour market [too], if the formalities of entry
into OECD Member countries were to be put in place. This explains in large part the increase in
illegal immigration from Asia to OECD countries: the rise in illegal flows from mainland China
being particularly perceptible” (OECD, 2001: 67).
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Section 3 of the paper focuses on the rapidly emerging highly skilled migration movements,
especially to OECD countries. Section 4 has a policy focus and examines sending country policies under seven sub-headings: foreign labour market development and marketing; protection of
migrant workers in recruitment and employment; policy and legislative frameworks, structures
and mechanisms governing labour migration; pre-departure training and orientation; remittance
management; labour migration information systems and data collection; reintegration programmes; and inter-state cooperation, by means of bilateral agreements with destination countries, regional integration mechanisms and multilateral consultative processes.
Section 5 focuses on irregular migrant workers, especially female workers, and those who are
trafficked as they need the most urgent and comprehensive attention. The growth of highly skilled
migration, especially the temporary element that is incorporated under the General Agreement
on Trade in Services (GATS), poses new challenges for countries and will be covered here as
well.
The purpose of the paper is to provide information, analysis and to facilitate sharing of good
practices and lessons learned for the preparatory meeting and Ministerial Consultations of Asian
labour-sending countries, organized by IOM in Colombo in April 2003.

2. OVERALL TRENDS OF LESS SKILLED LABOUR FLOWS FROM
SELECTED ASIAN COUNTRIES TO THE GULF STATES, AND INTRAREGIONAL MOVEMENTS IN SOUTH, SOUTH-EAST AND EAST ASIA
The economic and demographic features of Asian economies vary widely. For example,
Viet Nam’s per capita GNP is US$ 310, while per capita GNP in Japan is more than 123 times
greater at US$ 38,160. Fertility rates are also markedly different. The response of Asian economies to these significant regional spatial inequalities has been to set in motion a combination of
capital and labour flows. Capital flows have taken the form of direct foreign investment and
joint venture investments generally, but not exclusively, from the more developed to the less
developed countries. These inequalities have also given rise to substantial labour migration within,
out of and into the Asian region (Stahl and Iredale, 2001: 1). International migration for
economic reasons began to assume importance to countries of the region in the 1970s, though
differentially.
Table 1 (overleaf) shows the growth from 1980 to 1999 for Bangladesh, India, Pakistan and
Sri Lanka in South Asia, Indonesia, the Philippines and Thailand in South-East Asia, and China.
Comparable data are not available for Nepal and Viet Nam but, where possible, data will be
supplied in the text on these countries. These figures exclude a considerable amount of “irregular”
migration from these countries. The importance of irregular labour migrants cannot be disputed
and estimates for 1997 are shown in Table 2.
The overall trends of each country are compiled from a range of sources. In particular, the OECD
and Japan Institute of Labour (2001) publication and the SMC database are used along with
many other sources, including personal interviews that were conducted in India and Sri Lanka
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TABLE 1
AVERAGE ANNUAL NUMBER OF MIGRANT WORKERS ORIGINATING IN LABOUR-SENDING COUNTRIES
OF ASIA, AND DISTRIBUTION BY REGION OF DESTINATION (%), 1980-99
Sending country/Receiving region

1980-84

1985-89

1990-94

1995-99

92.0
1.0
7.0
53,000

95.9
0.5
3.6
78,000

83.5
15.6
0.9
174,100

…
…
…
262,000 (95-98)

92.4
7.6
223,500

95.8
4.2
139,800

96.0
4.0
297,225

…
…
400,275 (95-98)

…

…

…

…

Pakistan
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances

97.2
0.0
2.7
124,500

99.9
0.0
0.1
76,800

99.6
0.2
0.2
143,000

…
…
…
127,075 (95-98)

Sri Lanka
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances

…
…
…
31,300

94.5
4.3
1.2
18,900

95.4
3.3
1.3
52,300

94.0
4.0
2.0
164,312

64.9
20.5
14.6
24,400

78.0
13.1
8.9
63,500

40.6
55.5
3.9
118,000

38.5
48.4
13.1
321,300

84.8
11.2
4.0
274,000

71.8
22.5
5.7
353,900

61.6
30.6
7.9
471,000

42.2
39.4
18.4
562,000

81.7
5.3
13.1
60,100

72.4
14.6
13.0
89,600

24.4
71.9
3.7
86,800

8.9
87.1
4.0
193,100

…

…

…

…

80.1
6.0
14.4
37,600

48.2
18.6
33.3
61,100

3.7
37.6
58.6
135,000

…
…
…
275,000

South Asia
Bangladesh
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances (land)
India
Western Asia (Gulf)
Other countries
Number of clearances
Nepal

South-East Asia
Indonesia
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances
Philippines
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances (land)
Thailand
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances
Viet Nam
East Asia
China
Western Asia (Gulf)
Other Asia
Outside Asia
Number of clearances

Sources: Zlotnik (1998, pp. 31-32), Stahl and Iredale (2001, p. 2), United Nations (2003), Wickramasekera
(2002, p. 15) and Sri Lanka Bureau of Foreign Employment (2001, p. 4).
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TABLE 2
ESTIMATES OF IRREGULAR MIGRANTS IN SELECTED ASIAN COUNTRIES, 1997
Countries/Regions
of Origin
Bangladesh
Cambodia
China
Indonesia
Korea
Malaysia
Myanmar
Pakistan
Philippines
Taiwan
Thailand
Viet Nam
Others
Total

Japan

Korea

Taiwan

Malaysia

Thailand

5,864
…
38,957
…
52,854
10,926
5,957
4,766
42,627
9,403
38,191
…
72,242

9,033
…
57,722
2,353
…
…
…
5,935
13,909
…
8,200
6,389
43,448

…
…
…
2,700
…
400
…
…
5,150
…
6,000
…
5,750

246,400
…
…
475,200
…
…
25,600
12,000
9,600
…
8,000
…
23,200

….
68,468
…
…
…
…
684,676
…
…
…
…
…
92,135

281,157

148,048

20,000

800,000

845,279

Source: Scalabrini Migration Center (SMC) (2000).

by Doloswala. Two of the authors, Siddiqui and Tirtosudarmo, are located in Bangladesh and
Indonesia, respectively, and they provided comprehensive data on their respective countries.
Siddiqui also compiled data on Pakistan. Data collected by IOM from eight Asian governments
in the form of a questionnaire on labour migration policies, practices, statistics and issues have
been widely referred to.

2.1 South Asia
Bangladesh
Bangladesh is a labour surplus state and a growing source of contract migrant labour. Despite
the recent financial crisis in South-East Asia and concomitant measures in restricting entry of
migrant workers in that region, the total official figures of Bangladeshi migrating for employment are on the rise. A large number of them also go abroad as irregular migrants and therefore
the actual figure of people going abroad is much higher.
It is estimated that until 1975, 90 per cent of all international migrants from Bangladesh went to
the UK (Ahmed and Zohora, 1997). Gradually such migration expanded to the newly industrialized countries of South-East Asia and the Gulf States. From 1976 to February 1999, a total of
2,679,171 people migrated from Bangladesh for overseas employment of which 1,126,539 (42%)
went to Saudi Arabia. From the late 1980s onwards, Malaysia became the second largest employer and other major destinations are now the United Arab Emirates (UAE), Kuwait, Qatar,
Oman and Bahrain.

191

The Ministry of Expatriates’ Welfare and Overseas Employment is responsible for managing the
labour migration process. The power of implementing the Emigration Ordinance 1982 and, accordingly, promoting, monitoring and regulating the migration sector, is vested here. The Ministries of Home and Foreign Affairs are the other important ministries. The Bureau of Employment
and Training (BMET) is the executing agency of the Ministry of Expatriates’ Welfare and Overseas Employment in respect of labour migration and is responsible for the development and
implementation of training programmes in the light of specific labour needs, both in international and national labour market; the realization of apprentice and in-plant programmes in the
existing industries; registration of job seekers for local and foreign employment; collection and
analysis of labour market information; ensuring the welfare of migrant workers both within and
outside Bangladesh; control and regulation of the recruiting agents and creation of self-employment programmes for the unemployed. The Government of Bangladesh has entered into only
one bilateral agreement, with Kuwait, and this agreement is currently scheduled for review
(Mondal, 2002: 6).
From 1976 to 1981, professionals and skilled workers outnumbered semi- and unskilled workers. However, data from BMET (2000) now indicate a consistent level of a comparatively high
proportion of semi-skilled and unskilled migrant workers. Generally, the proportion of professional and skilled on the one hand, and semi-skilled and unskilled, on the other hand, has been in
the region of 4:6 for almost a quarter of a century.
The present form of female labour migration began in the 1970s to cater to the labour needs of
the Middle East. Such migration gradually expanded to the newly industrialized countries of
South Asia in the 1990s. Female migrants from Bangladesh mostly belong to the lower end of
the skill spectrum and thus are involved in low paid jobs. Official figures show that in the period
1991-99, a total of 13,544 women migrated – 0.65 per cent of the total stock (2,082,272)
of official migrants. These statistics are very low, but BMET officials claim that they account
for all those who “officially” went overseas for employment. The gender-segregated data for
January-November 2002 reveal that there were 1,107 women migrants (5.1%) out of a total of
21,801 (Mondal, 2002: 9).
India
Formal labour mobility from India to the Middle East can be traced to the period when the
British East India Company began to invest there (Sasikumar, 2001: 57). These investments
gave rise to a sudden growth in the demand for workers in clerical as well as skilled and semiskilled manual occupations. The post-independence period has also seen large government and
private investments in the Middle East and the transport of workers from India to work on these
projects (Sasikumar, 2001: 58).
India was one of the first countries (along with Pakistan) to respond to the demand for unskilled
labour in the Gulf States. The demand for this type of labour (i.e., in the construction sector)
peaked in the 1980s and then demand-pull factors were seen to change. Reliable statistical data
are not available for the last two decades, but estimates suggest that the majority of Indian labour
migrants to the Middle East belong to the unskilled and semi-skilled categories (Sasikumar,
2001: 20). The annual outflow of labour from India to the Gulf rose from levels ranging between
100,000 to 200,000 during the period 1985-91, to in excess of 400,000 between 1992 and 1995
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(Saini, 1997: 62-63). The increasing trend was reversed in the late 1990s with figures of 355,164
for 1998 and 199,552 for January to October 1999 reflecting in part a shift in the patterns of
labour demand away from several categories of unskilled and semi-skilled work towards service, operations and maintenance work (Sasikumar, 2001: 33). By far the major destination in the
Middle East is Saudi Arabia (64% between 1990-94), followed by the United Arab Emirates
(17%).
This form of labour migration originates mostly from a few states in India, the most important
being Kerala, Andhra Pradesh, Maharashtra and Tamil Nadu (Premi, 1998: 221). Nair also mentions Karnataka, Punjab, Gujarat and Goa (Nair, 1998: 260). Of all of these states, Kerala is by
far the most important and accounts for 55 per cent of the total outflow of migrants from India to
the Middle East (Nair, 1998: 260; Prakash, 2000: 4535). Within Kerala, the majority of migrants
come from the coastal districts and areas where there is a substantial Muslim population. The
unprecedented high rates of return of Kerala migrants from the Gulf States during the late 1990s
is seen as being due to the imposition of unskilled labour import restrictions, the deterioration of
wage rates for unskilled and skilled categories and competition from other labour-sending countries (Prakash, 2000: 4,535).
Nepal
There are no comprehensive figures on labour migration available for Nepal and generally the
official figures are inadequate. Studies, such as that by Seddon et al. (2000), show that the
majority of labour migrants still go to destinations with which there are traditional links, such as
India. Nepal and India signed a bilateral agreement in 1950 that provides for free passage and
trade in both directions across the border. As the movement of people is free, there are no available figures for the scale of this movement. It has been estimated, however, that there are between 1.8 to 3 million labour migrants from Nepal working in India, mainly as security guards,
domestics and cooks (Mistra, 2003). There are also anecdotal NGO reports of significant trafficking of women and children for prostitution from Nepal to India.
Further, it has been estimated that there are between 800,000 and 3.2 million Indians working in
Nepal (Mistra, 2003). The lack of accurate figures suggests both the “unproblematic” nature of
these cross-border movements and a lack of interest and concern in the migrants involved (Watkins
and Nurick, 2002: 26).
Due to economic and cultural connections, Japan is a destination for one particular Nepalese
ethnic group, the Gurkhas, and between 1986-95 an estimated 19,417 went to Japan on shortterm working visas (Yamanaka, 1999: 485-6). They were largely males who had previously
worked in the British army in London, Hong Kong and Brunei. A proportion overstayed their
three-month visa and their irregular status was tolerated as they, along with other irregulars,
provided a flexible workforce that was not paid the “numerous expensive benefits, entitlements
and job security” that other workers received (Yamanaka, 1999: 491). Though they do not get
these benefits their hourly wages are similar to other workers and high compared to Nepal – thus
the motivation for staying on is high. They have been joined by an increasing proportion of
Nepalese women who work in small automotive plants. Criminal penalties for hiring irregular
workers have been in place in Japan since 1990, but they have rarely been enforced, leading
Yamanaka to describe Japan as having a “back door” immigration policy. She maintains that
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Japan “encourages irregular migration” by not having a formal or “front door” policy, as exists
in Singapore, Hong Kong and Taiwan, and that this policy enables foreigners to work in sectors
shunned by the Japanese.
The distribution of migrant workers from Nepal is spreading. Gurkha ex-soldiers now work as
security guards in Brunei and Hong Kong and an estimated 20,000 Nepalese have entered Hong
Kong “primarily to work as unskilled laborers in major public construction projects” (Yamanaka,
1999: 488). Increasing numbers of Nepalese began heading to the Gulf States in the late 1980s,
especially those who were educated but lacked job experience and personal connections with
Nepalese employers (Watkins and Nurick, 2002: 13; Yamanaka, 1999: 488).
The western and eastern hill regions have had the most significant out-migration, with over two
thirds of the overseas migrants from the country coming from these areas (Seddon et al., 2000: 35).
The other significant areas of out-migration have been the urban and peri-urban areas of the
Kathmandu Valley. Until very recently Nepal had little or no policy with regard to migration,
despite its long-standing importance to households and to the economy as a whole (Watkins and
Nurick, 2002: 65). The Foreign Employment Act 2042 (1985) establishes licensing requirements for agents, basic requirements governing the granting of permission to migrate, requirements governing contractual arrangements, complaints resolution and punishments, but the law
is often not enforced (Doloswala, 2003).
Pakistan
During the 1970s, the Middle Eastern countries initiated massive development projects that
attracted foreign manpower as they suffered from a labour deficit. This dominance of the Gulf
States for Pakistan is shown in Table 1. Table 3 shows the changing nature of Pakistani labour
migration in the 1990s. There is a shift in importance from the Kingdom of Saudi Arabia (KSA)
towards not only other Gulf States (e.g. the UAE) but also the emergence of countries outside

TABLE 3
MIGRANTS FROM PAKISTAN TO SELECTED COUNTRIES, 1990-99
Year

Saudi
Arabia

UAE

Oman

Qatar

Kuwait

1990
1991
1992
1993
1994
1995
1996
1997
1998
1999*

7,943
113,291
137,694
99,027
70,444
77,373
79,036
78,982
44,667
11,082

20,083
15,286
23,816
28,347
28,750
28,681
30,851
39,823
44,761
33,763

8,364
9,947
11,664
6,511
4,248
934
3,724
4,809
2,713
1,084

1,367
1,471
1,935
1,263
1,492
632
1,453
2,528
1,070
1,301

1,338
4,083
16,812
18,940
6,124
3,898
5,574
4,748
3,851
2,525

*Up to June only.
Source: Scalabrini Migration Centre (2000).
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Bahrain

Iraq

Others

Total

2,516
2,741
3,551
2,013
1,735
1,424
1,583
1,212
2,102
985

2,076
40

341
485
621
1,632
1,247
1,268
5,563
1,827
3,880
842

115,520
147,344
196,093
157,733
114,040
122,620
127,784
153,929
104,044
41,582

10

the region. Since these countries employed foreign workers for a specific period
with certain terms and conditions, most of the workers returned after the completion of their
contracts.
Pakistan has a comprehensive system for handling the emigration of its workers under the Ministry of Labour, Manpower and Overseas Pakistanis under the Emigration Ordinance 1979
(MLMOP, 2002: 3). In 1972, the Bureau of Emigration and Overseas Employment was set up to
develop a realistic foreign employment policy and to function as a centralized agency to regulate
the export of manpower. Later, the Emigration Ordinance 1979 and Emigration Rules 1979 were
enacted and a fully fledged division was established at the federal level to lay down an overall
human resources policy for the country, study employment problems and help solve them systematically. The Bureau of Emigration is now one of the attached Departments of the Manpower
Division and regulates the emigration of workers under the 1979 Emigration Ordinance in the
private sector. The Overseas Employment Corporation deals with public sector labour migration.
From 1971 to 1996, a total of about 2.55 million Pakistani workers were registered by the
Bureau of Emigration and Overseas Employment as going abroad on foreign employment visas.
Information shows that 95 per cent of the workers belonged to the age group 25 to 40 years
and 99.06 per cent of migrant workers were male. Only 0.04 per cent of total migrant workers
were women. Pakistan does not permit the migration of women under 45 as domestic aides.
Female workers who do migrate are mainly nurses.
Sri Lanka
The Sri Lanka Bureau of Foreign Employment (SLBFE) was established in 1985 under Employment Act No 21. The main objectives of the SLBFE are the promotion of foreign employment,
sound management of the foreign employment field and ensuring the welfare and security of
migrant employees and their families (Ministry of Employment and Labour, 2002b: 164).
Table 1 shows the very strong orientation of Sri Lankans towards the Gulf States since 1985.
Labour out-migration commenced and continues as a means of alleviating unemployment. The
overwhelming predominance of the Gulf States has continued throughout the 1990s, though
more recently attempts have been made to send more people to Asia. Markets are now being
sought in Europe, and Italy approved a decree in October 2002 that provided quotas for 20,500
migrant workers, including for the first time 1,000 workers from Sri Lanka (IOM Rome). The
granting of privileged access to the Italian labour market is linked to cooperation in controlling
irregular migration and providing regular migration avenues as an option to irregular migration.
Data compiled by the SLBFE suggests that Sri Lanka has adopted a regional, gender-based
approach to the supply of migrant workers, focusing much attention and drive towards the Gulf
States. This is apparent through not only statistics of migrants but also the bias towards staffing
missions in these areas and the types of training provided. Table 4 (overleaf) shows the increasing dominance of female labour migration in SLBFE official figures.
During the 1995-2000 period 90 per cent of the 701,867 female labour migrants occupied “housemaid” and “unskilled” categories, though this percentage fell slightly towards the end of the
period (88.8% in 2000 against 95.2% in 1996). Between 1995 and 1999, the top three destina-
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tions for labour migrants from Sri Lanka were Saudi Arabia (37.3%), Kuwait (23.3%) and the
UAE (16%), which together they received over three-quarters of all labour migrants (SLBFE,
2001: 4).

TABLE 4
DEPARTURES FROM SRI LANKA FOR FOREIGN EMPLOYMENT BY SEX, 1981-2000
Year

Men

1981-1985
1986-1990
1991-1995
1996-2000
2001

% of Total

85,490
60,419
131,844
303,781
59,751

Women

60
50
31
31
32

% of Total

69,263
69,668
301,826
701,867
124,137

40
50
69
69
68

Source: SLBFE (2001, pp. 1-2), Ministry of Employment and Labour (2002a).

2.2

South-East Asia

Indonesia
Before 1980, there was little labour migration out of Indonesia. However, illegal flows commenced to Malaysia and elsewhere and in the 1980s the Government came to see labour migration as a means of earning valuable foreign exchange and reducing unemployment. Thus it became
involved in the labour export process and overseas labour migration has grown rapidly since the
second half of the 1980s. The numbers nearly doubled from 1989-94 to 1994-97 (814,352),
indicating even more rapid growth in the 1990s (Hugo, 2002: 279).
The major destinations of official overseas migrant workers are Saudi Arabia, Malaysia, and
Brunei. But Tables 1 and 2 show that the number of irregular migrant workers going overseas is

TABLE 5
DESTINATION OF INDONESIAN LABOUR MIGRANTS BY SEX, 1994-97
Destination

Male

Female
No.
%

No.

%

Saudi Arabia
Other Middle East
Malaysia/Brunei
Singapore/Hong Kong
Korea/Taiwan/Japan
Other

20,970
795
218,193
19,035
38,361
13,018

7.8
0.3
70.3
6.1
12.4
4.2

246,221
15,283
174,319
61,187
6,895
75

Total

310,372

100.0

503,980

Source: Tirtosudarmo and Romdiati (1998, p. 6).
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Total
No.

%

48.9
3.0
34.6
12.1
1.4
0.01

267,191
16,078
392,512
80,222
45,256
13,156

32.8
2.0
48.2
9.9
5.6
1.6

100.0

814,352

100.0

higher than the number going with official approval. Compared with sources such as the
Philippines, most Indonesian migrant workers are less educated and have little knowledge of
immigration procedures and their rights. This makes them cheaper and more vulnerable workers. The pattern of movement from Indonesia has a very distinctive gender profile as shown in
Table 5.
Migration to Saudi Arabia has risen dramatically as Indonesian women have increasingly been
taking the place of Filipino women. Culturally they may be more similar, but their position as
maids and domestics is extremely vulnerable in the light of their lower levels of education and
lack of support networks. In addition to the above official figures, many also arrive by going on
a pilgrimage to Mecca and never returning home to Indonesia. Recruiters are active in this process. In 1997, close to 35,000 Indonesian household maids were expelled by the Saudi Arabian
Government when a decision was made to expel all irregular overseas workers (Tirtosudarmo
and Romdiati, 1998).
Philippines
Overseas employment became an official policy in 1974 with the signing of the Labour Code by
the Philippine Government. It had occurred earlier, but without the full control of the Government. Labour migrants started going first to the Middle East – men went to work on construction
sites and women mostly went as domestic workers to families that had become oil rich and
wanted help in the house. Low-skilled workers constitute much of the country’s labour surplus
and by this token they are “also the most vulnerable to abuse and exploitation, both locally and
abroad” (Tomas, 1998: 1). In the 1980s, increasing numbers of women were admitted to Japan
and South Korea from the Philippines, Pakistan, Bangladesh and Korea to work in factories and
as dancers, waitresses and hostesses. They were followed by male compatriots who came as
factory or construction workers. Table 1 shows the growth in contract labour migration from the
Philippines from 1980.
The Middle East was the major destination for Filipinos during the 1970s and 1980s, but by the
1990s Asian destinations became most prominent. In the 1990s, more labour flows started to
target Europe. Table 6 (overleaf) shows the changing spread of destinations in 2000-01 – the
Middle East was again the major destination in 2001 with Asia experiencing a decline compared
to 2000. The increasing importance of other destinations is evident in the table.
The major destinations for Filipino overseas contract workers (OCWs) in 2001 were the Kingdom of Saudi Arabia (190,732), Hong Kong (113,583, a decline of 6.7%), Japan (74,093, an
increase of 17.53% over 2000), the United Arab Emirates (44,631), Taiwan, Singapore (up 15%),
Italy, Kuwait, Brunei and Qatar. Thus, some countries have been reducing Filipino immigration
while others have increased immigration from the Philippines. Japan and Korea in particular
have increased such immigration, especially for women. In December 2000, the Inter-Agency
Committee on Tourism and Overseas Employment Statistics estimated that 7.14 million Filipino
nationals lived in 192 countries: 2.5 million as permanent residents; 2.9 million as temporary
residents, and 1.8 million as “irregulars”. Thus irregular migration is smaller than the population
of regular migrants who are widely distributed and among whom about half are female (Battistella
and Asis, 2002b: 36-38).
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TABLE 6
DEPLOYMENT OF OVERSEAS FILIPINO WORKERS, BY WORLD GROUP, 2000-01
World Group

2000

2001

% change

Asia
Middle East
Europe
Americas
Trust Territories
Africa
Oceania
Others

292,067
283,291
39,296
7,624
7,421
4,298
2,386
6,921

285,051
297,533
43,019
10,679
6,823
4,943
2,061
11,530

-2.40
5.03
9.47
40.07
-8.06
15.01
-13.62
66.59

Total Land-based

643,304

661,639

2.85

Total Sea-based

198,324

204,951

3.34

Total

841,628

866,590

2.97

Source: Philippine Overseas Employment Agency (POEA) (2002).

The next table shows the occupational breakdown of new legal employees from 1992 to 2000.
While the number of documented men has declined, the number of women has increased from
107,585 to 174,768. There were 23,146 more females in professional, technical and related
occupations, 20,476 more female composers, musicians and singers and around 20,000 more
domestic workers over this period.

TABLE 7
DEPLOYED NEW HIRES FROM THE PHILIPPINES BY SKILL AND SEX, 1992-2000
Year

Prof.,
tech. &
related

Choreographers
& dancers

Composers,
musicians
& singers

Profess.
nurses

Service
workers

Domestic
helpers

Total (all
occupations)

1992
Male
Female

13,666
44,308

1,552
33,979

416
2,572

536
4,230

9,993
56,929

1,334
46,243

96,633
107,585

1995
Male
Female

11,469
25,158

657
14,498

221
1,220

1,133
6,295

6,947
70,851

6,947
59,698

82,240
115,927

1998
Male
Female

13,916
41,519

720
25,923

485
7,781

663
3,892

7,616
72,797

1,035
45,868

85,981
133,072

2000*
Male
Female

11,230
67,454

1,063
34,475

919
23,048

1,273
6,410

7,412
83,780

1,367
66,890

70,427
174,768

*Not stated: 12,410.
Source: Scalabrini Migration Center, 2000.
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This gender breakdown of new land-based deployments (as opposed to sea-based) shows an
increasing proportion of females, from 50 per cent in 1992 to 70 per cent in 2000, and 73 per
cent in the first half of 2002 (Philippines Overseas Employment Agency, 2002). Data from the
POEA shows that female professional and technical workers represented 42.3 per cent of total
female migrants and 85 per cent of this category between January and October 2002 (DimapilisBaldoz, 2003: 21). The importation of female “entertainers” to various countries, especially
Japan and South Korea, is very noticeable and most of these come from the Philippines and
Thailand.
Many Filipinos are tertiary educated and migrate to work in low skill jobs, thereby experiencing
a de-skilling process – 28 per cent of temporary migrant workers have a college degree (Alburo
and Abella, 2002: 8). The Philippine Government has been trying to find appropriate contract
work for its overseas contract workers (OCWs), but generally they are only hired for low skill
jobs.
The migration of Filipinos to Europe for work also stepped up in the 1990s. Data from the
OECD show that Filipinos are most likely to migrate for work to Italy and Spain and that these
migration flows, especially of females, are “linked to the development of the domestic service
and health-care sectors” (OECD, 2001: 67). At 61,000, Filipinos comprised the largest Asian
group in Italy in 1999, followed by Chinese, Sri Lankans and Indians, and the second largest
group in Spain, after the Chinese (OECD, 2001: 67-68).
In 2002, 73 per cent of Filipinos who were deported were women. Migration often implies
greater autonomy and freedom for women, but a disturbing aspect to the migration of Filipino
women is their concentration in domestic services and entertainment. As these are unprotected
sectors, the occupational hazards associated with domestic work and entertainment have cast
serious doubts on the positive impacts of migration (e.g. Cox, 1997; Shah and Menon, 1997).
Moreover, the rising trend in trafficking in women and children has magnified the risks of migration for women, threatening the integrity of their fundamental human rights (Asis, 2001: 25).
This aspect will be taken up later. Some of the migration for “entertainment” purposes to Japan
and Korea also involves trafficking through a variety of “distinctly different processes (...) mediated through specialized agencies and informal networks” (Derks, 2000: 18).
Thailand
Thailand began to send labour migrants in the mid-1970s and an increasing flow of migrants
was directed towards the Middle East. However, a diplomatic incident in the late 1980s with
Saudi Arabia resulted in a sharp decline in that migration. The labour outflow resumed in the
early 1990s with the opening up of migration to Taiwan – where Thai workers are the major
group. The numbers and destinations of Thai workers abroad are shown in Table 1 – 87 per cent
were working within Asia during the period 1995-99, with Taiwan far and away the major destination. Only 8.9 per cent were working in the Gulf States.
The Thai Government has launched several programmes for sending workers in the hope of
generating about US$ 2 billion in remittances and relieving poverty and unemployment. Remittances in 1999 reached around US$ 1.2 billion. The Government has increased funds so workers
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can take advantage of low interest loans, and the Foreign Ministry uses the radio network to help
people find jobs abroad and to protect job-seekers from illegal brokers. Increasing numbers are
going overseas under their own arrangements, though the number of irregular Thais overseas is
sketchy and difficult to obtain (Chalamwong, 2001: 294). The Overseas Employment Administration Office is the main agency in the Department of Employment that has a role in labour
migration management. The three major roles are in promotion, control and protection (Permanent Mission of Thailand, 2003: 2).
In the 1990s, Thailand also started to become a country of immigration, mostly from neighbouring countries (80% from Myanmar), and before the financial crisis in 1997, there were more
than one million migrants in Thailand – mostly as irregulars (Table 8). In 1998, around 300,000
irregular migrants were repatriated, but many have since returned (Scalabrini Migration Center,
2000). Many irregulars belong to ethnic minorities in Myanmar and consequently they have no
legal status. They flee persecution and become labour migrants, making it difficult to separate
refugees from migrant workers.
TABLE 8
REGULAR AND IRREGULAR MIGRANT WORKERS IN THAILAND, 1997-98
Year
December 1997
December 1998

Migrants with work permit
141,610
90,472

Migrants without work permit
845,279
597,937

Total
986,889
688,409

Source: Scalabrini Migration Center (2000).

Viet Nam
Emigration pressures have resulted in three broad groups of out-migrants from Viet Nam: the
first consists of labour migrants working as contract workers in host economies; the second
includes approved permanent migrants and asylum seekers, and the third comprises persons
who are temporarily overseas, but who seek employment and/or extensions of their stay and
persons who use unauthorized means to gain entry to a foreign country or who overstay their
foreign visas. The latter group may include former labour migrants and asylum seekers who
belong to the first two groups (Dang, 2003).
Compared with other South-East Asian countries, Viet Nam entered the international and Asian
labour markets fairly late. When neighbouring countries such as South Korea, Singapore, Thailand and Malaysia were achieving high economic growth in the 1980s and 1990s, Viet Nam was
suffering severe unemployment and low income growth. The advantages of sending out labour
were recognized and national policies were adjusted. Viet Nam is different from most other
Asian countries in that international labour emigration is extensively shaped and directed by the
government. As a result of this, Viet Nam’s labour destinations largely include ex-socialist countries in eastern Europe, though this has changed in recent years.
In the early 1980s, the movement of Vietnamese workers to the former Soviet Union and Czechoslovakia marked the “first wave” of labour exports. However, social conflicts between Vietnam-

200

ese and native workers in the receiving countries led to an abrupt decrease in the outflow and a
temporary halt to overseas employment. During the “second wave” in the late 1980s, thousands
of workers were sent to eastern Europe, mainly to East Germany, Bulgaria and Czechoslovakia.
The year 1989 marked the highest number (167,503 persons) of Vietnamese workers sent to
eastern European countries and 45 per cent were female workers. Over the period 1981 to 1990,
official reports indicate that a total of 217,183 Vietnamese were employed as contract workers in
countries of the former socialist bloc in eastern Europe and what is particularly noteworthy is
that almost half (42%) or 92,000 were female (MOLISA, 1995). But social and political changes
in the Eastern Bloc resulted in amendments to bilateral agreements and a sudden halt to the
admittance of guest workers. Extensive unemployment, negative attitudes to and repatriation of
Vietnamese contract workers took place and, by the end of 1991, a large majority (approximately 80%) of workers had gone home before their labour contracts ended. Thus, by the early
1990s, labour agreements between Viet Nam and former Eastern Bloc countries were no longer
viable. But according to reliable sources, many workers who returned to Viet Nam soon went
out again, particularly to Germany where attractive income and immigration opportunities
existed.
In an effort to find other markets to continue the labour export policy, the Vietnamese Government signed agreements with some countries in the Middle East and Asia. The “third wave”
started in 1994 when labour migrants from Viet Nam were sent to Kuwait, Lebanon, Saudi
Arabia, Libya, Japan and Korea. Migration to other Asia Pacific economies began. Since then,
East Asia has become one of the major destinations for Vietnamese contract workers. The Vietnamese Government’s target destinations for labour migrants have become South Korea and
Japan. These two labour importers bring in unskilled workers under their trainee programmes.
By the end of 1994, there were 14,305 Vietnamese workers going to Japan each year and most of
them were classed as “trainees”, that is, they received on-the-job training, in theory. By the same
year, the number of labour migrants going to work in South Korea was 20,493, but by the end of
1997 this figure had risen to 22,325. Almost all of them were male. This pattern differs markedly
from labour migration to the Eastern Bloc as most Vietnamese migrant workers to East Asia are
contract labourers, which means that they cannot take their families with them and at the end of
their contract they must return home. In East Asia, most Vietnamese workers were employed in
labour-intensive small and medium industries (e.g. manufacturing, fisheries). Low wages, mistreatment and hazardous working conditions have come to be widely reported, especially among
fishing workers in South Korea. The lack of job safety, health hazards, the language barrier,
discrimination and restrictions on geographical movement are the most serious problems reported by migrant workers. The “trainee” status was used in South Korea to justify the huge
differential between South Korean and guest workers’ wages. Trainees were not recognized or
protected under South Korean labour laws as the contract was usually between the South Korean
employer and Vietnamese labour recruitment agency, not with individual migrant workers.
In 2001, Viet Nam deployed 37,000 workers overseas, mostly to Taiwan, South Korea and
Japan. The number increased to over 46,200 in 2002, but the destinations changed markedly.
Malaysia became the most significant destination and received 19,900 migrant workers, followed by Taiwan with 13,200 and Laos with 9,100. Both Japan (2,200) and South Korea (1,200)
became much less important destinations in 2002 (Tan, 2003: 9). Women accounted for only
23 per cent of migrant workers in 2002, an indication of the Government’s policy to try and
protect women from exploitation.
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2.3

East Asia

China
International contract labour migration is a growing phenomenon in China. It started in the late
1970s with the opening up of the economy, and has surged in recent years. It doubled between
1995 and 1999 compared to the period 1990-94 according to data for regular migrant workers in
Table 1.
There are two major forms of overseas employment through the Bureau of Public Security:
flows that are government organized and sponsored – “project engineering” and “international
labour cooperation”; and “overseas employment of individuals” (Zhang Feng, 2001: 127). “Project
engineering” comprises contracting and implementing engineering projects abroad for foreign
governments, institutions, enterprises and individual employers on the basis of international
competitive bidding. From January to August 2000, new contracts worth US$ 72.23 million
were secured. “International labour cooperation” refers to the sending of labourers abroad for
economic, social and science/technology activities under contracts with foreign governments,
institutions, enterprises and individuals employers, with the intent to earn remuneration. This
has been occurring for around 20 years, and between January and August 2000, new contracts to
the value of US$ 19.55 million were secured for this work (Zhang Feng, 2001: 129).
The Chinese Government has taken a series of measures covering these schemes that include:
improving regulations and rules for managing projects; opening up more channels for the export
of organized labour and simplifying procedures, and improving preparatory language and cultural knowledge training before workers go abroad. Nevertheless, government-sponsored and
managed schemes still carry some problems. According to Zhang Feng (2001: 129-30), the main
ones are:
- the export of labour is not considered as important as trade, and so the legislation and system
for managing the projects are not perfect;
- channels for export cannot meet the demand for people to go overseas to work, and so
“illegal” migration exists; workers find it difficult to adapt abroad;
- legal rights and interest of labourers are not protected effectively.
The “overseas employment of individuals” refers to individual movements that are managed by
employment service agencies. This has existed on a small scale only, but is now developing
more rapidly. There were 70,000 labourers employed abroad under these arrangements by the
end of 1999 and a further 10,000 were added in 2000. Destinations are widespread in Asia,
Africa, Europe and America and the main occupations are in the agriculture, garment, housing
and catering service sectors (Zhang Feng, 2001: 130). The main responsibility for handling these
workers rests with the overseas employment service agencies and there were 46 at the end of
2000. Their functions include, among others, providing labour market information, job recommendation and recruitment, signing employment contracts, technology and language training,
assistance with social insurance, protection of labour rights by means of mediation or legal
action (Zhang Feng, 2001: 130). A new Regulation on Management of Overseas Employment
Service was promulgated on 1 July 2002 (Zhang Guoqing, 2003) but numerous problems and
infringements of migrant workers’ rights are still likely to occur.
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Outside of this “regulated” labour migration, a large and growing undocumented flow is
managed by illegal agents or “snakeheads”. Human smuggling has been going on for the last
20 years and it is estimated that around 100,000 migrants are smuggled out of China every
year, bringing in around US$ 1.3 billion for the syndicates that orchestrate the whole process.
“Snakeheads” or smugglers recruit potential migrants (at around US$ 33,500 per head on
average), targeting mostly migrants from the southern province of Fujian. Migrants are then
provided with forged documents and transported to transit stops such as Hong Kong and
Thailand, and then to the intended country of destination (Scalabrini Migration Center, 2000).
This brief overview of each of the ten countries has provided background data on the levels and
patterns of less skilled labour migration flows. The following section will focus on more highly
skilled flows from Asia to OECD countries.

3. SKILLED LABOUR FLOWS TO OECD COUNTRIES
Asia is a major source of highly skilled workers, both as temporary and permanent migrants. As
OECD countries strive to compete internationally and their own populations age, they are seeking out young, highly skilled workers to fill growing gaps in their labour forces and to improve
their general stock of human capital. Many Asian countries have skilled workers who are highly
trained and often proficient in the languages of international business and commerce. India, the
Philippines, Pakistan, Bangladesh, Malaysia and increasingly China and South Korea, are the
major sources. In some cases these workers exceed domestic needs, but in others it is a matter of
personal choice and/or government programmes to migrate to work elsewhere on a permanent
or temporary basis. The Indian and Philippine Governments, in particular, are keen to export
highly skilled workers on a temporary basis and are looking towards the General Agreement on
Trade in Services (GATS) to expand this.
Definitional issues make this a difficult area to describe accurately, but highly skilled workers
are generally taken to be those who posses tertiary qualifications or an equivalent level of experience (Iredale, 2001). The OECD Canberra Manual (1995) uses a similar definition in relation
to science and technology professionals. Movement may be intended to be permanent or temporary, but in many instances there is a change of plans. For example, gaining temporary entry to
the United States may often be a deliberate strategy for achieving permanent entry or a “green
card”. Around 40 per cent of permanent entrants to the US originally entered on temporary
visas.
An analysis of the geographical distribution of foreign student flows shows “a very high concentration of foreign students of all origins, as 80 per cent go to only five countries: the United
States, the United Kingdom, Germany, France and Australia” (Tremblay, 2002: 51). It has come
to be recognized that student migration may be yet another way to achieve temporary or permanent migration. The policy changes that have occurred recently in Australia, Canada, France,
Germany, the US and the UK support this possibility. For example, a survey of H-1B visa holders in the US in 1999 found that 23 per cent had adjusted from F1 student visas (Martin, 2002:
286). Table 1 in Tremblay (2002: 45) documents the options for students to change residence
status.
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TABLE 9
INFLOWS OF FOREIGN HIGHLY SKILLED WORKERS AND SHARE OF ASIANS AMONG THEM,
LATEST AVAILABLE YEAR
Permanent
workers
Australia (1999-2000)
Inflows of highly skilled foreign workers (in ‘000s)
As a % of total permanent labour migration
% of Asian workers among the highly skilled
Canada (2000)
Inflows of highly skilled workers (‘000s)
As a % of total immigrants who intend to work
% of Asian workers among the highly skilled
France (1999)
Inflows of highly skilled foreign workers (‘000s)
As a % of total labour temporary migration
% of Asian workers among the highly skilled
Germany (2000-01)
Inflows of highly skilled foreign workers (‘000s)
% of Asian workers among the highly skilled
(India/Pakistan)
Japan (2000)
Inflows of highly skilled foreign workers, (‘000s)
As a % of total labour temporary migration
% of Asian workers among the highly skilled
(China/Philippines)
United Kingdom (2000)
Inflows of highly skilled foreign workers (‘000s)
As a % of total labour temporary migration
% of Asian workers among the highly skilled
(India/Philippines/China/Malaysia)
United States (1999)
Inflows of highly skilled foreign workers (‘000s)
As a % of total labour permanent or temporary migration
% of Asian workers among the highly skilled

Temporary
workers

35.1
77.4
..

30.0
..
27.8

52.1
43.2
56.4

86.2
..
..

..
..
..

5.3
48.3
14.4

..

8.6

..

21.8

..
..

129.9
70.6

..

53.2

..
..

39.1
50.6

..

29.8

24.1
46.0 (1998)
48.4 (1998)

370.7
46.3
38.9

Source: Table 1 (OECD 2002a, p. 3).

Table 9 shows inflows of highly skilled workers and the share coming from Asia in seven OECD
countries. Three of these countries have permanent migration programmes: Australia, Canada
and the US, and of these Australia has moved farthest in the direction of selecting highly skilled
permanent settlers. “There has been a major policy shift in the last five years towards skilled
migration”, according to Hugo (2002: 315), but as from 1999 “an increasing number of NESB
[Non-English Speaking Background] applicants at perceived risk of delayed employment would
be excluded from migration at point of entry, through a rigorous expansion of pre-migration
English language testing (even in family-skill categories), mandatory qualifications assessment,
and a range of additional modifications to the points selection process” (Hawthorne, 2002: 20).
This was strengthened in 2001 by a policy change that enabled students to apply for permanent
migration while they were still studying in Australia. The outcome of this change was that in
2001/02, over half of the permanent immigrants in the Skilled Independent category possessed
Australian tertiary qualifications. Though the data on the percentage of skilled people from Asia
are not included in the above table, other data show this to be significant.
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Table 9 shows that Australia also takes in temporary highly skilled workers and 27.8 per cent of
this flow comes from Asia. The rapid growth of the temporary programme in the last decade is
partly a result of Australia adapting to an increasingly global economy and a more effective way
of competing internationally for mobile professional workers, according to Hugo (2002: 317).
But it is also a pragmatic response to another problem. The non-recognition of overseas qualifications has been a perennial problem faced by permanent immigrants in Australia’s highly regulated and protected labour market. Temporary migration as it has been structured does not involve
any requirement for the formal recognition of overseas qualifications as the decision to hire and
sponsor a temporary immigrant is entirely in the hands of employers. This dichotomy led to a
debate about “equity” in the medical profession in the late 1990s and permanent and temporary
doctors are now required to go through the same processes. Other debates have occurred in the
IT occupational areas as displaced or unemployed Australian workers voiced their concern about
the import of temporary IT workers. Further, Birrell and others have raised issues to do with
national training and whether importing temporary skilled workers reduced the incentive to train
Australians (Hugo, 2002: 316).
Table 9 shows that Canada and the US received 56.4 per cent and 48.4 per cent, respectively, of
their highly skilled permanent immigrants from Asia. Legal immigration in the US was 849,807
in 2000, coming mainly from Mexico (173,919), China (45,652), the Philippines (42,474), India
(42,096) and Viet Nam (26,747). Together, these five countries accounted for 40 per cent of all
legal immigration (Migration Policy Institute, 2002). In 1999, Indians received 55,047 of the
total of 115,000 H-1B visas issued, followed by the UK (6,665), China (5,779) Japan (3,339)
and the Philippines (3,065). The US temporary (H1) work visas are mostly taken up by males
with smaller numbers of women mostly going as temporary workers, nurses or nannies. Asian
countries also feature highly in Canadian temporary highly skilled immigration.
The UK does not have a permanent migration programme, but it is possible to change from
temporary to permanent status after four years. At the end of January 2002, the Government
launched a new Highly Skilled Migrant Programme. The new programme is designed to bolster
the UK’s global economic competitiveness by allowing individuals with special skills and experience to immigrate to the UK, initially for a year. Successful admission is based on scoring in
four key areas: educational qualifications, work experience, past earnings and prior professional
achievement. Individuals receiving at least 75 points are free to look for a job and may be able to
extend their residence after the first year for another three years. This is the first time in nearly
three decades that foreign workers, other than nationals of EU member states, have been able to
enter the UK without guaranteed employment.
A recent study in the UK of a small sample of skilled migrants showed that the latter were highly
selective and mostly considered only four countries for immigration: 42 per cent only considered
the UK while of the remaining 58 per cent, 34 per cent also considered the US, 15 per cent
Europe and Australia/New Zealand, 9 per cent the Far East, 9 per cent Canada and 1 per cent
India (NOP Business/Institute for Employment Studies (IES), 2002: 52). The motivations for
migrating are multiple for highly skilled migrants, but this study found that for developing country migrants the “more advanced opportunities”, a more accommodating “culture” and specialist
opportunities were important factors for choosing the UK (NOP Business/Institute for Employment Studies (IES) 2002: 54).
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France and Germany do not have permanent migration programmes but have recently moved to
import temporary highly skilled workers. France typically takes more Africans and fewer Asians,
as the figure of 14.4 per cent in Table 9 indicates. The opening up of these countries to temporary
highly skilled workers provides a growing range of options. In particular, the rise of the IT sector
in the 1990s opened up opportunities for Indians to go to destinations other than the traditional
ones, viz. the US, UK, Australia, Canada.
While the numbers to these countries have grown, Germany, the Netherlands and, most recently,
the Nordic countries, have begun to feature as destinations. Sweden’s numbers are small, and most
skilled arrivals come as asylum seekers or under family reunification schemes. In an attempt to
fully utilize the skills of those who have arrived, and to encourage more highly skilled arrivals,
the Swedish Government has adopted a policy of valuing diversity, especially in education and
employment. Alternative methods for evaluating foreign qualifications and skills upgrading and
a law to prevent ethnic discrimination have been implemented “in a labour market that has been
prone to discrimination” (Gaillard, 2002: 244).
Table 9 shows that Japan took in 129,900 skilled workers in 2000, mainly from China and the
Philippines. The number of new entrants in 2001 (excluding both re-entrants and temporary
visitors) reached 351,000, a 55.8 per cent increase from 225,000 in 1996. The largest groups
were Chinese (86,000) and Filipinos (85,000), followed by Brazilians (30,000). Whereas the
Chinese included a large number of “trainees” and students, over 80 per cent of Filipinos arrived
on an “entertainer” visa (MPI, 2002). That is, these figures include “skilled” workers other than
as defined in this paper; they include “trainees” from developing countries and “skilled entertainment” workers, mostly female, who are defined as “skilled” after a four-week course. Filipinas
are also increasingly going as nurse’s aides to Japan where the rate of ageing is placing heavy
demands on the workforce and families, but problems over accreditation of their nursing qualifications are still being negotiated between the two governments.
As Tsuda and Cornelius (2002: 29) point out, immigrants are concentrated in the peripheral
labour market because of the nature of the employment system and the immigrants’ sojourner
mentality. Individuals “who have acquired human capital (either previously, or in Japan) are not
rewarded with higher-level jobs with better incomes”. They conclude that labour markets that
are as homogeneous as the Japanese do not reward achieved human capital, only ascribed
human capital. They found that being female and a migrant of non-Japanese descent leads not
only to being confined to the peripheral labour market but also to the most severe discrimination
by employers. Therefore, female migrants are the most disadvantaged.
The strategies being used by countries to deliberately send out both temporary and permanent
skilled workers vary. India, for example, is actively seeking out skilled labour markets and is
“almost at the top of the list of countries as far as emigration of the “brain drain” category is
concerned”. The “globalization of Indian talent and skills” is being hailed as having a very
positive benefit for the country (Khadria, 2002: 30). As the IT boom has burst in the US, Western
European countries are being viewed as a more sustainable destination and East/South-East
Asia is an emerging destination. Not only IT workers but nurses, doctors, customer and financial
personnel are also arriving from India. Middle and upper-class Indian students also make up a
sizeable component of the growing numbers of fee-paying students going to the U.S, the UK,
Australia and elsewhere, often as a means to permanent migration.
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The Philippines falls into a similar category of actively seeking skilled labour markets and encouraging private colleges to train people for the overseas market. Alburo and Abella (2002: 13)
note the alignment of deployments with global needs and the way in which there is increased
training in such areas, or the “brain response” to use their term. This has mainly been in the
engineering, nursing and increasingly the computer/ICT fields (30-50% of IT trained professionals now go abroad and 60% of physicians). The Philippines’ classification of “entertainers”
as “skilled” has been discussed above and remains an anachronism.
Skilled labour flows to OECD countries from Sri Lanka are very limited except as permanent
migrants or refugees fleeing conflict. But the above section on Sri Lanka shows that the Government is seeking to expand temporary skilled outflows. At the moment this flow is heavily biased
in favour of males, and in 2000 female professional migrants numbered 42 compared to 881
males (SLBFE, 2001: 9-10). The other sending countries in this paper are not actively sending
skilled migrants overseas, though as the Bangladesh case study showed, many have left over the
last 30 years. Currently, however, the movement of students to the US, the UK, Canada,
Australia and Japan must be included as potential skilled out-migration as many students do not
return home. The adjustment of receiving country policies to enable easier conversion from
student visas to permanent or temporary entry visas must be taken into account. This has
affected students from China, India and Bangladesh and, to a lesser extent, Indonesia, in
particular.
Issues in relation to skilled emigration from developing countries have received ongoing attention since the 1960s. They have recently taken on a new focus as the potential “benefits” have
come to be stressed by developed countries that experience the gains, and by some developing
countries. India continues to experience significant “brain drain”, but this is not seen as problematic by the Government. Emigrant or Non-Resident Indians (NRIs) are perceived as potential returnees in a real sense or as an asset in terms of providing investment funds, links with
overseas firms and flows of knowledge and ideas through networks. Academics, such as Khadria
(2002), are less sanguine about the outflows and see a real possibility of deteriorating domestic
health and education services because of the ongoing loss of skilled personnel from India. China
is increasingly a destination for student returnees and foreign nationals, and policies are now
being developed to try to garner the skills needed within their economies. These countries are
experiencing both “brain drain” and some return or circulation.
On the other hand, Indonesia, the Philippines, Pakistan, Bangladesh and Sri Lanka continue to
experience significant “brain drain” without much circulation of overseas nationals or nonnationals. Alburo and Abella (2002: 23) are optimistic about the Philippines decreasing its skilled
out-migration and increasing return migration due to “recent developments in the environment,
shifts in the supply responses, and global integration”. What is clear from research just completed is that skilled return migration or circulation is neither automatic nor simple to achieve.
Economic growth must be accompanied by improvements in the environment, in government
administration and transparency and in the social and safety situation in the country for former
migrants to be encouraged to return (Iredale et al., 2003).
The following section will discuss the management of labour migration, under eight subheadings, and will highlight examples of good policies and practices that exist in the ten
countries reviewed. Highly skilled and less skilled movements are treated together.
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4. NATIONAL POLICIES AND PRACTICES
ON LABOUR MIGRATION MANAGEMENT
The problems of migrant workers throughout the world are not the same, and the remedies
sought in Europe may be different from those in the Middle East or Asia. Also, the problems
of long-term migrant workers tend to be different from those of short-term overseas contract
workers. In some countries, problems are due to individuals, such as employers, within the
context of a relatively well functioning legal system, while in other countries problems are caused
by governments’ implementation of laws that others would view as harsh (Santiago, 2003).
The Philippines has the most elaborate policies and practices covering contract labour migrants,
which is not surprising given that it is the most important labour exporter in Asia and the second
largest in the world, after Mexico. But loopholes still exist and the Flor Contemplacion and
other cases show the need for constant monitoring and policy adjustment.

4.1

Foreign labour market development and marketing

On the whole, countries in Asia are increasingly seeking out foreign labour markets for their
workers as poverty, high unemployment and lack of development make this a desirable political,
economic and social strategy. The role of states in opening up and perpetuating contract labour
migration needs to be constantly examined and sending country policies should be well thought
out, consistent and designed to maximize the benefits for the country/workers and protect their
workers. The major strategies to promote workers overseas are the dispatch of overseas missions, development and production of promotional material, direct mailing campaigns, market
research, liaison with diplomatic missions and participation in international conferences/forums
on migration. Additionally, the Philippines’ initiatives include “client referral assistance programmes, industry liaising and negotiations for bilateral and multilateral agreements” (DimapilisBaldoz, 2003: 8-9).
Sri Lanka’s Bilateral Cooperation Unit collects information from missions on job opportunities.
Active efforts continue to be made by the Government to expand markets in the Middle East
and in Japan, South Korea and Cyprus (Watkins and Nurick, 2002: 66). In order to monitor
labour market developments in labour-receiving countries, missions also send monthly reports
back to the Bilateral Cooperation Unit (Rahunage, 2002). There is a new Draft National
Employment Policy, according to Athukorala (Ministry of Employment and Labour, 2002a),
with the aim “to adopt a pro-active approach to identifying global employment opportunities
and uplift the image and skills of migrant human capital by providing them with appropriate
training to enhance their competitiveness”.
The role of private recruitment agencies in expanding labour migration in Asia has been a very
important one. Practically all migrant workers from South-East Asia have found their jobs through
private recruitment companies who link up with job brokers in Taiwan, Singapore, Hong Kong,
Kuwait or Riyadh. Employment agencies have been known to charge exorbitant fees for their
services, but have been instrumental in expanding opportunities for migrant workers (Abella in
IOM’s World Migration Report 2003).
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4.2

Protection of migrant workers in recruitment and employment

At the moment, countries are competing with each other and this often leads to less protection.
Protection during employment is variously managed. Some countries have a spread of labour
attachés while others are unable to resource this function. The Philippine Government has progressed much farther along the route of monitoring than any other labour-sending country. The
profile of Filipino workers abroad and the sheer numbers that were or are affected by overseas
labour migration (totalling around 10 million over time) has pushed the Philippine Government
to make ever greater efforts to protect their OCWs.
By the 1980s, the Philippine Government had created two agencies: the Philippines Overseas
Employment Administration (POEA) for market promotion and development, regulation of the
industry through a system of licensing and monitoring, and documentation, processing and deployment of workers; and the Overseas Workers Welfare Administration (OWWA) to cover
welfare and protection issues. The POEA sees government regulation as essential for controlling
conditions of employment. It has entered into bilateral agreements or is seeking such agreements
with 34 countries/economies. The Philippine Overseas Labour Office (POLO) maintains around
45 labour attachés in about 32 countries of destination of OCWs to provide counselling, legal
assistance, conciliation and liaison services to workers in distress. According to POEA information they also link up with the home offices of the Department of Foreign Affairs and the Department of Labour & Employment to enforce obligations of recruitment agencies and employers
over welfare issues (Dimapilis-Baldoz, 2003: 7). Nevertheless, various forms of illegal recruitment, contract substitutions, delayed payment or non-payment of wages, and harsh working and
living conditions are still experienced, especially by women. The over-representation of women
among problematic cases monitored by the Overseas Workers and Welfare Administration
(OWWA) underscores their greater vulnerability. Women are often employed in unprotected
work sites and gender-based discrimination, especially gender-based violence, is rife.
The Philippine Government exerts continuous pressure on labour-receiving countries to sign the
UN Convention on the Protection of the Rights of All Migrant Workers and Their Families.
Unfortunately, many have still not done so. The Philippines also develops “model employment
contracts” for different countries and different occupations that include basic standards and requirements. Rodriguez (2002: 23-24) questions whether by using model contracts as the basis
for final employment contracts “the state, in effect, plays a role in disempowering workers”. For
example, some contracts list participation in trade union activities as a legitimate reason for a
worker’s termination and favour employers in terms of the handling of disputes. Rodriguez
argues that this makes for a docile labour force.
Viet Nam has a higher degree of government control than most other countries in the region.
This is evident in two ways. The northern provinces, with the exception of Ho Chi Minh City,
are responsible for supplying a relatively greater share of migrant workers. This “selection” is
not in response to market forces but reflects government policy intervention that is aimed at
the management of social, economic and regional imbalances. Second, in the 1990s, women
featured far less in numbers (18.2%) than for Indonesia (63.1%), Sri Lanka (69%) or the
Philippines (59.6%). This can be attributed to the official restriction on labour contracts that
allow female workers to go overseas as domestic helpers, housemaids or entertainers. The tight
control maintained by countries such as Viet Nam may not be manageable under other political
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systems. Moreover, the imposition of age limits or the banning of female migration may be
problematic as it may lead to more irregular migration or trafficking.
The Chinese Government has also regulated labour migration, but excess demand has led to the
rise of smuggling and trafficking. The Government is now trying to stamp out irregular migration by both closing down illegal agents and cooperating with other countries, such as the UK
and US, in the arrest of people smugglers.
In most countries the role of agents has been crucial in expanding labour migration opportunities. For example, in India recruiting agencies mostly “search out the new areas and avenues for
deployment of Indian workers abroad” (Ministry of Labour, 2003). But they are also often perceived as a major problem, and one non-governmental organization, Tenaganita, is calling for
the abolition of recruiters, initially in the sphere of domestic work at least. Moves to place much
of the responsibility for recruitment into the hands of private recruiting agents, including in the
Philippines, is a matter of great concern. Malpractice by private recruitment agents may lead to
migrants leaving on a regular basis, but when they arrive they find no job waiting for them and
they fall into irregular status. As Wickramasekera (2002: 17) points out, “the share of public
employment in sending workers overseas has fallen drastically, giving way to a thriving industry
of intermediaries in both sending and receiving countries. (...) It is well documented that the
recruitment industry has been responsible for various cases of malpractice and the growth of
irregular migration in the region”.
In an attempt to curb the extortion of migrant workers by agents, the Thai Government has
established the Public Overseas Placement Agency to cut down on private recruiters (Permanent
Mission of Thailand, 2003: 12). Further, the establishment of a Workers Welfare Fund for skill
training, pre-departure orientation and to assist the repatriation of Thai workers is also now in
operation (Permanent Mission of Thailand, 2003: 11). Thailand is one of the few countries where,
under the new Constitution passed in Parliament in June 1999, overseas Thais have the right to
vote in general elections.
The regulation of private recruitment agencies through the development of a transparent and
enforceable system for the licensing, monitoring and sanctions is obviously very important.
Legislation exists in most countries to control agents. However, the strength, enforceability and
transparency of these laws and regulations vary and there have been gaps in their implementation. Better mechanisms for monitoring of agents could be set up and consist of representatives
of NGOs, labour organizations, civil society and the government.
Alternatively, other mechanisms for the recruitment and management of contract labour migrants could be investigated. The Philippine Seafarers’ Union is an example of a body that is
owned by the workers themselves (they contribute a fee to its operation) and it locates employment, negotiates conditions and terms of employment and looks after the interests of workers
once they are employed. This is a type of cooperative that could be used as a model. Other such
cooperatives could be formed and administered by workers in particular industries or by NGOs.
“Model employment contracts” for different countries and different occupations are a good practice
but they need to be reasonable and not infringe on labour rights or be unduly weighted in favour
of employers. Contracts that tie employees to a particular employer should be eschewed as they
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commoditize workers and workers “are effectively sold to employers who assume almost full
control over their purchased property” (Ruhs, 2002: 49). Freedom of movement between employers should be an essential element of such contracts. The “operationalisation of this principle in practice necessitates the elimination of the sponsorship requirement that currently exists
in most countries (...) as native employers can no longer be sure that they will be able to employ
a certain foreign worker until recruitment costs have been recovered” (Ruhs, 2002: 50).
Ruhs (2002: 51) also argues that the “price” of foreign labour has been distorted and is usually
too low. Therefore, employers choose this option over other options, such as more technology or
moving their plants offshore. By charging employers a fee that is high enough to adequately
reflect foreign workers’ real supply price (including all recruitment costs) and take account of
industrial policies, it would “put price back into the labour market” (Bach, 2001: 115). This
would lead to both greater efficiency and less labour market segmentation, as wages would not
be “allowed to drop to levels that are too low to reflect the real supply price of foreign labour any
longer” (Ruhs, 2002: 52). This would have obvious benefits for migrant workers as they would
not be forced to accept unnaturally low wages, such as in Malaysia.
Government control is essential for managing conditions of employment through bilateral or
multilateral agreements and the deployment of labour attachés. But government-to-government
operation “may [also] prove ineffective in protecting migrant workers because of other factors”
– such as the absence of effective mechanisms for the implementation of labour laws and human
rights instruments, and lack of efficient management capabilities, policies and planning (Amin,
1998: 21). The dilemma of “promotion” versus “protection” is always present for sending countries and the perceived trade-off between ensuring labour market penetration and the labour and
human rights of migrants is a complex issue. The ILO has developed detailed guidelines for the
formulation of migration policies for both labour-sending and receiving countries and these
should be widely disseminated “because they contain good practices based on international experience” (Wickramasekera, 2002: 17).
Most countries make little provision for workers who need to be repatriated. The Philippines
Republic Act 8042 provides for the establishment of a Replacement and Monitoring Center and
for the repatriation of workers in distress, including the establishment of the Emergency Repatriation Fund.
In Thailand, which is also a labour-receiving country, the Thai Rak Thai Party that won the 2001
elections abolished the quota system for irregular migrants temporarily in 2002 and all migrants
working, or wishing to work, can now register for twelve months. Amarapibal et al. (2002: 270)
see this as a “fresh approach that has the potential to deal with many of the shortcomings of the
registration system”. It is not limited to particular occupations or geographical areas and it provides for a system of health and welfare support. The new Government ran for election on a
platform of taking better care of emigrant workers so further policy improvements can be anticipated.
Currently, there is no Asian regional labour market strategy. A regional strategy could be developed to take on the following roles: information sharing, encouraging agreement on how to
share labour market opportunities, encouraging adherence to ILO and UN conventions in negotiating agreements, developing wage agreements, overseeing a body for monitoring private agents
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and improving offshore protection by encouraging the establishment of shared facilities in
labour-receiving countries. Such a strategy could help to ensure that there is no undercutting in
terms of contracts, in particular wages, and it could be agreed that wages could only be negotiated within particular bands.
It could be much more viable for countries to collaborate and share the functions carried out by
labour attachés. Shared Migrant Worker Advocacy and Welfare Centres (MWAWC) in major
cities in labour-receiving countries could be jointly financed by receiving country governments
and employers, local trade unions, international agencies and sending countries. The advantages
of such centres would be the shared services provided for migrants from different sources, migrants from countries that cannot afford attachés would have coverage, best practices could be
built up and disseminated and domestic trade unions could become involved.
Further, there is no existing regional body to oversee labour migration. Other structures, such as
ASEAN, SARC APEC, etc., do not have comprehensive geographic coverage. The formation of
a regional body may be an option to consider.

4.3

Policy and legislative frameworks, structures and mechanisms governing
labour migration

International legislation
The UN Convention on the Rights of Migrants and Members of Their Families has been ratified
by the 20 countries needed to bring it into operation, but by only three countries in Asia, the
Philippines, Sri Lanka and East Timor. Asian countries should all be encouraged to accede to it
and the various ILO conventions, which should be translated into domestic legislation.
National legislation
Most national legislation does not cover irregular migrants, but the Philippines’ Republic Act
8042 (RA 8042), Migrant Workers and Overseas Filipinos Act of 1995, is designed to establish
higher standards of protection for all migrant workers and their families. According to Asis
(2001: 26), the 1995 Act was a “major step in providing the legislative framework in promoting
the protection of overseas Filipino workers”. In contrast to other countries, the Act covers irregular migrants and “victims of illegal recruitment and related cases can avail themselves of
legal assistance from Philippines Overseas Employment Administration (POEA)”. Thus, initiatives for their protection aim to bring them into the realm of regular migration, though according
to Battistella and Asis (2002b: 43-45) it is difficult to measure the “effectiveness of the redress
and protection provided by the government”.
The RA 8042 covers many aspects from deployment to repatriation and reintegration.2 Predeparture information/education programmes on migration are the major thrust of polices to
prevent irregular migration from the Philippines. The pre-departure orientation seminar, a mandatory one-day briefing, provides information on documentation, rights and obligations under
the employment contract, what to expect on arrival, remittance advice, where to go in terms of
health and occupational safety (Dimapilis-Baldoz, 2003: 7). But while the Act pays particular
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attention to the vulnerable situation of many women, Asis (2001: 26) states that in practice
“these requirements have been revised, reviewed, and waived in response to economic conditions, the demands of the market, lobbying by interest groups, and the track record of the receiving country in protecting the rights of migrant workers”.
While some governments have taken a proactive role in promoting male migration (through the
promulgation of ordinances and statutes), women’s cross-border movements as principal migrants may be strictly curtailed. Such a discriminatory policy towards women may breach constitutional provisions that guarantee equal opportunity to men and women, nor does it always
stop women from migrating. Rather, it may make women migrant workers more vulnerable and
may have contributed to the trafficking or smuggling of women. In the absence of official opportunities, women may be trafficked or smuggled for various forms of exploitative work, such as
sex work, construction, domestic work.
The interests of migrant workers as well as the interests of sending and receiving states, are best
served by orderly departure programmes that have legislative backing. Legislation or policies
that are unduly restrictive or that discriminate against women, are not acceptable and may only
encourage disorderly movements or the recourse to intermediaries. In an important new move,
the Indonesian Government is currently considering a number of new initiatives and the urgency
for these to be implemented cannot be underestimated. They include:
- Meetings to be conducted between Indonesian and Malaysian officials to formulate an MOU
on labour issues between the two countries;
- At the parliamentary level, after strong pressure by a coalition of NGOs advocating the rights
of migrant workers, a special body has been created to prepare the draft of a Migrant Workers’
Bill;
- Two new directorates related to the issues of overseas migrant workers’ protection are to be
created: The Directorate for Victims of Violence and Migrant Workers, under the Ministry of
Social Affairs, and the Directorate for the Protection of Indonesian Citizens and Indonesian
Legal Agency.

4.4

Pre-departure training and orientation

Pre-departure training and orientation may take a variety of forms and may be compulsory or
voluntary. Preparation and empowerment training has been in place in the Philippines since
1983. Pre-departure orientation seminars (PDOS) are mandatory for all departing labour migrants. The seminars aim to orient migrant workers regarding working and living conditions
abroad, their rights and responsibilities, programmes and services for migrants and their families, and information on where to seek assistance. Extended PDOS for vulnerable workers, such
as household workers (many of whom are women), are provided by accredited NGOs.
At least 38 migrant NGOs provide a variety of services and assistance to migrant workers and
their families and RA 8042 recognizes NGOs as partners in protecting migrant workers (Asis,
2001: 79). Licensed agencies also provide a variety of pre-departure information programmes
through the mass media and community-based programmes. In general, information sharing and
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provision is much better in the Philippines that in other Asian countries. The role of the churches
in this activity cannot be underestimated, both at home and abroad (Asis, 2002). IOM provides
cultural orientation seminars aimed at live-in caregivers emigrating to Canada in the Philippines, besides a course aimed at emigrants to Canada in general.
The very active place of Filipino NGOs both at home and abroad is a unique feature that should
be encouraged elsewhere. A recent conference on Gender, Migration and Governance (Piper et
al., 2002) found that NGOs and civil society have often attempted to address the gaps and problematic issues of migration, including pre-departure training, on-site organizing of migrant workers
and reintegration training.
A common syllabus for pre-departure training has now been implemented in Sri Lanka and is
being conducted through a network of public and private training facilities. NGOs and labour
organizations are also becoming more involved in training programmes and awareness building
initiatives.
The Government of Nepal recently introduced pre-departure training, largely based on the
Sri Lanka Bureau of Foreign Employment (SLBFE) model (Barniah, 2003). It has been suggested that programmes targeting unskilled labour migration tend to discourage skill development among Nepalese workers, and such arguments have, in part, led the Government to establish
some skill-training centres in different parts of the country (His Majesty’s Government of Nepal
Employment Promotion Commission, 2003: 3).
In India some technical skills are provided to construction workers, either through NGO networks or through sponsoring agencies in the receiving county. For example, some large Singapore construction firms provide technical skills and certification to migrants prior to their
departure. This may be driven by the more favourable tax treatment accorded by the Singapore
Government to companies that sponsor skilled rather than unskilled labour from overseas
(Dyvadheenam, 2003). Nevertheless, it does lead to improved human capital, and presumably
wages, for migrant workers.

4.5

Remittance management

It is evident that the foreign exchange that can be earned by nationals working abroad is one of
the primary driving forces behind the adoption of a proactive labour migration policy. Migrant
remittances constitute an important source of foreign exchange that can be used in debt servicing and paying for vital imports. The most direct link between migration and development in
countries of origin is through remittances – the funds migrants send home.
The total value of remittances flowing to developing countries in 1999 exceeded both ODA and
private debt and equity flows (Stanton Russell, 2002). Worldwide, the flow probably exceeds
US$ 100 billion with more than 60 per cent going to developing countries. ILO estimates that
globally the value of remittances flowing through informal channels is as large as through official channels. At the household level it is generally agreed that remittances help to reduce poverty (Stanton Russell, 2002). India and Bangladesh ranked first and eighth respectively, worldwide,
in workers remittances for 2000 (World Bank, 2002).
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Over the years, Asian governments have introduced a number of policy measures to influence
the flow and use of remittances. As remittances are private transfers, these policy measures have
largely been in the form of incentives, but in some cases are mandatory. In India, repatriable
foreign currency accounts with an active interest rate policy and foreign currency bonds have
been offered to non-resident Indians to promote cash inflows.
The Government of Pakistan attaches great importance to the role of Overseas Pakistanis (OPs)
in the economic development of the country, and a range of incentives is provided to OPs, ranging
from separate immigration and customs counters at all international airports to free renewal of
passports and duty-free allowances. Remittances are not subjected to any kind of taxation. This
enables Overseas Pakistanis to remit money freely for consumption, investment or other purposes.
Non-resident Pakistanis (NRPs) remitting a minimum of US$ 10,000 through bank channels are
entitled to the following benefits:
1. To avail themselves of the quota to be filled exclusively on merit reserved in all public sector
professional colleges and universities.
2. The right to an annual duty-free import of items of personal convenience up to US$ 1,200.
3. An allocation of up to 25 per cent for in Initial Public Offerings (IPOs) to be subscribed in
foreign currency.
4. Ballot of choice plots in public housing schemes at attractive prices to be paid in foreign
currencies.
5. Discount in the auctions of Corporate and Industrial Rehabilitation Corporation (CIRC) where
payment will be made in foreign currency.
6. Special allocation of shares in privatization schemes.
The awareness in Bangladesh about the need to develop proper strategies and gear existing
financial institutions, both government and private, towards the mobilization of resources has
grown recently. The Government has adopted some important policy measures that include
encouraging Bangladeshi banks to open correspondent relationships with financial institutions
in destination countries, developing and liberalizing the existing financial instruments to attract
migrant remittances and promoting remittances by allowing them tax-free status. As a result of
these policy changes, remittances increased substantially in 2002.
The principal activities of large financial institutions in Bangladesh with regard to the utilization
of remittances have been limited to offering a few savings and investment instruments. Micro
Finance Institutions (MFIs) have now emerged as major actors in savings mobilization and credit
disbursement at the grass-roots level in Bangladesh, with some form of presence in over 80 per
cent of villages, and are considered one of the most sophisticated institutional networks available (World Bank, 1996). However, the existing legal framework under which they operate does
not allow them to harness remittances or access them in the destination countries and this obviously is an element that needs to be looked at.3
For Sri Lanka, there is limited participation of local banking representatives in pre-departure
training to raise awareness of remittance management options (e.g. foreign currency accounts,
fixed deposits) and subsidized loan schemes. However, representatives of some of the banks are
posted overseas and work directly with the exchange house, principally in locations where large
numbers of Sri Lankans are employed. They help in the processing of remittances and provide
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the required guidance and support to the remitter (CENWOR, 2001: 6). The linking up of housing loan facilities to Non-resident Foreign Currency (NRFC) Accounts, attractive lottery and
gift schemes and aggressive promotional campaigns have ensured that savings are channelled to
NRFC accounts (CENWOR, 2001: 20).
Banks, credit unions and regulated micro-finance institutions (MFIs) are in the best position to
leverage the economic impact of remittances (Stanton Russell, 2002). In tandem with incentives, the most important step governments can take to stimulate remittance flows and to realize
their development potential is to create a sound economic policy and legal environment that
promote capital inflows, including formal remittances.

4.6

Labour migration information systems and data collection

Data collection is more advanced in the Philippines and data are publicly available on the POEA
and Commission on Filipino Overseas’ websites. This enables the comprehensive analysis of
changing trends, including for irregular migrants. Further, an interagency committee has been
given the responsibility of establishing a shared government information system for migration
that will provide data and advice to prospective migrant workers, who thereby can make informed and more rational decisions.
The Philippines’ Migrant Advisory Information Network (MAIN), which involves governmental and non-governmental agencies and operates under the auspices of the Commission on Filipinos Overseas, also contributes to the effective operation of the system. This system can link up
with other databases, especially in the Asia Pacific region, to provide a wider range of information and therefore a better means to protect migrant workers’ rights. “Prevention is a much better
guarantee of protection than reliance on either Philippines or destination country legislative
arrangements”, according to Santiago (2003: 219).
Data on migrants in the countries of origin have largely been a by-product of exit controls intended to protect migrant workers. At the other end, in countries of destination, work permit
statistics and employers’ reports are the usual sources of information. IOM is supporting pilot
initiatives to build databases concerning diasporas, in order to facilitate their contribution to
country of origin development.

4.7

Reintegration of returning labour migrants

The reintegration of returning labour migrants is a often neglected aspect of labour management programmes. Some governments are attempting to assist with reintegration and many NGOs
are operating to try to ensure that labour migration is not self-perpetuating, that is, that people
do not need to continue to re-emigrate. The Asian Migrant Centre in Hong Kong is particularly
active in providing training to Filipina domestics. Other offshore NGOs should be encouraged
and/or resourced to carry out this role. The SLBFE in Sri Lanka has adopted a broad range of
interventions aimed at reintegration, including discounted loan schemes and migrant children’s
education scholarships. However, these interventions need to be supported by capacity building programmes and on-going support mechanisms.
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Local, state/province and national governments need to work together to solve migrant worker
issues. Additionally, linkages with NGOs, labour organizations and civil society need to be
strengthened and maintained.

4.8

International cooperation

International cooperation has developed slowly and in an ad hoc fashion in the region. This has
caused many commentators to be critical of both sending and receiving countries. For example,
Rodriguez (2002: 24) argues “that migration [only] becomes an issue when it facilitates the
increased mobility of flexible labour, but it fails to be part of the agenda when it concerns migrant workers’ rights”. Wickramasekera (2002: 33) states that “labour-receiving countries in the
region have shown a high degree of aversion to formulation of bilateral agreements to obtain
labour or provide social security to foreign workers”.
The Philippines has entered into 12 manpower agreements with host countries of Filipino labour. Most of the agreements with Middle Eastern countries focus on strengthening areas of
cooperation in the fields of labour, employment and manpower development and the enhancement of the welfare, well-being and workers’ rights. European agreements are more focused and
aim at particular sectors of employment, such as health professions in the UK and Norway. In
recent years, the Philippines has veered away from general agreements towards more focused
instruments, which are easier to negotiate and operationalize (Dimapilis-Baldoz, 2003: 13). Other
countries that are currently developing general MOUs, such as Indonesia, could take this trend
into account.
Over the last two decades, labour migration has become a major phenomenon in the region,
and there is an increasing need to mainstream migration issues as part of regional discussions,
processes and mechanisms. Strengthening collaboration between labour-sending countries should
ensure continued access to offshore labour markets, with better conditions for workers. The
overall situation will only improve when sending countries stop competing among themselves
for employment opportunities to the detriment of migrant worker rights and conditions, and
develop common policy frameworks (Amin, 1998).
One step is to stabilize the price of labour so employers and recruiters will not be in a position to
exploit migrant workers. There have been cases of successful campaigns and enforcement of
workers’ rights, but at times these have had unintended consequences, such as when Filipinos
are replaced by less organized and/or vocal nationality groups. This also creates a segmentation
of workers based on nationality, ethnicity and social/human capital.
The growth triangle that incorporates Mindanao in the Philippines, Indonesia, Malaysia and
Brunei is an example of broad regional economic cooperation. It provides expanded opportunities for Filipino medical and educational service providers. Alburo and Abella see this as beneficial for the Philippines, as it “improves the prospect of brain drain reversal as the expanded
reach of services reduces the migration incentive” (Alburo and Abella, 2002: 21).
The efforts of the Asian African Legal Consultative Committee for the legal protection of migrant workers could be used as a model and “deserve serious consideration and support” (Amin,
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1998: 24). The European experience may also provide instructive examples for developing policies, MOUs and regional cooperation in addressing migration issues.
Some countries of destination have been more inclined to establish less formal arrangements for
cooperating with countries of origin on labour migration management. Multilateral consultative
processes, such as those sponsored by the IOM, and bilateral Joint Commissions on Labour (a
mechanism for regular consultation between the administrative authorities of the two states
concerned) have provided an informal and flexible structure for dialogue.

5. GROUPS OF MIGRANT WORKERS REQUIRING SPECIAL FOCUS
It is generally agreed that the three most vulnerable groups of migrant workers are irregular
workers, many women workers and trafficked people. These categories are not necessarily
mutually exclusive, but this section will focus on these three groups as those needing the most
urgent and comprehensive attention. The growth of highly skilled migration, especially the temporary element that is incorporated under the General Agreement on Trade in Services (GATS),
provides new challenges to countries wishing to benefit from their labour migrant outflows.
Governments of developing countries, in particular, are interested to know the extent and nature
of this type of movement, and this will be touched on here as well.

5.1

Irregular migrant workers

Both authorized and unauthorized migrations have similar determinants and processes, and the
migrants are similar, except in terms of their access to channels of migration. The high costs of
migration, the inflexibility and/or brevity of some contracts and the absence of opportunities to
migrate often lead to a growth in the number of irregular migrants. Thailand and Malaysia host
the largest numbers of irregular workers in the Asian region and until these countries adapt their
migration intake programmes to meet the needs of their economies, irregular migration will
continue to grow.
Employer sanctions have a limited effect for a variety of reasons, but mostly because employers
and foreign workers become dependent on each other (Ruhs, 2002: 58). Moreover, while all
countries have some form of forced return policy, the deportation of irregular migrants seems to
have little effect. The best means to protect the welfare of migrant workers is to preclude, by all
means possible, the existence of opportunities for their exploitation by unscrupulous agents or
employers.
After analysing many labour migration programmes, Ruhs (2002: 58-59) concludes that one
policy principle that should be followed in all temporary labour programmes is that “irregular
migrant workers who have been employed in the host country for a certain number of years
without being detected and deported” should be regularized. This is a highly controversial policy
option and not accepted by many governments. It is already happening in Italy and Spain, but the
willingness to provide permanent settlement for temporary migrant workers is very limited in
Asia or the Middle East. In the event that regularization is not an option, the safe return of
irregular migrants should be guaranteed.
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In April 1999, the Royal Thai Government, in cooperation with IOM, organized the “International
Symposium on Migration: Towards Regional Cooperation on Irregular/Undocumented Migration” in Bangkok. The Bangkok Declaration on Irregular Migration 1999, adopted by the 18
participating (sending and receiving) states, provides a framework for future regional cooperation in combating irregular migration and trafficking. It also contains an agreement that countries
cooperate regionally, and individually take strong action to stamp out the most harmful form of
irregular migration, trafficking (dealt with below) (Klekowski, von Koppenfels, 2001: 13).
The long-term solutions to irregular migration are to open up more opportunities for regular
migration and reduce the pressures for emigration. In the meantime, the 1990 UN Convention of
the Rights of All Migrant Workers and Their Families can now come into operation, and countries should be encouraged to ratify it. If it is translated into domestic legislation it will ensure
greater protection for irregular migrants. The ILO core conventions also cover the rights of
irregular and regular migrants and countries could be encouraged to adhere to them.

5.2

Female migrant workers

A growing body of literature deals with migration involving women, which is attributable to a
number of factors: the feminization of international migration, especially in Asia; the distinctive
migration patterns of women (domestic employment and moving/being trafficked for prostitution) and increased education levels for women and girls, resulting in many more politically
active and outspoken female activists in various countries of Asia. In the Philippines, in particular, the role of articulate women in highlighting the plight of many of their sisters and their
capacity for networking with women in other countries, both through various NGOs as well as
more informally (the internet), has led to an intensification of the pressure in relation to the
situation facing contract women workers who are overseas.
The major problems identified are:
- Women’s live-in domestic work continues to be seen as an extension of household work and
therefore not properly valued or included under Employment Acts (Piper et al., 2002). This
leads to a lack of protection regarding working and living conditions.
- In the case of sex work, the discussion needs to recognize the diverse, complex and contradictory processes at work. Gross economic inequalities result in different degrees of “choice”
and/or “constraints”, and the tendency to use either a “victimization” or an “agency” perspective often masks the complexity of the conditions under which women work. Human
rights advocacy and policy making in this area needs to pay attention to the specific contexts
in which migration for sex work occurs.
There is now a wider understanding of the multiple disadvantages and the risk of exploitation
and abuse that many migrant women workers experience. Women are often faced with both
direct (as above for domestics) and indirect (structural) discrimination and this requires attention at the global level. The issue of sex and race discrimination towards women from developing or labour-sending countries in Asia is endemic. Banning such migration is not a long-term
solution as this often leads to irregular migration, especially trafficking.
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5.3

Trafficked persons

The trafficking (involving some element of coercion or force) of women and children, often for
commercial sex and other exploitative and abusive purposes, is rampant in Thailand and the
neighbouring countries of Viet Nam, China, Bangladesh, Nepal, India and Pakistan. NGOs were
the first to highlight these practices, but now the Thai, Philippine and other governments, IOM,
ILO, UNESCO and other bodies have become involved.
The Manila Process (IOM Regional Seminar on Irregular Migration and Migrant Trafficking in
East and South-East Asia), held in 1996, was mainly an information sharing process. A second
regional conference (referred to above) followed in Bangkok in 1999. The outcome, the Bangkok Declaration, called for a regional mechanism and strong national action for dealing with
traffickers. The countries mostly pushing for this were the receiving countries, such as Australia,
Japan and the Republic of Korea. But after almost four years, much work still needs to be done
on the regional mechanism, and individual governments still need to introduce strong laws for
apprehending and punishing traffickers. The root causes of both irregular and regular migration
received much less attention in the Bangkok Declaration, in spite of the emphasis given to this
aspect by sending countries.
Other initiatives have been taken in relation to trafficking, including The Asian Regional Initiative Against Trafficking in Women and Children (ARIAT), the Asia Pacific Consultations (APC)
and a 1997 ASEAN Declaration on Transnational Crime. Derks (2000) provides a very useful
summary of the policy and programme responses taken to combat trafficking in South-East Asia
in the 1990s.

5.4

Skilled migrants

In terms of highly skilled migration, a range of issues emerges. Clearly the definition of a “skilled”
migrant is problematic, but the deliberate distortion of the concept of “skilled workers” or “skilled
visas” needs addressing. The under-employment of skilled migrants is equally problematic in
many countries. Many university (or similarly) qualified migrants work abroad in low skill employment, but where they can still earn more than they could at home. The downgrading of their
skills is a waste of human capital.
Ruhs (2002: 59-60) argues that since all labour migration programmes are driven by economics,
there is no reason for maintaining two separate temporary worker programmes: a relatively
liberal one for highly skilled migrants and a more restrictive one for less skilled migrants. The
conflation of the two into one programme would require a change in policy thinking and political will power, but it would perhaps ensure that migrants could be employed at levels commensurate with their human capital.
One consequence of the current skilled migration trends is that, on balance, the richest nations
benefit most from the flows. Sustainable development in the rest of the world will become
increasingly difficult unless poorer regions can reverse some of the flows or join major knowledge networks. At the international level, the OECD has called for greater cooperation between
developed and developing nations but has not proposed specific policies. The research commis220

sioned by the ILO and the OECD has simply highlighted some of the knowledge gaps in this
area (Lowell and Findlay, 2002; OECD, 2002b).
The overall perception of many developing countries in Asia is that receiving countries are
tapping their skills and/or that receiving countries should “compensate” the sending countries in
some way. To this end, the Committee on Science and Technology (S&T) in Developing Countries (COSTED, 2001) proposed the establishment of an Intellectual Resources Management
Fund (IRMF), similar to the IMF, to address the brain drain in developing countries and to
maintain and improve the standards of S&T professionals in developing countries. Countries
that benefit from skilled migration flows and thereby gain human capital from other countries,
especially from developing countries, should contribute to such a fund. The funds could be used
to run programmes to enable additional training, exchanges, collaboration and better working
conditions in less developed regions. This suggestion was proposed to the UNESCO Scientific
Forum in November 2001 and overcomes many of the difficulties inherent in the attempts to
directly compensate sending countries. Even if it is not implemented at the international level, it
could operate bilaterally or within the region.
Countries with sizeable emigrant populations are increasingly taking steps to link their diasporas
with the development in the countries of origin. A wide range of policies could be implemented
for sending countries. Taiwan has developed policies since 1950, ranging from incentives and
travel and other cost coverage to business support and development, and these have helped to
bring back 20 per cent of its skilled personnel from the 1950s to the 1990s. Other countries could
look to this model for policies to adapt to their own economies (Tsay, 2002). National policies
need to be wide ranging and cover not just economic but also environmental, social and political
aspects. This makes the task difficult and the challenge to make knowledge networks more
productive for sending countries remains formidable one.
IOM has initiated a project to establish ties between Uruguayans living and working abroad
and Uruguayan institutions. By exchanging ideas, knowledge and experience, those living abroad
contribute to the economic, cultural and social development of the country. In 2002 the database
of highly skilled Uruguayans abroad wishing to contribute to the development of their country
of origin was consolidated, and by June 2002 the database contained the names of 2,200 Uruguayans living abroad, including their profession, area of activity, telephone and electronic mail
address. A web page has been made fully operational.
Unless national and international action is taken to remedy the current situation, it seems that
highly skilled personnel will continue to concentrate in and circulate between the richer economies,
with a small number of less developed countries peripherally tied to this system. The remaining
countries will be relegated to the margins and their basic infrastructure and health/education and
other services will be undermined even further than the current unsatisfactory levels.

6. CONCLUSION
Asian workers have contributed significantly to the development and the reduction of poverty in
the countries of origin, while at the same time contributing to economic prosperity and efficiency in the countries of destination. Nevertheless, migrant workers, in particular certain groups,
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remain vulnerable to abuses during the migration process and in the country of destination. This
paper has demonstrated that there are many good national policy options already in place in the
region. The greatest weakness lies in the lack of sufficient collaboration both among sending
countries and between sending and receiving countries. The consultation process provides an
opportunity to address this issue and to discuss regional mechanisms for more effective labour
migration programmes in future.

ENDNOTES
1. The term “irregular migration” is used as the preferred term. It is more neutral and it does not criminalize
migrants. “Undocumented migrants” is often not accurate as many irregular migrants carry documents.
2. It covers “the deployment of workers only in countries that ensure protection, to the point of banning
deployment if necessary; the imposition of severe penalties on illegal recruiters; free legal assistance and
witness protection programme for victims of illegal recruitment; the institution of advisory and information,
repatriation and reintegration services; the priority concerns of Philippine Foreign Service posts; the establishment
of the Migrant Workers and Other Overseas Filipinos Resource Center; and the creation of the Legal Assistant
for Migrant Workers Affairs and the Legal Assistance Fund” (Battistella, 1998: 93).
3. The senior management of two of the largest MFIs, Grameen and BRAC, have stated that there is potential for
their participation in the remittance transfer through development of correspondent relationships with banks
and exchange houses abroad.
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COMPENDIUM OF
LABOUR MIGRATION POLICIES AND PRACTICES
IN MAJOR ASIAN LABOUR-SENDING COUNTRIES

INTRODUCTION

In the context of the Labour Migration Ministerial Consultations for countries of origin in Asia,
IOM is pleased to provide this compilation of labour migration information from nine Asian
states. A questionnaire was sent by IOM to all participating governments asking for a range of
information relating to labour migration policies, procedures and statistics. This compendium is
a compilation of the responses received. Apart from editing to clarify responses and ensure
consistency of presentation, no attempt has been made to analyse or draw conclusions from the
information presented here.
The questionnaire was designed to collect selected, recent and relatively concise information to
provide a snapshot view of key labour migration issues, policies and practices in the region. We
believe that the responses are useful and illuminating. The process of compiling this information
points to the continuing need for improved information and the sharing of data among the Asian
labour-sending states. States outside the region intending to pursue organized labour migration
will also benefit from the labour migration information contained herein.
This document presents some comparative tables first, followed by country sections on government labour migration structures, labour migration statistics, labour migration related legislation, measures for the protection of migrant workers and migrant services, foreign market
development and remittances, and inter-state cooperation.
I wish to sincerely thank the governments of the participating countries for making this compendium possible. Special thanks also go to Sophie Nonnenmacher, Joerg Kühnel, Ilse PintoDobernig, Filipina Barroza and M.A. Barrozo-Sucaldito for their assistance in preparation of the
document.

Nilim Baruah
Head, Labour Migration
Migration Management Services
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TABLE 1
TOP FIVE DESTINATIONS FOR CONTRACT MIGRANT WORKERS
BY COUNTRY OF ORIGIN, 2002
Country of Origin

Destination

Number of Migrants

Bangladesh

Saudi Arabia
Malaysia
United Arab Emirates
Kuwait
Qatar

1,030,558
113,325
293,244
160,954
60,030

India
(2001)

Saudi Arabia
United Arab Emirates
Kuwait
Oman
Singapore

78,048
53,673
39,751
30,985
27,886

Indonesia

Saudi Arabia
Malaysia
Taiwan
Hong Kong
Singapore

Pakistan
(Jan. – Nov. 2002)

Saudi Arabia
United Arab Emirates
Kuwait
Bahrain
Qatar

Philippines

Saudi Arabia
Hong Kong
Japan
United Arab Emirates
Taiwan

Sri Lanka

Thailand

Viet Nam

309,036
245,200
58,326
54,701
48,252
94,852
29,593
2,755
955
410
170,126
94,084
63,610
44,841
40,189

Saudi Arabia

300,000

Kuwait
United Arab Emirates
Lebanon
Qatar

161,700
130,500
80,000
40,000

Taiwan

94,126

Singapore
Israel
Brunei
Hong Kong

20,411
12,163
8,607
6,488

Malaysia

19,900

Taiwan
Laos
Japan
South Korea

13,200
9,100
2,200
1,200
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TABLE 2
LEGISLATION RELEVANT TO LABOUR EMIGRATION AND MAIN AUTHORITIES
AND ADMINISTRATIVE BODIES RESPONSIBLE FOR EMIGRATION FOR EMPLOYMENT
Country

Legislation

Main Authorities and Administrative Bodies

Bangladesh

Emigration Ordinance 1982
Bangladesh Entry Control Act
Bangladesh Passport Act
Bangladesh Immigration Act

Ministry of Expatriates’ Welfare and Overseas
Employment and its Bureau of Manpower,
Employment and Training (BMET); Bangladesh
Overseas Employment and Services Limited
(BOESL).

China

Decree No. 15 on
Administrative Regulations on
Overseas Employment
Intermediary Activities

Ministry of Labour and Social Security; Ministry of
Public Security; State Administration of Industry and
Commerce of China; Ministry of Foreign Trade and
Economic Cooperation.

India

Emigration Act, 1983

Ministry of Labour and its Protector General of
Emigrants; Ministry of External Affairs (Passport
Offices, Indian missions); Ministry of Home Affairs
(Airport Immigration Authorities).

Indonesia

Ministerial Decree KEP 104
A/MEN, 2002

Minister of Manpower and Transmigration;
Coordinating Board for Indonesian Overseas
Employment.

Pakistan

Emigration Ordinance, 1979

Ministry of Labour, Manpower and Overseas;
Bureau of Emigration and Overseas Employment
(for work abroad in the private sector); Overseas
Employment Corporation (for work abroad in the
public sector).

Philippines

Republic Act No. 8042,
Migrant Workers and
Overseas Filipinos Act of 1995

Department of Foreign Affairs; Department of
Labour and Employment (DOLE) and its Philippine
Overseas Employment Administration (POEA), and
Overseas Workers Welfare Administration
(OWWA).

Sri Lanka

Sri Lanka Bureau of
Employment Act No. 21
of 1985

Ministry of Employment and Labour and its Sri
Lanka Bureau of Foreign Employment, Ministry of
Foreign Affairs; Ministry of Interior; Ministry of
Women Affairs; Ministry of Vocational Training.

Thailand

Recruitment and Job Seekers
Protection Act, B.E. 2528 (A.D:
1985)

Ministry of Labour and Social Welfare and its
Overseas Employment Administration Office.

Viet Nam

Decree No. 152/1999/ND-CP

The Ministry of Labour, Invalids and Social Affairs
and its Department for Administration of Foreign
Employed Labour Force; Ministry of Foreign Affairs;
Ministry of Public Security; Ministry of Finance;
Ministry of Planning and Investment; Ministry of
Health; Ministry of Trade; State Bank of Viet Nam.
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TABLE 3
SERVICES AVAILABLE TO MIGRANT WORKERS
Pre-departure Orientation
Bangladesh

Briefing Centre in the Bureau of Manpower, Employment and Training (BMET).

China

Compulsory Certificate of Training, including skills and law.

India

None

Indonesia

Orientation programme given by IOE on, among others, culture and customs, drug abuse,
dealing with possible problems.

Pakistan

Orientation and Briefing Centres in Protector of Emigrants (P.E.) Offices in Karachi, Lahore,
Rawalpindi and Peshawar. All the migrants workers registered with the P.E. Offices are
given pre-departure briefings on their country of employment (culture, legal norms, etc.).

Philippines

The pre-departure orientation seminar (PDOS) is a one-day mandatory briefing session
given to workers by entities duly accredited by the Overseas Workers Welfare Administration
(OWWA), such as recruitment agencies or their associates, and NGOs. It includes
information on necessary documents, rights and obligations under the employment contract,
where to go in times of crisis, travel tips, how to remit earnings, health and occupational
safety matters, the risks and rewards of working abroad and reminders about obligations to
themselves, their families, communities and the country.
A Labour Assistance Centre at the airport assists workers in a final check of their documents
before they proceed to the Immigration Counters.

Sri Lanka

Training for housemaids: Separate training for those who travel to Middle Eastern and other
countries.
Training for workers who travel to Korea.

Thailand

The Department of Employment provides pre-departure orientation for workers, including
information on relevant laws, the culture, traditions and working conditions in the receiving
country.

Viet Nam

Migrant workers are trained in the foreign language and the work they will perform in the
country of destination. They are also given an orientation session on the host country’s laws,
customs related to working, living, residence and transport, as well as vocational training.
Regarding certain host countries, the migrant workers are assisted in the form of a training
fee.
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Welfare Fund
Bangladesh

The objective of the welfare fund is to:
- provide financial assistance for all legal support in host countries;
- provide cash support for initial sustenance;
- repatriate migrant workers from host countries;
- render legal support to family members in the home country.

China

No information provided.

India

A proposal is under consideration to set up an Indian Overseas Workers’ Welfare Fund,
which will cover assistance activities for Indian workers abroad by making payments to the
Embassies or High Commissions to arrange for return tickets for workers who become
stranded abroad, or to repatriate the bodies of workers who died abroad, and to assist
workers who become partially or permanently disabled, and for other similar purposes.

Indonesia

None

Pakistan

The welfare fund is managed by the Overseas Pakistanis Foundation (OPF) for the welfare
of migrant workers and their dependants in Pakistan. Education, training, housing, medical
facilities and other services are organized for the families of Overseas Pakistanis by the
OPF.

Philippines

All Filipino workers going abroad are required to be covered by a welfare fund system
administered by the Overseas Workers Welfare Administration (OWWA). A membership fee
is charged for land-based workers and for seafarers, shared by the employer and the worker.
In the case of irregular or undocumented workers, it is usually the worker who pays the fee
under a voluntary membership and promotional programme, which is intended to encourage
such workers to regularize their status.
The OWWA is headed by a Board of Trustees and chaired by the Minister of Labour and
Employment. The fund finances the provision of on-site facilities and personnel who work
under the leadership of Labour Attachés in addressing the welfare needs of workers. The
range of benefits also includes pre-departure and business loans, scholarships for families,
life insurance and medical coverage, death benefits, training and worker education (such as
the pre-departure seminar programme) and reintegration assistance, among others.

Sri Lanka

The welfare fund is financed through a fee of US$ 25 levied on employers abroad when an
employment contract is signed. The money of the welfare fund is solely used for welfare
activities for the migrant workers.

Thailand

The Overseas Workers Welfare Fund was established to help Thai workers who face
problems in the receiving country to return to Thailand. This fund is also being used for
organizing skills training courses and pre-departure orientation. Employers or recruitment
agents contribute to the fund. In addition, a credit for working overseas project was launched
to enable job seekers to borrow money for going to work overseas.

Viet Nam

None
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Special Programmes to Encourage Remittances through Official Channels,
Enhance the Contribution to National Economic Development
Bangladesh

Speed case system to facilitate remittances.
Appointment of banking representatives in major labour importing countries.
Agreements with the banks in host countries to facilitate remittances.
Arrangements for investments in privatized industries.
Granting of special savings incentives in the form of a Wage Earners Bond.
Provision of housing facilities on government estates.

China

None

India

No information provided.

Indonesia

No information provided.

Pakistan

In June 2001 the Ministry of Finance announced a number of measures for Pakistanis
abroad remitting through banking channels:
For Overseas Pakistanis remitting US$ 2,500 per year: Separate immigration and customs
counters at all international airports; free renewal of passports on a priority basis; duty-free
import of items of personal convenience up to a value of US$ 700/year.
Non-resident Pakistanis (NRPs) remitting a minimum of US$ 10,000 per year, are granted
special access to the merit-based quota system assigned in all public sector professional
colleges and universities; duty-free import up to a value of US$1,200/year; an allocation of
up to 25% for Initial Public Offerings (IPOs), special offers in public housing schemes,
discount in the auctions of Corporate and Industrial Rehabilitation Corporation (CIRC) – all to
be paid in foreign currencies; special allocation of shares in privatizations.
Bona fide remittances made by Overseas Pakistanis will not be subject to any kind of taxes.
An ordinance is being issued in this regard.
Banks have been directed to reorganize their arrangements for remittances to ensure
outreach to labour migrants, share information on company arrangements, to speed up the
remittance process and prompt delivery by establishing prior contacts with the recipients.
Measures to encourage the participation of Professionals: Exclusive Investment Products will
be designed and marketed by NIT for investment by Non-resident Pakistanis (NRPs). Banks
will also be encouraged to offer new products for NRPs. A market for private pension funds
will be developed and promoted with a view to attracting investment from NRPs. A website
will be developed to host the information about charities for the benefit of NRPs.
The Board of Investment (BOI) will develop a strong focus on some of the most successful
NRPs in the field of investment. For this purpose, BOI is developing a database on such
Pakistanis and will contact them personally.
An implementation committee has been set up in the Ministry of Finance to ensure the
expeditious implementation of incentives stated above.

Philippines

Pag-Ibig Overseas Programme (POP) is a voluntary savings programme, which also give
access to housing loans.
The Development Bank of the Philippines (DBP) Kinabukasan Investment Certificates (KIC)
is a savings mechanism where future redemption values can be used to finance tuition fees
of OFW beneficiaries and to cover hospitalization costs when the need arises. Purchase of
KICs entitles every certificate holder to a life insurance coverage equivalent to the amount of
certificates purchased. KICs are issued in units of Php 5,000 for a seven-year term and can
be redeemed after a holding period of at least two years.

Sri Lanka

The Migrant Workers are permitted to operate foreign currency accounts called Non-resident
Foreign Currency Account and enhanced duty-free allowance.

Thailand

No information provided.
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Reintegration Programmes
Bangladesh

A study has been conducted for the comprehensive reintegration of migrant workers,
focusing on their expertise and technical know-how.

China

None

India

None

Indonesia

None

Pakistan

No such programme. However, it is being planned to register the returnees with specific
details for a programme of reintegration.

Philippines

Network. Creation by DOLE and OWWA of a National Reintegration Network of OFWs and
their families (counselling, information on available services).
OWWA reintegration desks and programmes. OWWA has reintegration desks at the airport
and local government units to provide information on reintegration programmes. OWWA
operates reintegration programmes in more than 20 countries and 27 major cities (training,
seminars, individual counselling).
Training. Livelihood skills and entrepreneurial training are offered by the Technology and
Livelihood Resource Center (TLRC) and the Technical Education and Skills Development
Authority (TESDA).
Livelihood and Business Development Assistance. The Department of Trade and Industry
(DTI) offers business development services for would-be entrepreneurs and small and
medium enterprises (SMEs), including OFW families/dependants, through its Bureau of
Small and Medium Enterprise Development (BSMED). It provides, e.g., consultancy services
and training. OWWA has a livelihood programme that offers similar types of services on
business development, as well as DOLE through partnerships with NGOs.
Credit and Microfinance. OWWA offers livelihood loans to OFW families, re-entry loans and
group assistance loans. Beginning from the first quarter of 2003, OWWA will make available
self-employment non-secured loans for the micro-business ventures of OFW families.
The DOLE has its Kalinga microfinance programme, which OFW families can also access.
It has established partnerships with various NGOs with livelihood/credit facilities such as
OFW Net International Holdings and TSPI Development Corporation, which have credit
windows for OFW families and dependants.

Housing. Pag-Ipbig Housing Loans.
Psychological counselling for OFWs , their families and dependants provided by DOLE
together with NGOs.
25 Family Welfare Officers devoted to the improvement of new and existing projects for
family groups and development of new projects.
Sri Lanka

A loan scheme is available for migrant workers who wish to invest in self-employment
activities.
Currently, the Sri Lanka Bureau of Foreign Employment is conducting a family development
programme in five districts. The objective of this programme is to help families to mobilize
their saving in self-employment and prepare the families to face difficulties they may
encounter as a result of the spouse migrating for employment.

Thailand

No information provided.

Viet Nam

The Government has adopted policies to encourage and assist migrant workers to seek a
job and settle down after returning home.
The Government encourages those who have savings to set up their own small or mediumsize business. They are offered enterprise management courses and facilitated access to
bank loans.
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TABLE 4
BILATERAL LABOUR AGREEMENTS
Country of origin

Bilateral agreement with

Bangladesh

Kuwait

China

No agreement

India

Qatar, Lebanon

Indonesia

MOU Jordan

Pakistan

Jordan, Qatar

Philippines

Switzerland, UK and Northern Ireland, Norway, Commonwealth of Northern
Mariana Islands, Taiwan, Papua New Guinea, Jordan, Qatar, Iraq, Libya,
Kuwait, Indonesia

Sri Lanka

No agreement

Thailand

-

Viet Nam

-

(-) No information provided.
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BANGLADESH

1. Government Labour Migration Structure
Government agencies involved in labour migration management and their roles:
ORGANIGRAM OF THE MINISTRY OF EXPATRIATES’ WELFARE AND OVERSEAS EMPLOYMENT

Secretary

Joint Secretary

Deputy Secretary

Deputy Secretary

Expatriate Welfare & Administration

Overseas Employment

Regarding other government agencies involved in labour migration and their roles, please refer
to the Annex for the functions of the:
-

Ministry of Expatriates’ Welfare and Overseas Employment;
Bureau of Manpower, Employment and Training;
Bangladesh Overseas Employment and Services Ltd. (BOESL).
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2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group, education,
expected occupation and country of employment:
Please refer to Tables 6 and 7 in the Annex.

TABLE 5
TOP FIVE COUNTRIES OF DESTINATION FOR CONTRACT MIGRANT WORKERS
Country

Number of Migrants

Saudi Arabia

1,030,558

Malaysia

113,325

UAE

293,244

Kuwait

160,954

Qatar

60,030

3. Legislation
Stated labour migration or overseas employment policy, objectives and priorities
There are several relevant migration laws:
•
•
•
•

Emigration Ordinance, 1982
Bangladesh Entry Control Act
Bangladesh Passport Act
Bangladesh Immigration Act

Efforts are being undertaken to consolidate the laws and to revise and update them.

4. Protection of Workers
Problems faced abroad by Bangladeshi migrant workers in terms of employment
and living conditions and exploitation by domestic recruitment agencies
• Non-payment and underpayment of wages
• No food
• No medical facility allowed.
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Measures to regulate recruitment and have exit controls
• Bureau of Manpower, Employment and Training (BMET) verifies the genuineness of the
work visa.
• Initially it is also checked, verified and endorsed by the Labour Attaché (where posted).

Pre-departure orientation and services available to migrant workers
• Briefing Centre in BMET
• BMET transport facility
• Facilitated exit procedures via a welfare desk in the airport.

Services from the state of origin available to migrant workers facing problems in the
destination countries
Bangladesh Missions in the host countries:
•
•
•
•
•

Receive and hear the complaints of migrant workers;
Take up the matter with the employers;
Provide legal assistance;
Arrange repatriation to stranded migrant workers;
Repatriation of remains of workers who have died abroad.

Welfare fund for migrant workers:
Bangladesh operates a welfare fund which provides the following services:
•
•
•
•

Financial assistance for legal support in host countries;
Cash support for initial sustenance;
Repatriation of migrant workers from host countries;
Legal support to family members in country of origin.

5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals:
• Bangladesh missions contact the major employers;
• Recruiting agents contact the foreign employers;
• Bangladesh Ambassadors and Ministers also meet with the Labour Ministers and the Chamber of Commerce and Industry in host countries.
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Role of the private sector (recruitment and employment agencies) in expanding labour
migration:
The recruiting agents contact the major employers in the receiving countries.

Estimates of the proportion of migrants using official channels to remit funds,
incentives to encourage migrants to remit funds via official channels, and measures
taken to harness remittances for development purposes:
•
•
•
•
•
•

The Government has introduced a “speed case system” to facilitate remittance;
Appointment of bank representatives in major labour importing countries;
Agreements with banks in host countries to facilitate remittance;
Encourage/facilitate investments in privatized industries;
Special savings incentives in the form of a Wage Earners Bond;
Housing facilities on government estates.

Specific programmes and services to assist with the reintegration of returning migrants:
A study has been conducted for the comprehensive reintegration of migrant workers, focusing
on their expertise and technical know-how.

6. Inter-state Cooperation and Data Collection
Bilateral labour agreements:
An agreement has been concluded with the Government of Kuwait. It is under review.

Institutions gathering data on labour migrants, type and frequency of data collection:
•
•
•
•

Bureau of Manpower, Employment and Training
Bureau of Statistics
Bangladesh Association of International Recruiting Agencies (BAIRA)
Some NGOs.
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BANGLADESH – ANNEX

Ministry of Expatriates’ Welfare and Overseas Employment
Main functions:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.

Welfare of Bangladeshi expatriates and protection of their rights.
Complaints by expatriates and their redress.
Facilitation of investments by expatriates in Bangladesh.
Projects for the participation of expatriates in economic and social welfare activities in
Bangladesh.
Registration of recruitment agencies.
Overseas employment at all levels.
Matters relating to Bangladesh Overseas Employment Services Limited.
Organizations and companies in the public sector dealing with overseas employment,
including BMET.
Administration of Labour Wing in Bangladesh Missions abroad and appointment of staff.
Administration of Wage Earners’ Welfare Fund.
Promotion of Bangladeshi culture among expatriates abroad.
Liaison with associations of Bangladeshi abroad.
Secretarial administration, including financial matters.
Administration and control of subsidiary offices and organizations under this Ministry.
Liaison with international organizations and matters relating to international treaties relating to subjects falling within the responsibility of this Ministry.
All laws on items falling within the responsibility of this Ministry.
Inquiries and statistics on any of the subjects falling within the responsibility of this
Ministry.
Fees in respect of subjects falling within the responsibility of this Ministry, except fees
taken in courts.

Ministry of Expatriates’ Welfare and Overseas Employment: Bureau of Manpower,
Employment and Training
The functions allocated to this Department are:
1.
2.
3.
4.
5.

To promote employment service at home and abroad.
To protect the interests of immigrants.
To ensure the welfare and remittances of Bangladeshis serving abroad.
To provide vocational guidance and employment counselling.
To promote self-employment in both rural and urban areas through distribution of tool-kits,
and the organization and preparation of investment schedules.
6. To maintain liaison with international agencies, e.g. ILO, UNDP, World Bank, regarding
development of training and employment.
7. To compile and publish reports on employment information and to carry out research and
studies on action-oriented programmes.
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Bangladesh Overseas Employment and Services Limited (BOESL)
The objectives for which the company is established are:
1. To do and carry on the business of recruitment agents for employment of Bangladeshis
abroad and to carry on the business of export of manpower as recruitment agents and consultants of manpower worldwide (except Israel, Taiwan and South Africa) where the company obtains the mandate to do so either through individual efforts, negotiation or as the
agent of a foreign company/Government agency/employer with due permission from the
appropriate authority of the Government of the People’s Republic of Bangladesh.
2. To secure and execute Site Management of Construction Projects of Civil, Mechanical and
Electrical works in foreign countries.
3. To secure and execute consultancy contracts for the design and construction of civil,
mechanical and electrical projects abroad by tender or by negotiation either as main contractor or as sub-contractor.
4. To project Bangladesh as a reliable source of quality manpower by means of regular publicity and advertisement in the international print media.
5. To undertake effective employment promotion campaigns in the countries requiring manpower, to secure employment offers from European, American and Japanese firms working
in the Middle East; to procure and process demands from Government departments of foreign
countries and from any other foreign employer.
6. To arrange for employment-tests, medical tests, tickets and other facilities for persons selected
for foreign employment and charge fees as may be determined by the Board of Directors
from time to time.
7. To do and carry on the business as travel agent, tour operators, conductors by air, land and
sea within and outside Bangladesh, either independently or in cooperation with any other
organization of any country.
8. To acquire and take over any concern carrying on the business of export of manpower and
travel agents and other allied business within and outside Bangladesh.
9. To motivate and mobilize Bangladeshi citizens living abroad for productive investment in
Bangladesh and set up joint ventures and commercial enterprises in and outside Bangladesh.
10. To establish branches, agencies or offices of the company in any part of Bangladesh or
outside Bangladesh.
11. To establish and maintain any other companies, firms, sole proprietorships, concerns and
organizations or any agencies under such name and style as the company may deem fit in
Bangladesh or in any other part of the world, as may be necessary or useful for carrying on
the business and objectives of the company.
12. To insure with any other company and persons against losses, damage, risks and liabilities
which may affect the company.
13. To enter into any agreement and contracts with any lending agencies, Sangstha, public or
private corporations and banks, whether local or foreign, that may be conducive to the pursuit of the company’s objectives.
14. To borrow or raise and secure the payment or repayment of loans or debts in such a manner
as the Directors may think fit and, in particular, through issuing of debentures or the creation
of mortgages, the charging of mortgages on the undertakings of the company or any part of
its assets and properties, both present and future, including the uncalled capital of the company

242

15.

16.

17.
18.

19.

20.

21.

22.
23.
24.

25.
26.
27.

for the time being or any other property or rights of the company, and with such security and
on such terms and conditions as to priority or otherwise, and generally to borrow money in
such a manner as may be agreed upon between the lender and the Directors of the company
and to apply the same for all or any of the purposes of the company.
To enter into partnership or any arrangement for sharing profits, union of interest, cooperation, joint venture, reciprocal concession or amalgamation with any person, firm or company carrying on, or engaged in, any business transactions capable of being conducted so as
to directly or indirectly benefit the company.
To promote any other company, firm or concern in pursuit of any of the objectives of the
company or for the purpose of acquiring all or any of the business, property, rights, liabilities
of this company or for any other purposes which may seem directly or indirectly to benefit
this company.
To advance money with of without security, for the purpose of the company’s business to
such persons and upon such terms and conditions as the company may think fit.
To acquire by purchase, lease, exchange or otherwise land, buildings and hereditament of
any tenure or description or any estate or interest in or any rights over or connected with land
and either to retain the same for the purpose of the company’s business or to turn the same to
account as may seem expedient.
To enter into and carry into effect any working amalgamation or arrangement with any companies, corporations, firms, persons, Government or authorities to obtain any order, licences,
rights, powers, authorities, privileges and concessions from them and to exercise such licences, rights, powers, authorities, privileges and concessions.
To enter into any arrangements with any Government, municipal or local authority that may
seem conducive to achieving the company’s objectives and to obtain from any such Government or authority rights, concessions and privileges which the company may think desirable
to obtain and to carry out, exercise and comply with any such arrangements, rights, privileges and concessions.
To sell or dispose of the undertaking of the company or any part thereof for such considerations as the company may think fit and, in particular, the shares, debentures or securities of
any other companies having objects similar to those of this company.
To enter into collaboration with any persons or parties whether local or foreign for the purposes of the business of the company.
To invest and deal with the capital of the company not immediately required in such manner
as may from time to time be determined by the Board of Directors of the company.
To remunerate any person, firm or company for any services rendered or to be rendered to
the company, or for placing or assisting to guaranteeing the placing or selling of shares,
debentures or debenture stocks of the company or other securities on the acquisition of any
property, plant and machinery by the company or the conduct of its business.
To merge with any other company, firm or body corporate formed and registered in Bangladesh or elsewhere established with objects similar to those of this company.
To distribute all or any assets or properties of the company among the members in specie or
kind.
To appoint agents or constitute agencies of the company in Bangladesh and elsewhere for
administration of the affairs of the company and to manage its business either generally or in
respect of any particular sphere of its activities, in doing and performing any or some or all
the objects mentioned in the Memorandum of Association, or as incidental or conducive to
the attainment of these objects.

243

TABLE 6
OVERSEAS EMPLOYMENT
(December 2002)

Country

Afghanistan
Australia
Azerbaijan
Bahrain
Brunei
China
Cyprus
Egypt
Ethiopia
Germany
Greece
Hong Kong
Indonesia
Iran
Ireland
Italy
India
Japan
Jordan
Korea
Kuwait
Lebanon
Libya
Malaysia
Maldives
Mauritius
Myanmar
Netherlands
Nepal
Oman
Pakistan
Qatar
Saudi Arabia
Singapore
Sudan
Sri Lanka
Sweden
Syria
Thailand
UAE
USA
UK
Viet Nam
Others
Total

Bangladeshi
Workers

Nov/02

Nov/02

Jan-Nov/02

Jan-Nov/02

Jan-Nov/02

Working
Abroad,
up to Oct/02

BMET,
Clearance

Total, 213

BMET

Clearance,
Visa by
Embassy

Total (5+6)

28
1
7
4,917
153
9
10
0
0
0
0
2
1
0
104
18
0
1
499
27
6,792
1
1,383
80
10
60
0
34
0
3,623
0
91
151,377
6,409
3
0
0
0
0
22,709
4
15
0
72
198,440

28
5,000
7
46,831
8,002
22
703
300
10
50,000
10,000
1
300
9,578
45
45,000

125,507

268

60,030
1,030,558
44,270
10

10
16,654
492

293,244
250,004
350,002
10
40

2,572

3

28
5,000
7
47,262
8,003
25
703
300
10
50,000
10,000
1
300
9,578
61
45,000
0
10,000
4,404
14,001
162,050
10,001
9,741
113,325
5,571
1,200
0
503
0
125,775
0
60,040
1,047,212
44,762
10
0
0
0
0
295,816
250,004
350,003
10
43

2,658,948

21,801

2,680,749

10,000
4,300
14,001
160,954
10,001
9,591
113,325
5,571
1,200

431
1
3

16

104
1,096
150

503

1
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28
1
7
4,917
153
9
10
0

1,273
7,497

461

9,231

0
0
2
1
0
104
18
0
1
1,772
27
14,289
1
1,383
80
10
60
0
34
0
3623
0
552
151,377
6,409
3
0
0
0
0
22,709
4
15
0
72
207,671

TABLE 7
MIGRANT WORKERS BY SEX
Month

Men

Women

Total

Country (Women Workers)

January/02
February/02
March/02
April/02
May/02
June/02
July/02
August/02
September/02
October/02

15,041
11,761
15,736
16,460
12,561
17,251
20,087
19,954
22,938
23,860

24
52
58
25
136
38
70
127
111
335

15,065
11,813
15,794
16,485
12,697
17,289
20,157
20,381
73,049
24,195

November/02

21,670

131

21,801

Saudi Arabia (8), UAE (16)
Saudi Arabia (52)
Saudi Arabia (56), UAE (1), Singapore (1)
Bahrain (24), Saudi Arabia (1)
Saudi Arabia (68), UAE (40), Bahrain (28)
Saudi Arabia (35), UAE (3)
Saudi Arabia (50), UAE (20)
Saudi Arabia (125), UAE (1), Bahrain (1)
Saudi Arabia (104), UAE (7)
Saudi Arabia (242), Jordan (30),
Hong Kong (1), Bahrain (1)
Saudi Arabia (15), Kuwait (1), Oman (1),
UAE (45), Jordan (69)
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CHINA

1. Government Labour Migration Structure
Government agencies involved in labour migration management and their role:
- The Ministry of Labour and Social Security (MOLSS) is in charge of overseas employment
management.
- The Ministry of Public Security (MPS) is in charge of maintaining the orderliness of entry and
exits in relation to overseas employment.
- The State Administration of Industry and Commerce of China (SAIC) is in charge of registration of overseas employment agencies and for maintaining and supervising the economic
orderliness of the market where overseas employment intermediary activities are conducted.
- The Ministry of Foreign Trade and Economic Cooperation (MFTEC) is in charge of labour in
relation to construction works.

2. Labour Migration Statistics
Number of contract migrant workers who have departed in 2002 (or 2001, if statistics for 2002
are not yet available), by sex, age group, education, expected occupation and country of employment. Top five countries of destination:
Such statistics have not been implemented yet, but are expected to be available as from next
year.

3. Legislation
Stated labour migration or overseas employment policy, objectives and priorities:
Most of the objectives and priorities are described in “Administrative Regulations on Overseas
Employment Intermediary Activities”, promulgated by Decree No. 15 of the Ministry of Labour
and Social Security of the People’s Republic of China, the State Administration of Industry and
Commerce. For details, see the Annex.

Labour migration law in place:
China does not have one.
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4. Protection of Workers
Problems faced abroad by Chinese migrants in terms of employment and living
conditions and exploitation by domestic recruitment agencies:
The more frequent and serious problems are: excessive working hours, salaries that are too low
or not paid and a pervasive lack of social insurance for migrant workers.

Measures to regulate recruitment and have exit controls:
See Decree No. 15, Administrative Regulations of Overseas Employment Intermediary Activities, in the Annex.

Pre-departure orientation and services available to migrant workers:
Each migrant worker must get a certificate of training, including training in skills and relevant
law before they are allowed to work abroad.

Services from the state of origin available to migrants facing problems in the destination
countries:
Information on relevant laws.

5. Foreign Market Development, Remittances, Return and Reintegration

Measures taken by the state to expand labour migration of its nationals:
Such measures are still very few.

Role of the private sector (recruitment and employment agencies) in expanding labour
migration:
Some private intermediary agencies help to expand labour migration through their service.

Estimates of the proportion of migrants using official channels to remit funds, incentives
provided to encourage migrants to remit funds via official channels and measures taken
to harness remittances for development purposes:
China does not compile such statistics.
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Specific programmes and services to assist in the reintegration of returning migrants:
There are no such programmes and services in China.

6. Inter-state Cooperation and Data Collection
Bilateral labour agreements:
No such agreements have yet been concluded by China.

List of institutions gathering data on labour migrants, type and frequency of data being
gathered:
China will start to collect such data as from next year through the International Exchange and
Service Centre.
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CHINA – ANNEX

Intermediary activities
Promulgated by Decree No. 15 of the Ministry of Labour and Social Security of the People’s
Republic of China, the Ministry of Public Security of the People’s Republic of China, the State
Administration of Industry and Commerce of the People’s Republic of China, effective as of
July 1, 2002.

Chapter I. General Provisions
Article 1 These Regulations are formulated in accordance with the Labour Law of the People’s Republic of China and relevant rules and regulations issued by the State Council, with a
view to regulating overseas employment intermediary activities and protecting the legitimate
rights and interests of overseas Chinese workers.
Article 2 These regulations apply to overseas employment intermediary activities within the
territorial boundaries of the People’s Republic of China.
For the purpose of these Regulations, overseas employment refers to any employment of a Chinese citizen under a labour contract entered into by and between the same and an overseas
employer, to provide services overseas and to receive a remuneration in exchange.
Overseas employment intermediary activities shall mean services provided to Chinese citizens
who are employed outside the territorial boundaries of the People’s Republic of China, or to
overseas employers who recruit Chinese citizens to work abroad. An entity engaged in said
activities, when duly licensed, shall be known as an overseas employment intermediary.
Article 3 Any overseas employment intermediary activities are subject to prior administrative
authorization. No entity or individual shall be allowed to engage in overseas employment intermediary activities unless duly approved or registered.
Article 4 The Departments of Labour and Social Security shall be charged with regulating,
supervising and inspecting overseas employment related activities.
The Department of Public Security shall be charged with ensuring the orderly entry and exits in
relation to overseas employment.
The Administrative Departments of Industry and Commerce shall be charged with the registration of overseas employment agencies and with maintaining and supervising the economic
orderliness of the market where overseas employment intermediary activities are conducted.
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Chapter II. Establishment of an Agency
Article 5 An applicant for participation in overseas employment intermediary activities shall
meet the following requirements:
a) Comply with the conditions governing the establishment of a legal person.
b) Full-time professional staff competent in law, foreign languages and accounting. Draw up
comprehensive working rules and codes of conduct for the staff.
c) An escrow deposit of no less than RMB 500,000.
d) Other conditions provided for by relevant laws and regulations.
Article 6 An entity applying for a licence to carry on overseas employment intermediary
activities (hereinafter referred to as Applicant) shall submit an application to the provincial
Department of Labour and Social Security where the said Applicant is located for preliminary
assessment and approval. With the consent of the Department of Public Security at the same
level, the Applicant shall submit the application, via the provincial Department of Labour and
Social Security (MOLSS) for final evaluation and authorization. The MOLSS shall, within sixty
(60) days upon receipt of the application, reply in accordance with the results of the final evaluation. A newly licensed agency shall complete the firm or business name pre-registration with
the local administration of industry and commerce prior to submitting the application to MOLSS.
Upon the approval by MOLSS, a copy shall be forwarded to the Ministry of Public Security, and
MOLSS shall issue the Licence of Overseas Employment Intermediary Activities (hereinafter
referred to as the licence) thereafter. A licence shall be valid for three (3) calendar years from the
date of issue. Any overseas agency, individual or mission in China are prohibited from participating in overseas employment intermediary activities.
Article 7 When applying for a licence, an agency shall submit the following documents to the
appropriate authority for prior assessment and approval:
a) A completed application form of eligibility for overseas employment intermediary activities.
b) A confirmation notice of firm or business name pre-registration.
c) Personal data and relevant qualifications or certificates of the legal representative or candidate for the same, and/or key officers and personnel intended to be employed by the agency.
d) A balance sheet produced by a certified financial assessment agency with legal qualifications.
e) A certified copy of the Articles of Association and internal rules and regulations.
f) A feasibility report of employment intermediary activities and the administrative regions
within which the said activities are intended to be conducted.
g) Verification of residence and business location.
h) Proof of the required funds in an escrow deposit account certified by the provincial Department of Labour and Social Security.
i) Other documents required by MOLSS.
Article 8 An applicant shall, within thirty (30) calendar days upon the receipt of the licence,
register with, or alter a previous registration at the local administration of industry and commerce and shall, within ten (10) calendar days from the registration or modification of registra-
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tion, proceed for records with the local Department of Labour and Social Security and Department of Public Security at the provincial level.

Chapter III. Operation and Management
Article 9

An agency may conduct the following business in accordance with the law:

a) Provide Chinese citizens with information and consultation with respect to overseas employment.
b) Recommend and recruit needed staff as indicated by overseas employers.
c) Provide pre-departure orientation to overseas workers and assist them with formalities such
as notarization of vocational qualifications.
d) Assist overseas workers with formalities and documents such as passport, visa, materials
for notarization, medical examination and vaccination.
e) Pay contribution to social insurance schemes as indicated by overseas workers.
f) Provide legal assistance to overseas workers in the form of mediation, arbitration or lawsuits to protect their legitimate rights and interests.
Article 10 An agency shall fulfil the following obligations in accordance with the law:
a) Examine and confirm documents regarding an overseas employer, such as certificate of
business existence, level of capitalization and credit and permission for overseas recruitment approved by immigration authority or other competent authorities of a state or region
where the said employer is located.
b) Assist and instruct an overseas worker to enter into a labour contract signed by the worker
and an overseas employer, and confirm the provisions of the contract.
c) The minimum provisions of the contract, which shall include, but shall not be limited to,
term of validity of the contract, working site, job description, working hours, working conditions, remuneration, social insurance, occupational protection, rest and leave, food and
accommodation, conditions for the modification or termination of the contact and provisions on settlement of disputes and liabilities for breach of contract.
Article 11 A service agreement of overseas employment shall be signed by and between an
agency and the overseas worker in accordance with applicable laws, determining, among others,
mutual rights and duties, wages, service items, fees, liabilities in case of breach of contract and
damages.
Article 12 A signed overseas employment service agreement and a confirmed labour contact
are to be filed with the Department of Labour and Social Security at provincial level. If there is
no objection from the Department within ten (10) calendar days, an agency may issue a certificate of overseas employment. The local Department of Public Security shall issue the necessary
entry and exit documents based on that certificate.
Article 13 Establishment of branches and extension offices shall be subject to procedures of
application for evaluation and permission, registration and record, as provided in Chapter II
hereof.
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Article 14 No agency shall contract or subcontract overseas employment programmes to unlicensed entities or individuals.
Article 15 No agency shall organize illegal entry and exit activities or recruit Chinese citizens
abroad who engage in activities that constitute a crime under Chinese law.
Article 16 Advertisements on overseas employment services shall be first approved by the
local administration of industry and commerce at provincial level. No advertisement shall be
released without said approval.
Article 17 An agency may charge overseas workers and employers a service fee as it deems
reasonable and necessary. The fee standard shall be subject to the inspection of local pricing
departments.
Article 18 An agency shall display, at a conspicuous place on the premises of the establishment, among others, lawful certificates, service items, fee standards, supervisory authorities and
their phone numbers, and shall be subject to inspection and supervision by the local Department
of Labour and Social Security and other relevant departments.
Article 19 In the case of transfer or change of business name, residence or business venue, or
the legal representative of an agency, the agency shall apply for alteration of its licence through
the procedure laid down in these Regulations. Thereafter, such transfer or change, as indicated
by the new licence, will be registered with the former business registration authority for the
records.
In the particular case of a change of business name, the agency shall submit certified permission
from the local administration of industry and commerce. Other changes or transfers shall be
subject to existing rules and regulations pertaining to business registration.
Article 20 An agency which intends to continue to participate in overseas employment intermediary activities upon expiration of its licence shall, within ninety (90) calendar days before
expiration, apply for renewal of the licence through the procedure prescribed herein. An agency
that fails to apply for renewal by the date of expiration of its licence shall be delisted by MOLSS.
Article 21 Agencies shall be subject to an annual evaluation. Each agency shall submit reports
on business performance, among others, to the local department of labour and social security at
provincial level.
An agency which fails to observe said evaluation shall be reported to the MOLSS by provincial
departments and shall be delisted or cancelled by MOLSS. MOLSS shall communicate this to
the departments of public security and administration of industry and commerce concerned.
Article 22 Prior to bankruptcy or cessation of activities, an agency shall submit a written application for cancellation of its licence and measures for matters arising therefrom to the local
department of labour and social security at provincial level and proceed to the cancellation of the
licence.
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Article 23 The licence issuing authority shall advise, in a timely manner, departments of public
security and administration of industry and commerce of the operational performance of cancelled agencies.
A cancelled agency shall surrender its licence to the issuing authority within ten (10) calendar
days from the date of receipt of the cancellation notice, and shall apply to the previous business
registration authority for the cancellation or modification of the registration.
Article 24 Any legal representative or principal officials of an agency who are responsible for
the revocation of its licence by reason of a violation of the provisions in these Regulations, are
prohibited from participating in overseas employment intermediary activities for three (3) calendar years subsequent to said revocation.

Chapter IV. Deposit in Escrow Account
Article 25 An escrow account shall be created for the purposes of overseas employment intermediary activities. The deposit shall be used for damages, money claims and fines in cases
where legitimate rights and interests of served parties are harmed through the fault of an agency.
Article 26 An agency shall reserve its escrow account at a state-owned commercial bank designated by the local Department of Labour and Social Security at provincial level. The deposit
shall be used only for the prescribed purpose.
Article 27 The deposit in an escrow account and accrued interest shall be monitored by the
local departments of labour and social security. No entities or individuals shall use the deposit
without authorization of said departments.
Article 28 The deposit and accrued interest shall be the possession of the agency. In the case of
bankruptcy or cessation of activities, the deposit and interest shall be deemed as part of the
assets of that agency and shall be disposed of according to the relevant rules and regulations.
Article 29 If an agency is not able to pay the damages or fines imposed by an arbitration tribunal or a people’s court, it may apply in writing to the monitoring authorities for the use of the
deposit in an escrow account. If an agency refuses to pay the fine or to execute aforesaid rulings,
it shall be subject to enforcement procedures.
Article 30 If the amount of funds deposited in an escrow account is in excess of the damage
caused to serviced parties, an agency shall assume civil liability according to the relevant rules
and regulations.
Article 31 An agency shall replenish the amount which had been withdrawn within sixty (60)
days from the date of such withdrawal. Failure to replenish within said period shall lead to the
automatic suspension of its licence.
Article 32 A licensed agency which ceases its activities voluntarily, or is bankrupt or delisted,
as the case may be, shall be entitled to the refund of the deposit and interest at the bank following
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clearance by the monitoring authorities, provided that no complaints or lawsuits are filed against
the agencies within two (2) calendar years from the date of cancellation under the aforementioned
circumstances.

Chapter V. Penalties
Article 33 Any units or individuals participating in overseas employment programmes without
authorization by the Departments of Labour and Social Security, or registration in the Department for Industry and Commerce, shall be banned by the above administrations. The business
assets and illegal earnings shall be confiscated. As to any damage to the serviced party caused by
illegal overseas employment, the agency shall be liable to pay compensation.
Article 34 If the agency has committed any of the violations enumerated below, the Department of Labour and Social Security should correct its activities. A fine of up to 10,000 RMB
shall be imposed on the agency with no illegal gains, while a fine of not less than three times the
illegal earnings, but not more than 30,000 RMB, shall be imposed on the agency which has
benefited from illegal gains. The agency shall be liable to compensate the damage suffered by
the serviced party. It shall assume criminal responsibility for any criminal acts committed by it.
a) Providing false or altered documents to obtain the licence.
b) Subcontracting or sub-letting any non-licensed agencies or individuals overseas employment programmes without authorization.
c) Refusal to fulfil the responsibilities prescribed under Article 10 herein.
d) Acting without the service agreement on overseas employment with serviced parties.
e) Failure to replenish the escrow deposit within the prescribed period, while continuing service activities.
f) Any violation of these Regulations which caused severe damage to the legitimate rights and
interest of overseas workers.
Article 35 Any agency which operates without documentation of labour contracts and service
agreements on overseas employment, in violation of Article 12 of these regulations, shall be
fined up to 1,000 RMB by the administration of labour and social security.
Article 36 As to submitting false testimonies and false documents for entry and departure, an
agency which has not benefited from illegal gains shall be fined up to 10,000 RMB, while an
agency with illegal gains shall be fined not less than three times the illegal gains, but no more
than 30,000 RMB. If a crime was committed, it shall be subject to the corresponding criminal
responsibility.
Article 37 In case of any violation of the rules and regulations of industry and commerce, the
administration of industry and commerce shall investigate and prosecute. Any release of advertisements on overseas employment without authorization shall be banned by the administration
of industry and commerce. An agency which has not benefited from illegal gains shall be fined
up to 10,000 RMB, while an agency with illegal gains shall be fined not less than three times the
illegal gains, but not more than 30,000 RMB.
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Chapter VI. Supplementary Provisions
Article 38 The application form for overseas employment and the Licence of Overseas Employment shall be formulated by MOLSS.
Article 39 An agency holding a licence for overseas employment dating from before the enactment of these Regulations, shall reapply for a new licence and register within ninety (90) calendar days from the date of the implementation of these Regulations.
Article 40 MOLSS shall publicize the list of licensed and of delisted agencies on time.
Article 41 Provincial, autonomous regional or municipal departments of labour and social
security shall, together with the department of public security and administration of industry and
commerce at the same level, formulate implementing regulations, which shall be submitted and
documented to the Ministry of Labour and Social Security, Ministry of Public Security and State
Administration of Industry and Commerce.
Article 42 Intermediary services for citizens from the Chinese mainland to work in the Hong
Kong Special Administrative Region, Macau Special Administrative Region, and Taiwan are
not subject to these Regulations.
Article 43 These Regulations shall enter into force on July 1, 2002. The former Regulation
Supervising Overseas Employment Service Agency, promulgated on November 14, 1992, shall
be terminated simultaneously.
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INDIA

1. Government Labour Migration Structure
Government agencies involved in labour migration management and their roles:
The Ministry of Labour of the Government of India is the nodal Ministry administering the
Emigration Act, 1983. The Protector General of Emigrants in the Ministry of Labour, through
the eight offices of the Protectors of Emigrants, supervises the emigration of Indian workers.
The other Ministries involved in the emigration of Indians abroad are the Passport Issuing Authority and Indian Missions, under the Ministry of External Affairs, and the Airport Immigration
Authorities of the Bureau of Immigration under the Ministry of Home Affairs.
The Passports Offices throughout the country issue passports of two categories: (i) Emigration
Check Required (ECR) and (ii) Emigration Check Not Required (ECNR). Persons holding
“ECNR” passports are free to go to any country without having to obtain prior clearance from
emigration authorities.
The Indian Missions play an important role in keeping the Government informed with their firsthand knowledge of the realities relating to Indian expatriate workers. They interact with the
foreign governments and foreign employers in redressing any problems pertaining to Indian
migrant workers. In respect of certain countries, emigration of Indian workers is permitted only
after prior verification by the Indian Missions.
The Immigration Authorities posted in all the international airports check the emigration clearance granted by the Protector of Emigrants, allow the cleared persons to go abroad, and check
illegal emigration.
The three Ministries mentioned above meet quite often to review and suggest improvements to
the procedures, as well as to ensure proper coordination.
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2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group, education,
expected occupation and country of employment:

TABLE 8
THE DISTRIBUTION OF ANNUAL LABOUR OUTFLOWS FROM INDIA
BY DESTINATION (1997-2001)
Country

1997

Bahrain
Kuwait
Oman
Saudi Arabia
UAE
Singapore
Qatar
Malaysia
Libya
Others
Total

1998

1999

2000

2001

15,909
31,082
15,155
58,722
55,099
18,399
4,615
1,198
32,003

16,382
39,751
30,985
78,048
53,673
27,886
13,829
6,131
334
11,645

243,182

278,664

17,944
13,170
29,994
14,420
10,945
-

16,997
22,462
20,774
105,239
134,740
21,298
-

29,951

33,654

14,905
19,149
16,101
27,160
79,269
19,468
62
1,129
22,309

416,424

355,154

199,552

Note: Information in respect of the age, sex, education and occupation is not maintained separately.

TABLE 9
TOP FIVE COUNTRIES OF DESTINATION FOR CONTRACT MIGRANT WORKERS
Country

Number of migrants

Saudi Arabia
United Arab Emirates
Kuwait
Sultanate of Oman
Singapore

78,048
53,673
39,751
30,985
27,886

3. Legislation
Stated labour migration or overseas employment policy, objectives and priorities:
The Government of India does not have a labour migration or overseas employment policy.
However, the Emigration Act of 1983, which came into effect on 30 December 1983, deals with
the emigration of Indian workers for overseas employment on a contractual basis, and seeks to
safeguard their interests and ensure their welfare.
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Labour migration law in place:
The Emigration Act, 1983, came into effect on 30 December 1983, replacing the earlier Emigration Act of 1922.
A proposal is under consideration to constitute a Central Manpower Export Promotion Council
and set up an Indian Overseas Workers’ Welfare Fund for the purpose of meeting such contingencies by making payments to the Embassies or High Commissions to arrange for return tickets
for the workers who become stranded abroad, or for the repatriation of deceased workers, and
to grant assistance to workers who become partially or permanently disabled, or other similar
purposes.

4. Protection of Workers
Problems faced abroad by Indian in terms of employment and living conditions
and exploitation by domestic recruitment agencies:
Most of the complaints received from Indian emigrants relate to non-payment or delayed payment of wages, irregular working hours, modification of the labour contract to their disadvantage by the foreign employers, poor working and living conditions, workers becoming stranded
because of the foreign employers’ unwillingness to meet them on arrival, non-availability of
jobs after arrival in the foreign country, non-payment of compensation in the case of injuries
resulting from accidents in the course of, or arising out of, the employment and which result in
partial or total disability, delays in the transport of deceased workers to India by the foreign
employers, etc. Reports of physical abuse of domestic workers, especially housemaids, are often
received from countries like Kuwait. Most complaints are received from workers in the Gulf
region and South-East Asian countries, like Malaysia.

Measures to regulate recruitment and have exit controls:
Section 22 of the Act provides that no citizen of India shall emigrate unless he obtains emigration clearance from the Protector of Emigrants. However, 17 categories of persons are exempt
from this requirement. They are placed in the “Emigration Check Not Required” (ECNR) category. 50 countries have also been placed in the “Emigration Check Not Required” (ECNR)
category.
Under the Act, only the Recruiting Agents registered with the Ministry of Labour and who have
been issued a Registration Certificate (RC) can conduct the business of recruiting for overseas
employment. The Certificate is granted after checking, among others, the Recruiting Agent’s
financial soundness, trustworthiness, adequacy of premises, experience in the field of dealing
with manpower export, and after depositing financial security ranging from Rs. 3 lakh to Rs. 10
lakh in the form of a bank guarantee.
Under the Act, a foreign employer can recruit any Indian citizen for employment abroad either
through a Recruiting Agent competent under the Act to make such recruitment, or directly in
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accordance with a valid permit issued by the Government. Indian workers are also deployed by
Indian project exporters on project sites abroad. The recruiting agents are authorized to collect
service charges from each worker, as fixed by the Government.
Pre-departure orientation and services available to migrant workers:
No pre-departure orientation and services are yet available to migrant workers.

Services from the state of origin available to migrants facing problems in the destination
countries:
All Indian missions in countries where there is a large concentration of Indian expatriate workers, have a separate Labour Attaché/Welfare Officer. All possible help is provided by the Indian
Missions, including assistance with the settlement of disputes by taking up the matter with the
foreign Government/employer.

Welfare fund for migrant workers:
Although at this time, no welfare fund has been created, it is the intention of the Government to
constitute one.
Measures taken by the state to expand labour migration of its nationals:
The Union Government does not assume any promotional role at present. However, some of the
State Governments have set up State Manpower Corporations to promote the export of manpower from their States.
Role of the private sector (recruitment and employment agencies) in expanding labour
migration:
The role of the private sector, although not defined, is significant in expanding labour migration.
Mostly, the recruiting agencies search out the new areas and avenues for deployment of Indian
workers abroad.
Estimates of the proportion of migrants using official channels to remit funds, incentives
provided to encourage migrants to remit funds via official channels and measures taken
to harness remittances for development purposes:
No information regarding the use by emigrants of official channels to remit funds is available.
However, according to the records of the Reserve Bank of India, private remittances of
Rs. 57,821 crore (equivalent to US$ 12,125 million) were received during the period from
1 April 2001 to 31 March 2002. Private inward remittances are exempt from Income Tax.
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Specific programmes and services to assist in the reintegration of returning migrants:
The Government of India does not have any specific programmes and services to assist in the
reintegration of returning migrants.

5. Inter-state Cooperation and Data Collection
Bilateral labour agreements:
The Government of India has signed bilateral labour agreements with the Governments of Qatar
and Lebanon in 1989 and 1990.

List of institutions gathering data on labour migrants, type and frequency of data being
gathered:
The Government collects data on labour migrants concerning the number of workers going
abroad after getting clearance from the Protectors of Emigrants.
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INDONESIA

1. Government Labour Migration Structure
Indonesian Overseas Employment is regulated by the Decree issued by the Minister of Manpower and Transmigration of the Republic of Indonesia, No. KEP 104A/MEN/2002 of 2002,
and Presidential Decree No.29 of 1999 in connection with the Presidential Decree No. 46 of
2000 concerning the Coordinating Board of Indonesian Overseas Employment.
Based on this decree, the Minister of Manpower and Transmigration of the Republic of Indonesia assumed the functions of the Chairman of the Board.
The members of this board are:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Minister of Home Affairs
Minister of Foreign Affairs
Minister of Justice and Human Rights
Minister of Education
Minister of Finance
Minister of Transportation and Telecommunication
Minister of Religious Affairs
Minister of Health
Minister for Women Empowerment
Head of Indonesian National Police

The government institutions (as listed above) related to the programme of the Indonesian Overseas Employment perform their responsibilities in accordance with their respective main tasks
and functions. For instance, the main responsibility of the Department of Home Affairs is the
issuing of identity documents for the Indonesian Overseas Worker (TKI) in their place of origin.
The Department of Justice and Human Rights in the Directorate General of Immigration is
responsible for the issuance of passports. The Ministry of Transportation is responsible for transportation for the Indonesian workers, and the Ministry of Health is responsible for the health of
the Indonesian workers, especially for the pre-departure medical check up. The Department of
Finance is responsible for issues related to insurance, etc.
The government institutions concerned maintain close relations and have an integrated approach
towards labour migration issues. The collaboration between the government institutions should
be harmonized to ensure that the programme of Indonesian Overseas employment works smoothly.
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2. Labour Migration Statistics

Number of contract migrant workers who have departed in the year by sex, age group,
education, expected occupation and country of employment:
Please refer to the Annex.

TABLE 10
TOP FIVE DESTINATIONS FOR CONTRACT MIGRANT WORKERS
Country/Region

Number of migrants

Saudi Arabia
Malaysia
Taiwan
Hong Kong
Singapore

309,036
245,200
58,326
54,701
48,252

3. Legislation

Stated labour migration or overseas employment policy, objectives and priorities:
Indonesia has an overseas employment policy with the following objectives and priorities:
Objectives:
•
•
•
•
•

To reduce the national unemployment rate.
To increase protection for the Indonesian workers.
To generate and to increase foreign revenue from the migrant workers.
To increase the economic power and social welfare.
To increase the quality of Indonesian human resources.

Priorities:
• Labour Empowerment should:
- provide accurate, complete and true information.
- provide excellent service spread evenly throughout the regions, with easy procedures
to allow the effective and efficient achievement of the set goals.
• Implementation of the process of exporting manpower in a professional and effective
manner:
- to apply a standard measure and to assess the Indonesian Overseas Agencies (domestic
recruitment agencies) prior to issuing licences enabling them to operate.
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-

To enhance the manpower capability to enable them to compete on the international
labour market.

• Consolidation:
- Ensure coordination among the different sectors, both domestically and abroad.
- Ensure that supervision and law enforcement are consistently observed, without any
discrimination.
• Institutions and Management Information System Development:
- Install a Management Information System network for overseas employment services
through the use of IT-based technology.
- Establish and empower the support for the Indonesian Manpower Institutions that work
for the manpower placement overseas, be it at the local or central office.
• To establish and to complete the System of Overseas Manpower Placement:
- Formulate legislation at the national level in accordance with global changes.
- Increase the supporting system in accordance with the increase in human and financial
resources.
- Create a national campaign programme on Indonesian Overseas Manpower Placement.

Labour migration law in place:
Indonesia does not yet have a labour migration law. The legislation currently available is in the
form of a Ministerial Decree No. KEP 104A/MEN/2002 concerning overseas manpower placement.

4. Protection of Workers
Problems faced by Indonesian migrants in terms of employment and living conditions
and exploitation by domestic recruitment agencies:
Several Indonesian workers have faced problems related to their employment abroad, such as
unpaid salaries, verbal abuse, physical abuse, sexual harassment, among others.
The scale of the problems as reported by Indonesian Consulate General in Jeddah is as follows:
•
•
•
•

Unpaid salaries
37.4 %
Verbal Abuse
16.9 %
Physical Abuse
8.0 %
Sexual harassment 2.6 %

According to the most frequent data reported, Malaysia is the country where the Indonesian
migrant workers faced most problems, followed by Saudi Arabia.
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One of the problems faced by Indonesian workers are the illegal domestic recruitment agencies,
which make it impossible for the workers to leave, not to mention the high cost of recruitment
fees that the migrant workers have to pay to the illegal agencies. To solve the problem, the
Government of the Republic of Indonesia issued the Ministerial Decree No: 104A/MEN/2002
regulating the recruitment of the Indonesian workers. The recruitment/placement must be effected through agencies that have already been licensed by the Department of Manpower and
Transmigration. To obtain the licence, the recruitment/placement agencies must have recruitment agreements, job orders, employment contracts, and placement agreements. In that way,
Indonesian workers who are recruited by legitimate placement institutions can be sure of the
time of their departure, and would be protected.

Measures to regulate recruitment and have exit controls:
The mechanism of handling labour supply and placement:
The Indonesian Overseas employment agencies (IOEA) must request a licence in writing from
the Director of Labour Promotion and Placement (of the Ministry of Manpower and Transmigration) authorizing them to recruit Indonesian workers for a certain region.
The number of workers requested by IOEA must be in accordance with the Job Order. They then
have to determine the “region of placement”, i.e. the Middle East or the Asia Pacific region.
Indonesia has an allocation control policy, which is a mechanism to control the placements made
by IOEA. Their recruitment activities have to be in accordance with their capacity to ensure
proper and complete services to the candidate workers.
Pre-departure orientation and services available to migrant workers:
Pre-departure orientation is available. It is given to workers who are ready to be placed. The IOE
is responsible for the implementation of this programme, in coordination with the Directorate
General of the Overseas Manpower Placement and Development. Pre-departure orientation is
intended to inform workers about the culture and customs of the country of destination, the
danger of drug abuse, how to deal with problems, to whom to report, etc.
Services from the state of origin available to migrants facing problems in the destination countries:
The Government of the Republic of Indonesia provides workers with advice on how to deal with
problems in the country of destination. The Indonesian embassy will assist Indonesian workers
with any problems and help them to solve them by, e.g., arranging for lawyers and giving legal
support to the Indonesian workers if necessary.
Welfare fund for migrant workers:
The programme for Indonesian Overseas Employment does not yet have a welfare fund.
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5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals
The measures taken by the state to expand labour migration or to increase the number of
placement and their quality are:
In principle, the Government offers Indonesian workers who want to go and work abroad the
opportunity to do so. To this end, procedures have been established to deal with the necessary
documents and training units were created for the candidates to give them the opportunity to
choose whether they want to work in their own country or abroad.
Means of expanding the international market:
• Officials visit certain countries to promote the placement of Indonesian workers there.
• By recommending the Overseas Employment Agencies who are trying to expand their market.
The recommendations are given to the Indonesian Embassy in the country where the Overseas
Employment Agencies are trying to expand the market, so that the Indonesian Embassy in that
country is able to support them.

Role of the private sector (recruitment and employment agencies) in expanding labour
migration:
In respect of the limitations that the Indonesian Government has in running the overseas manpower placement, private employment agencies are helping the Government to implement some
tasks in the process of Overseas Indonesian manpower placement in accordance with the existing regulations. IOEAs who have been licensed by the Government, have to meet certain technical and financial requirements.

Estimates of the proportion of migrant workers using official channels to remit funds,
incentives provided to encourage migrants to remit funds via official channels
and measures taken to harness remittances for development purposes:
Estimates of the proportion of migrant workers using official channels to remit funds tend to
increase with every year. So far, no data on incentives given to encourage migrants to remit their
money through official channels are available. The official channel for remitting funds is the
National Bank appointed by the government Department of Manpower and Transmigration.
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The estimated amounts of the remittances are as follows (in US dollars):

TABLE 11
ESTIMATED REMITTANCES
Year

Amount (US$)

1999
2000
2001
2002

1,295,446,057
1,312,740,473
1,923,989,365
1,028,882,224

6. Inter-state Cooperation and Data Collection

TABLE 12
BILATERAL LABOUR AGREEMENTS
Country/Region

Type

Process

Brunei Darussalam
Singapore
Malaysia

MoU
MoU
MoU

Not formulated yet
Not formulated yet
Addendum

South Korea
The Philippines

MoU
MoU

Not formulated yet
Counter draft

Taiwan
Hong Kong

MoU
MoU

Counter draft
Not formulated yet

Middle East
- Saudi Arabia
Arab – non Saudi
- Jordan
- Qatar
- Kuwait
- Oman
- United Arab Emirates

Details

Annex becomes
MoU informal and
formal
Discussed in Dept.
Foreign Affair
Discussed in TETO

Minutes of Meeting

MoU
Agreement
MoU

Signed 2 May 2001
Counter draft
Arrangement
prepared

MoU
MoU

Although MoUs concerning manpower placement have been signed, problems still arise, which
indicates a need for further improvement.
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INDONESIA – ANNEX
TABLE 13
NUMBER OF INDONESIAN MANPOWER PLACEMENTS:
JANUARY TO NOVEMBER 2002
No.

Country/Region

Formal Sector
Male

I

Asia Pacific

1
2
3
4
5
6
7
8

Malaysia
Singapore
Brunei Darusalam
Hongkong
Taiwan
South Korea
Thailand
Japan
Total I

II

Middle East &
Africa

1
2

Saudi Arabia
United Arab
Emirates
Kuwait
Bahrain
Qatar
Oman
Jordan
Yemen
Cyprus
Total II

3
4
5
6
7
8
9

Informal Sector

Female

Total

Sub Total

Male

Female

Male

Female

76,815
12
2,589
0
2,723
3,100
1
388
85,628

22,108
0
483
0
225
593
0
3
23,412

2,092
68
31
1
323
217
0
0
2,732

54,384
13,881
3,866
16,840
31,997
30
0
0
120,998

78,907
80
2,620
1
3,046
3,317
1
388
88,360

76,492
13,881
4,349
16,840
32,222
623
0
3
144,410

155,399
13,961
6,969
16,841
35,268
3,940
1
391
232,770

854
167

800
16

16,973
163

187,409
7,113

17,827
330

188,209
7,129

206,036
7,459

0
0
2
0
89
0
0
1,112

0
0
15
0
13
0
0
844

36
0
53
2
0
0
0
17,227

15,470
653
808
1,028
920
12
18
213,431

36
0
55
2
89
0
0
18,339

15,470
653
823
1,028
933
12
18
214,275

15,506
653
878
1,030
1,022
12
18
232,614

III
1

America
USA
Total III

33
33

0
0

0
0

0
0

33
33

0
0

33
33

IV
1
2
3

Europe
Spain
England
The Netherlands
Total IV

11
1
23
35

0
1
32
33

0
0
0
0

0
0
0
0

11
1
23
35

0
1
32
33

11
2
55
68

86,808

24,289

19,959

334,429

106,767

358,718

465,485

Grand Total
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PAKISTAN

1. Government Labour Migration Structure
Government agencies involved in labour migration management and their roles:
The Ministry of Labour, Manpower and Overseas Pakistanis is responsible for the foreign employment of the Pakistani work force. The Bureau of Emigration and Overseas Employment
regulates the emigration of the work force in the private sector in accordance with the 1979
Emigration Ordinance. The Overseas Employment Corporation deals with the Emigration of
labour in the public sector. The emigration of Pakistanis, other than for foreign employment and
immigration, is controlled by Ministry of Interior through its departments, i.e. Federal Investigation Agency, Directorate General of Passports and Immigration and National Database and
Registration Authority.

2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group,
education, expected occupation and country of employment:
Data on sex, age group and education are not available. For data on emigration of Pakistanis by
occupation between January and November, 2002, please refer to the Annex.

TABLE 14
TOP FIVE COUNTRIES OF DESTINATION FOR CONTRACT MIGRANT WORKERS
Country

Number of Migrants
(Jan.-Nov. 2002)

Saudi Arabia

94,852

UAE

29,593

Kuwait

2,755

Bahrain

955

Qatar

410
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3. Legislation
Stated labour migration or overseas employment policy, objectives and priorities:
Pakistan has a comprehensive system of emigration of its workers under the supervision of the
Ministry of Labour, Manpower and Overseas Pakistanis, in accordance with the Emigration
Ordinance of 1979.

Labour migration law in place:
The principal rules regarding Overseas Employment are laid down in the Emigration Ordinance,
1979, and in the regulations adopted under that Ordinance.

4. Protection of Workers

Problems faced abroad by Pakistani migrant workers in terms of employment
and living conditions and exploitation by domestic recruitment agencies:
In some cases, the workers are paid less than what is mutually agreed in the Foreign Service
Agreement.

Measures to regulate recruitment and have exit controls:
Recruitment for foreign employment is regulated through the Emigration Laws. The exit control
system is being strengthened to check irregular migration.

Pre-departure orientation and services available to migrant workers:
Orientation and Briefing Centres are functioning in Protector of Emigrants (P.E) Offices, in
Karachi, Lahore, Rawalpindi and Peshawar. All the migrant workers registered with the P.E.
Offices are given pre-departure briefing about their countries of employment. They are also
informed about the customs, local conditions and relevant laws in the country of destination.

Services from the state of origin available to labour migrants facing problems in the
destination countries:
Community Welfare Attachés (Labour Attachés) are posted in the manpower importing countries. They maintain liaison with the Pakistani workers and provide them with the necessary help
to solve problems in coordination with the host authorities.
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Welfare Fund for migrant workers:
Under the Emigration Ordinance of 1979, a welfare fund has been created. It is being managed
by the Overseas Pakistanis Foundation (OPF) for the welfare of migrant workers and their
dependants in Pakistan. Education, training, housing and medical facilities, etc. are organized
for the families of Overseas Pakistanis by the OPF.

5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals:
The Government has taken measures to improve the skills and attitude of the workers in demand
abroad in accordance with international norms and standards.

Role of the private sector (recruitment and employment agencies) in expanding
labour migration:
Foreign employment is primarily operated by overseas employment promoters in the private
sector. About 70% foreign employment is managed by the Licensed Overseas Employment
Promoters for Pakistani workers and the rest of the overseas employment is obtained by the
individuals through their own efforts. Public sector foreign demand is processed by the Overseas Employment Corporation.

Estimates of the proportion of migrants using official channels to remit funds,
incentives provided to encourage migrants to remit funds via official channels
and measures taken to harness remittances for development purposes:
The majority of the emigrants remit their saving through the official channel. The Government
of Pakistan has banking arrangements in some of the manpower importing countries. For more
information on incentive packages for overseas Pakistanis to attract remittances through official
channels, refer to the Annex.

Specific programmes and services to assist in the reintegration of returning migrants:
Accurate details of returning migrant workers are not available at present. However, it is planned
to register the returnees with specific details for a programme of rehabilitation.
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6. Inter-state Cooperation and Data Collection

TABLE 15
BILATERAL LABOUR AGREEMENTS
Country

Title of Protocol/Agreement

Signed on/at

Jordan

Agreement on exchange of labour force
between the Hashemite Kingdom of Jordan
and the Islamic Republic of Pakistan.

29-4-1978
Islamabad

Qatar

Agreement between the Government of the
State of Qatar and the Government of the
Islamic Republic of Pakistan concerning the
Organization of Pakistani manpower
employment in the State of Qatar.

28-3-1987
Doha (Qatar)

List of institutions gathering data on labour migrants, type and frequency of data
being gathered:
The Bureau of Emigration and Overseas Employment keeps data of all Pakistani migrants who
go abroad on a foreign employment visa. Data of immigrants and refugees are being kept by the
Ministry of Interior and States and Frontier Regions Division.
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PAKISTAN – ANNEX
TABLE 16
EMIGRATION OF PAKISTANI WORKERS,
JANUARY - NOVEMBER 2002, BY CATEGORY OF ACTIVITY
Serial No.
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41

Categories

January-November 2002

Engineer
Doctor
Nurse
Teacher
Accountant
Manager
Welder
Secretary/Stenographer
Storekeeper
Agriculturist
Clerk Typist
Foreman Supervisor
Mason
Carpenter
Electrician
Cook
Plumber
Water Br.
Steel Fixer
Painter
Labourer
Technician
Mechanic
Cable Jointer
Driver
Operator
Tailor
Surveyor
Fitter
Denter
Computer Programmer, Analyst
Designer
Goldsmith
Pharmacist
Rigger
Salesman
Draftsman
Blacksmith
Photographer
Artist
Others
Total

696
440
353
120
270
584
1,249
59
196
3,961
497
862
9,188
7,727
4,833
1,821
2,329
775
4,636
2,463
35,398
7,283
3,011
96
15,192
1,882
3,167
147
781
942
334
232
188
15
65
2,419
45
47
19
346
0
114,668
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Package of incentives for those who send their remittances through banking
channels
The present Government attaches great importance to the role of Overseas Pakistanis (OPs) in
the economic development of the country. OPs have a great potential to improve Pakistan’s
balance-of-payments. In this regard, a package of incentives for OPs who send their remittances
through official banking channels has been announced by the Finance Minister in his budget
speech on 18 June, 2001. OPs remitting US$ 2,500 per annum through banking channels to
Pakistan will be entitled to the following benefits:
• Ops remitting US$ 2,500 per annum through banking channels to Pakistan will be entitled to
the following benefits:
-

Separate immigration and customs counters at all International Airports for handling at
arrival and departures.
Free renewal of passports on a priority basis.
Duty-free import of items of personal convenience up to US$ 700 during any year.

• Non-resident Pakistanis (NRPs) remitting a minimum of US$ 10,000 through banking channels will be entitled to the following benefits:
-

Special access to the merit-based quota system assigned in all public sector professional
colleges and universities.
Duty-free import of items of personal convenience of a value of up to US$ 1,200 per
year.
An allocation of up to 25% for Initial Public Offerings (IPOs) to be subscribed in foreign
currency.
Ballots of choice plots in public housing schemes at attractive prices to be paid in
foreign currencies.
Discount in the auctions of Corporate and Industrial Rehabilitation Corporation
(CIRC) where payment is made in foreign currency.
Special allocation of shares in privatizations.

• In recognition of the importance of Overseas Pakistanis and of their remittances through banking
channels to the economy of Pakistan, bona fide remittances made by Overseas Pakistanis will
not be subject to any kind of taxes. This will enable the Overseas Pakistanis to remit money
freely for consumption and investment or any purpose to their families in Pakistan without
any interference by tax authorities. An ordinance is being issued to provide necessary protection in this regard.
• The income of Pakistani seafarers working on foreign vessels remitted to Pakistan through
normal banking channels is exempt from income tax.
• Banks have been directed to reorganize their arrangements for remittances to ensure outreach
to labour migrants, company exchange arrangements, and to speed up the remittance process
and prompt delivery by establishing prior contacts with the recipients.
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• The following measures are being adopted to encourage the participation of professionals:
-

Exclusive Investment Products will be designed and marketed by NIT for investment
by Non-resident Pakistanis (NRPs).
Banks will also be encouraged to offer new products for the NRPs since they are free
to hold and manage their own foreign currency deposits.
The market for private pension funds will be developed and promoted with a view to
attracting investment from NRPs.
A website will be developed to host the information about charities for the benefit of
NRPs.

• Both residents and non-residents can now maintain foreign currency accounts without any
risk of freezing or seizure.
• The Government has directed the Board of Investment (BOI) to develop a strong focus on
some of the most successful NRPs in the field of investment. For this purpose, BOI is developing a database on such Pakistanis and will contact them personally.
• The Government is developing the modalities to make incentives operational. They will be
communicated shortly through Pakistani Missions abroad.
• An implementation committee has been set up in the Ministry of Finance to ensure the expeditious implementation of incentives stated above.
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PHILIPPINES

1. Government Labour Migration Structure
The Philippine Overseas Employment Administration (POEA) is an agency attached to the
Department of Labour and Employment (DOLE), which is responsible for managing the
country’s overseas employment programme.
The POEA was created in 1982 through Presidential Decree No. 797 to promote and develop the
overseas employment programme and protect the rights of migrant workers.
In 1987, Executive Order 247 reorganized the POEA and expanded its functions to regulate
private sector participation in recruitment and overseas placement, maintain a registry of skills
and secure the best terms of employment for Filipino contract workers.
In 1995, Republic Act 8042 and the Migrant Workers and Overseas Filipinos Act of 1995 defined specific policy thrusts for the POEA such as: tripartite decision making; full disclosure of
the terms of employment; deregulation of regulatory functions; selective deployment to countries where workers’ rights are amply protected; development of systems and information technology for labour market information; a one-country-team approach to synergize services to
Filipinos overseas; an expanded grassroots outreach education programme to enable potential
Overseas Filipino Workers (OFWs) to make informed decisions, and restructuring of the judicial system for the adjudication of cases relating to overseas employment.
Pursuant to Article IV, Section 23 of RA 8042, Government Agencies have the following roles:
• Department of Foreign Affairs (DFA) – The Department, through its home office or foreign
posts, shall take priority action or make representations to the foreign authorities concerned to
protect the rights of migrant workers and other overseas Filipinos, and extend immediate
assistance to them, including the repatriation of distressed or beleaguered persons.
• Department of Labour and Employment (DOLE) – The Department of Labour and Employment shall see to it that labour and social welfare laws in foreign countries are fairly applied to
migrant workers and, whenever applicable, to other overseas Filipinos, including the grant of
legal assistance and the referral to proper medical centres or hospitals.
• Philippine Overseas Employment Administration (POEA) – as stated above.
• Overseas Workers Welfare Administration (OWWA) – The Welfare Officer or, in his/her absence, the coordination officer shall provide the Filipino migrant worker and his family all the
assistance they may need in the enforcement of contractual obligations by agencies or entities
and/or by their principals. In the performance of this function, s/he shall make representations
and may invite the agencies or entities concerned to conferences or conciliation meetings for
the purpose of settling complaints or problems brought to his attention.
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2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group,
education, expected occupation and country of employment:
Please refer to the Annex.
TABLE 17
TOP TEN DESTINATIONS FOR CONTRACT MIGRANT WORKERS
Deployment
January to October

Top Ten Destinations for
Overseas Filipino Workers (OFWs)
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Kingdom of Saudi Arabia
Hong Kong
Japan
United Arab Emirates
Taiwan
Singapore
Kuwait
Italy
United Kingdom
Brunei

2002

2001

170,126
94,084
63,610
44,841
40,189
23,943
22,747
19,226
12,300
10,381

168,442
101,973
59,682
38,502
34,928
22,684
18,906
20,103
8,893
11,427

% change
1.00
-7.74
6.58
16.46
15.06
5.55
20.32
-4.36
38.31
-9.15

3. Legislation
Republic Act No. 8042 – Migrant Workers and Overseas Filipinos Act of 1995.
An Act to institute the policies of overseas employment and establish a higher standard of protection and promotion of the welfare of migrant workers, their families and overseas Filipinos in
distress and for other purposes. Enacted 7 June 1995.

4. Protection of Workers
Problems faced abroad by Filipino migrant workers in terms of employment
and living conditions and exploitation by domestic recruitment agencies:
Overseas Filipino Workers face a number of problems in terms of employment and living conditions, and exploitation by domestic recruitment agencies.
Employment terms and conditions
The terms and conditions of their employment violated the most concern wages, payment of the
airfare, and working hours.
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Problems relating to wages include delayed or non-payment as well as under-payment of the
wages stipulated in the contract, unauthorized deductions and restricted remittances.
Problems relating to the airfare include non-provision both on departure and return as well as
non-provision upon completion of the employment contract. Covering the cost of air transport is
also a serious problem whenever the worker needs to be repatriated for having terminated his/
her employment earlier with an abusive employer. Working hours are also a subject of complaint
in terms of non-payment of overtime or forced extended working hours.
Such violations were most frequently observed in Saudi Arabia, Libya, Kuwait, Taiwan.
Living conditions
The principal complaints concern accommodation and food provision, and difficulties in coping
with cultural and security restrictions on social interaction, worship practices, entertainment and
leisure, and country-wide mobility.
The workplaces where such difficulties regarding the provision of food and accommodation are
most frequently observed are in Libya, Iraq and small establishments in Saudi Arabia.
The Gulf countries are culturally restrictive on worship, country-wide mobility, entertainment
and social interaction with the opposite sex.
In countries of extreme temperatures in summer and winter, provision for air/heat conditioning
in accommodation is also a point of concern.
Recruitment abuses
Overcharging of placement fees is the most common complaint. Such overcharging is often
associated with the layered recruitment system where labour brokers in the country of work
connive with recruiters from the Philippines. In between these brokers and recruiters or working
independently from them, there are also suspected “invisible middle men”. Taiwan, Hong Kong
and Israel are cited as destinations where such overcharging has been observed.
Non-disclosure of the real terms and conditions of employment is also frequent. Some recruitment agencies do not disclose the actual terms and conditions of employment. While recruitment agencies are obliged by government rules and regulations to provide a mandatory
pre-departure orientation seminar and to brief their workers on employer–specific information,
a number of them just provide workers with a certificate of attendance.
Quite a number of Filipino migrant workers have experienced ill treatment and exploitation in
the workplace. This is attributable to a combination of factors that may include lack of preparation prior to deployment, host countries’ prejudicial labour policies due to socio-cultural considerations, and weak welfare protection mechanisms for foreign workers that somehow reinforce
recruitment agencies’ and employers’ exploitative practices.
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As one of the stakeholders in the overseas employment of Filipinos, recruitment agencies play a
crucial role in protecting the rights of Filipino workers abroad. In principle, they should be at the
forefront in warranting the full implementation of all the provisions in service contracts, as
legally agreed on by both the Filipino migrant workers and their employers. Nonetheless, some
recruitment agencies fail to scrupulously act on this mandate with the result that the rights of
some Filipino migrant workers have been grossly violated.
In terms of geographical distribution, the most frequent and serious problems on site are the
following, as monitored by the Satellite Offices of OWWA where they are present:

Asia Pacific
1.
2.
3.
4.
5.
6.

Delayed/non-payment of salaries
Contract violation/substitution
Ill treatment
Immigration/document related problems
Poor working/living conditions
Health/medical problems

Middle East
1.
2.
3.
4.
5.

Delayed/non-payment of salaries
Contract violation/substitution
Ill treatment
Poor working/living conditions
Health/medical problems

Europe and Saipan
1.
2.
3.
4.

Delayed/non-payment of salaries
Health/medical problems
Immigration/document related problems
Personal problems

Measures to regulate recruitment and have exit controls:
Measure to control recruitment
The regulation of recruitment and exit of Overseas Filipino Workers follows a system of
employer verification/accreditation, licensing of recruitment agencies, worker orientation and
documentation.
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Foreign employers wishing to hire Filipino workers generally have to provide proof of their
legal personality and of the qualification standards for their job vacancies. Our labour attachés
abroad verify the employment contract regarding the terms and conditions offered as well as the
existence of the employer and its project or company. After such verification, the foreign employer is required to deal or be accredited with a Philippine recruitment agency licensed by the
Department of Labour and Employment.
Under government rules and regulations, a foreign employer can recruit Filipino workers only
through licensed agencies or the POEA. Workers who found their jobs themselves, e.g., via the
internet or some other means of direct contact with the employer, are required to pass through
the POEA for documentation.
To operate legally, recruitment agencies are required to obtain a licence from the DOLE and to
comply with the following requirements: capitalization, posting of bonds, completion of a preapplication seminar, inspection of their offices and presentation of a new job market prospectus.
Worker documentation
All workers selected by their employers have to undergo a medical examination in accordance
with the standards established by the host government or the employer or by the Philippine
Department of Health. They are also required to present their employment contract, passport,
visa and ticket for registration at the POEA and issuance of the Overseas Employment Certificate or OEC. The OEC is a document proving that the worker and the employer/agent have
fulfilled the necessary requirements. It is inspected by the Immigration officers at the airport
upon the worker’s departure.

Pre-departure orientation and services available to migrant workers:
The pre-departure orientation seminar (PDOS) is a mandatory one-day briefing given to workers
by entities duly accredited by the Overseas Workers Welfare Administration (OWWA). The
PDOS also issues standard pre-departure reminders regarding the documents workers must have
on departure, their rights and obligations under the employment contract, what to expect upon
arrival and where to go in times of need, travel tips, how to remit their savings, health care and
occupational safety, the risks and rewards of working abroad and reminders about their obligations to themselves, their families, communities and the country.
The PDOS is administered by accredited institutions and trainers. At present, a number of recruitment agencies have an in-house PDOS facility while NGOs run PDOS for domestic workers. A few associations of recruitment agencies are also accredited to conduct PDOS. The PDOS
utilizes various teaching aids.
A Labour Assistance Centre acts as an extension of the POEA at the airport. It assists workers
during the final checking of their documents before they proceed to Emigration.
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Services from the state of origin available to migrants facing problems
in the destination countries:
Philippine Overseas Labour Offices (POLO)
The Philippines maintains some 45 labour attachés in about 32 countries/sites of destination.
The Philippine Embassy, through its Assistance to Nationals Unit and the POLO, provides counselling, legal assistance, conciliation and liaison services to workers in distress. They assist by
verifying working conditions, as well as the actual existence of employers and their projects.
They reactivate contingency repatriation/evacuation plans in case of war or conflicts. They also
cooperate closely with the Department of Foreign Affairs and the Department of Labour and
Employment to enforce the obligations of recruitment agencies and employers in respect of
OFW welfare.
When workers return home or when they designate their families to file their complaints, they
can be assisted at the POEA, the National Labour Relations Commission, or in the regular courts.
Workers may also file for their membership benefits and entitlements from the OWWA.
Welfare fund for migrant workers:
All Filipino workers going abroad must be covered by a welfare fund administered by the Overseas Workers Welfare Administration (OWWA), an agency attached to the Department of
Labour and Employment. A membership fee of US$ 25 per worker per year, or pre-employment
contract period, whichever is the longer, is charged against employers of land-based workers. In
the case of seafarers, the premium is shared by the employer and the seafarers at US$ 15 and
US$ 10, respectively.
In cases involving undocumented workers, it is usually the worker who pays the premium under
a voluntary membership and promotional programme, intended to encourage such workers to
regularize their status.
The OWWA is headed by a Board of Trustees and chaired by the Minister of Labour and
Employment and has a tripartite membership. The fund is managed as a growth fund and its
earnings are spent on programmes benefiting migrant workers. Among these programmes are
on-site facilities and staff who, under the leadership of Labour Attachés, work to ensure the
welfare needs of workers. The range of benefits also includes pre-departure and business loans,
scholarships, life and medical insurance coverage, death benefits, training and worker education
and reintegration assistance, among others.

5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals:
Under Section 23 of the Migrant Workers and Overseas Filipinos Act of 1995 and its Implementing Rules and Regulations, the Philippines Overseas Employment Administration (POEA),
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an agency attached to the Department of Labour and Employment, is responsible, among other
things, for setting up a system for promoting and maintaining the overseas employment of Filipino workers, taking into consideration the welfare and domestic labour requirements of the
country. The POEA also regulates the participation of the private sector in the recruitment and
placement of overseas workers by setting up a licensing and registration system.
To pursue its promotional programmes for the employment of Filipino workers abroad, the POEA
maintains a Marketing Branch to conduct research and development programmes for overseas
employment. On the basis of a regional specialized system, the Marketing Branch collects, verifies and makes accessible market-related information to its clients, particularly the recruitment
industry and workers. It coordinates with POEA’s processing offices and the Philippine Overseas Labour Offices (POLO) on matters affecting marketing policies and programmes, as well
as opportunities and problems.
The following strategies were adopted to promote the employment of Filipino workers:
Dispatch of overseas missions
This capital-intensive marketing strategy aims to promote the employment of Filipino workers
and enhance goodwill and friendly relations with host countries of Filipino labour migrants. It
involves the dispatch of high level and technical missions to facilitate the entry of Filipino workers
in different countries through visits to government authorities, existing and prospective employers, while issues and concerns affecting the employment of Filipino labour are also discussed.
Development and production of promotional materials
Successful marketing programmes are aided by effective promotional materials such as brochures and audio-visual material, to promote awareness in host countries of the services the
Philippines can offer.
Direct mailing campaign
A direct mailing campaign to potential employers abroad is conducted to tap employment opportunities and expand existing markets.
Market research
In order to develop and expand markets, it is important to know prevailing labour market conditions and characteristics, and to assess the competition. This is done by collecting market data
from various sources. Research results are communicated to the recruitment industry and workers to guide them in their search for employment.
Liaising with the diplomatic corps
This strategy involves the meeting with foreign embassies to obtain information on employment
prospects and discuss issues and concerns affecting Filipino workers employed in the host country. This is a support strategy to foster good relations with host countries.
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Participation in international conferences and meetings on migration
This is another avenue to promote the employment of Filipinos, particularly in sharing our experience as a labour-sending country, and best practices. Various countries come together to discuss and cooperate on issues and concerns affecting the employment of foreign workers.
Other marketing strategies
Such as a client referral assistance programmes, liaising with industry, negotiating bilateral and
multilateral agreements or arrangements, are also pursued in support of the other strategies.
Specific programmes and services to assist in the reintegration of returning migrants:
Organizing and networking
The DOLE and OWWA Regional Offices were mandated to build a national network of OFW
families to serve as the voice of the sector. Through the network, the OFWs can be consulted and
their particular needs addressed. It also serves as a mutual support system where matters of
concern can be discussed, problems solved and common goals pursued, while their parents,
spouses or children are overseas. Once organized, it will be easier for OFW families to access
various services.
Several non-governmental organizations (NGOs) form part of the National Reintegration Network for OFWs and their families. Many NGOs offer a variety of services for OFW family
groups and are co-advocates in the campaign for the effective reintegration of migrant workers.
To strengthen the OFW organizations/family circles and make them into self-reliant and sustainable self-help groups, OWWA conducts leadership training, organizational planning and other
related training/seminars.
Information desk
To make their return and reintegration into the country and community more convenient for
OFWs, OWWA reintegration desks have been established at the airport and local government
units to provide essential information on reintegration programmes with a particular focus on
informing OFWs and their families on socio-economic options and opportunities.
OWWA runs onsite reintegration programmes in more than 20 countries and 27 major cities.
Training seminars and individual counselling are conducted to equip OFWs with the knowledge
and skills that can be put to good use on return to the Philippines. They are trained to identify and
plan economic alternatives when they return to the country.
Savings and investment options
The saving and remittances of OFWs must be maximized. Philippine banks and financial institutions are offering some interesting investment and savings instruments able to yield excellent benefits for the OFW families.
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The Pag-Ibig Overseas Programme, or POP, is a voluntary savings programme that aims at
providing Filipino overseas workers/immigrants/permanent residents with the opportunity to
save for their future and to avail themselves of a housing loan.
The Development Bank of the Philippines (DBP) – Kinabukasan Investment Certificates (KIC)
– is a saving mechanism where redemption values can be used to finance tuition fees of OFW
beneficiaries and to cover hospitalization costs if the need should arise. Purchase of KICs entitles every certificate holder to a life insurance coverage equivalent to the amount of certificates
purchased. KICs are issued in units of Php 5,000 for a seven-year term and can be redeemed
after a holding period of at least two years.
Training
Livelihood skills and business development training are now being offered by the Technology
and Livelihood Resource Center (TLRC) and the Technical Education and Skills Development
Authority (TESDA).
Livelihood and business development assistance
The Department of Trade and Industry (DTI) offers business development services for would-be
entrepreneurs, including for OFW families/dependants, and small and medium enterprises (SMEs)
through its Bureau of Small and Medium Enterprise Development (BSMED). It offers consultancy services, business training and guidance on global competitiveness, improvement of skills,
training in economic planning, product development, food packaging, labelling and good manufacturing practices, the planning and organization of mini trade fairs, market linkages, a financing package through the Small Business Guarantee and Finance Corporation, and information
on trade lines and business matching.
OWWA has a livelihood programme that offers project planning, training in small business
development, small business planning and management, skills training, an industry-specific consultancy services to solve pressing business operations problems.
DOLE has created partnerships with different NGOs, many of which offer business development services. For example, Unlad Kabayan is establishing Business Development Assistance
Desks for OFWs. Their project areas include Davao City, Bohol, Iligan and Cagayan De Oro.
Credit and microfinance
OWWA offers livelihood loans to OFW families up to Php100,000, re-entry loans with a ceiling
of Php 20,000 and a maximum of Php 50,000 for group assistance loans.
Beginning from the first quarter of 2003, OWWA will make available self-employment noncollateral loans ranging from Php 5,000 to Php 50,000 for the micro-business ventures of OFW
families.
The DOLE has a Kalinga microfinance programme that OFW families can also access. It has
created partnerships with various NGOs with credit facilities, such as OFW Net International
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Holdings and TSPI Development Corporation, which have credit windows for OFW families
and dependants.
Housing
Pag-Ibig Housing Loans for OFW are being offered to active POP members who have remitted
at least 12 monthly membership contributions, provided they are insurable and not over 65 years
old when the loan matures, have the legal capacity to acquire and possess real property, have an
outstanding Pag-Ibig housing loan either as a principal borrower or as co-borrower and are upto-date with their Pag-Ibig multipurpose loan payments, if applicable.
Psychological counselling
DOLE, together with several NGOs and other church-based organizations, such as the Episcopal Commission for the Pastoral Care of Migrants and Itinerant Peoples (ECMI), Institute on
Church and Social Issues (ICSI), and Mother Ignacia National Social Apostolate Centre
(MINSAC), is also trying to expand the reach of spiritual and psychosocial care for OFWs, their
families and dependants.
Family Welfare Officers (FWO)
In December 2002, President Gloria Macapagal-Arroyo instructed OWWA-DOLE to install 25
FWOs to link OFW families with governmental and non-governmental organizations that provide assistance and services to OFWs and their families in support of efforts to organize them
into an audible and visible representative section of society.
The FWOs will be deployed to key cities and provinces characterized by a dense OFW population. They will be responsible for the development of new programmes and the improvement of
existing projects for OFW family groups, to conduct surveys on the needs of OFW families, to
gather and compile data necessary for programme conceptualization, to devise appropriate policies and report on situations and progress made, monitor and evaluate OWWA programmes for
OFW family groups, develop work/action plans, administer programmes to OFW family groups,
maintain an information base on the Philippine Reintegration Programme to respond to queries
and to assist OFW families, and any other necessary related tasks.
Other tasks include the monitoring and evaluation of the implementation of reintegration and
services at the local level; facilitating and ensuring access to services, and the enhancement and
development of services and assistance, especially of reintegration programmes offered to OFW
families; identification of the requirements of OFW families; compilation and gathering of data
essential to the conceptualization, design and implementation of the Philippine Reintegration
Programme (PRP) in their respective areas; development of work plans and recommendation of
appropriate strategies for the effective design and implementation of the PRP; reporting to the
Regional Director on the PRP; and networking and collaboration with the OWWA, other line
agencies of government, NGOs and stakeholders in OFW reintegration.

284

6. Inter-state Cooperation and Data Collection
Bilateral labour agreements:
The Philippines concluded labour agreements with 12 host countries of Filipino labour: the
Commonwealth of Northern Mariana Islands, Indonesia, Iraq, Jordan, Kuwait, Libya, Norway,
Papua New Guinea, Qatar, Switzerland, Taiwan (ROC) and the United Kingdom.
Most agreements with Middle Eastern countries, such as Jordan, Qatar, Iraq, Libya and Kuwait
and the CNMI in the Trust Territories, aim at promoting and strengthening areas of cooperation
in the field of labour, employment and manpower development and to enhance the welfare and
well-being of workers and to protect workers’ rights.
Agreements with European countries are more focused. For instance, the agreement with Switzerland involves the exchange of professionals and technical trainees for short-term employment;
the agreement with the United Kingdom aims to facilitate the recruitment of Filipino health
professionals, and the RP-Norway agreement aims to develop cooperation to reduce the shortage of professionals in the health sector in Norway and to promote employment opportunities
for Filipino health personnel.
The Special Hiring Programme for Taiwan was implemented to enable employers to hire
Filipino workers without the intervention of labour recruitment agencies from the Philippines or
Taiwan.
The Philippines has recently entered into a manpower cooperation agreement with Indonesia,
which is itself also a labour-sending country. The agreement seeks to enhance the effective management of migration in order to promote and protect the welfare and rights of Filipino and
Indonesian migrant workers.
Although bilateral labour agreements have proven to be effective in addressing issues and concerns affecting the employment of workers, it takes time to develop and implement these agreements. In recent years, the Philippines has veered away from adopting general agreements and
worked towards the adoption of more focused/specific agreements, which are easier to negotiate
and put into operation with host countries.

List of institutions gathering data on labour migrants, type and frequency of data
being gathered:
•
•
•
•
•
•

Commission of Filipinos Overseas, Department of Foreign Affairs (DFA)
Philippine Overseas Employment Administration (POEA)
Department of Labour and Employment (DOLE)
Overseas Workers Welfare Administration (OWWA)
Philippine Overseas Labour Offices (POLO)
Bangkok Sentral ng Philipinas (Central Bank of the Philippines)
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TABLE 18
STATISTICAL DATA ON OVERSEAS FILIPINO WORKERS (OFWs)
Regions

January to October

OFW Remittance* as of September

2002

2001

% change

2002

2001

Asia

250,110

248,448

Middle East

% change

0.7

847,672

795,314

6.6

271,293

261,151

3.9

532,536

532,776

0.0

Europe

41,979

38,071

10.3

507,746

312,133

62.7

Americas

10,469

9,267

13.0

2,786,856

2,411,895

15.5

Trust Territories

5,574

6,008

-7.2

-

-

0.0

Africa

5,985

4,286

39.6

1,967

2,331

-15.6

Oceania

1,840

1,817

1.3

26,219

16,958

54.6

Others

9,009

9,380

-4.0

662,168

355,096

86.5

Total Land-Based

596,259

578,428

3.1

4,458,050

3,626,935

22.9

Total Sea-Based

175,739

170,554

3.0

907,114

799,568

13.5

Total

771,998

748,982

3.1

5,365,164

4,426,503

21.2

Date last updated: 09 January 2003.
*Source: Bangko Sentral ng Pilipinas.
OFW remittance in US$ ‘000s.
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TABLE 19
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Land-based Overseas Filipino Workers by Destination (Middle East & Asia)
1998

1999

2000

2001

Middle East
Bahrain
Egypt
Iran
Iraq
Israel
Jordan
Kuwait
Lebanon
Libya
Oman
Qatar
Saudi Arabia
Syria
United Arab Emirates
Yemen
Middle East (unspecific)

279,767
5,180
358
18
10
2,022
561
17,372
1,342
7,084
5,199
10,734
193,698
99
35,485
591
24

287,076
5,592
334
24
23
3,488
456
17,628
1,674
5,937
5,089
7,950
198,566
109
39,633
582
1

283,291
5,498
487
132
42
4,429
541
21,490
2,783
5,952
4,739
8,679
194,724
151
43,045
589
-

297,533
6,861
539
641
86
5,562
580
21,958
3,350
6,489
4,512
10,769
190,732
1,705
44,631
1,140
-

Asia
Afghanistan
Bangladesh
Bhutan
Brunei
Cambodia
China
East Timor
Hong Kong
India
Indonesia
Japan
Kazakhstan
Kyrgyzstan
Korea
Laos
Macau
Malaysia
Maldives
Mongolia
Myanmar
Nepal
Pakistan
Singapore
Sri Lanka
Tajikistan
Taiwan
Thailand
Turkmenistan
Uzbekistan
Viet Nam

307,261
501
16,264
179
1,280
122,337
191
2,471
38,930
3
2,337
63
2,021
7,132
82
72
153
3
166
23,175
230
3
67,360
1,364
96
4
802

299,021
16
220
5
12,978
224
1,658
114,779
165
1,706
46,651
4
2
4,302
82
1,983
5,978
147
31
96
7
136
21,612
290
3
64,186
1,014
35
80
531

292,067
1
190
1
13,649
365
2,345
121,762
185
1,507
53,041
32
1
4,743
118
2,208
5,450
117
47
153
7
107
22,673
396
61,145
1,015
94
26
494

285,051
230
13,068
524
1,979
24
113,683
454
1,411
74,093
311
2
2,555
174
1,860
6,228
123
28
215
13
180
26,305
629
3
38,311
2,056
126
17
549
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TABLE 20
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Land-based Overseas Filipino Workers by Destination (Europe)
1998

1999

2000

2001

26,422

30,707

38,296

48
468
53
183
1
2
1
2
841
3
78
16
122
156
1
593
6
1
18
20,233
7
11
1
6
473
108
7
12
8
31
1,940
35
312
41
502
491
7
4
2

1
64
363
88
168
2
2
1
1
1,168
10
55
16
130
131
2,145
5
3
126
21,673
6
1
9
14
326
252
10
26
2
56
1
1,557
26
312
39
1,918
1,896
22
-

49
334
76
160
1
1
2
1,500
9
28
12
297
120
2
1,618
2
4
793
10
26,386
2
1
15
7
292
180
7
40
112
1,913
29
298
129
4,867
4,834
21
12
-
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% change

2002

2001

43,019

41,979

38,071

10.3

92
206
87
159
1
1,548
3
27
13
149
134
42
1,402
4
17
3,734
13
21,541
30
432
139
23
44
77
1,783
59
239
201
10,720
10,695
25
-

65
156
103
144
2
1,561
7
23
8
125
86
1
1,622
11
25
3,971
19,226
1
12
192
120
11
49
3
55
1,601
28
314
137
12,300
12,278
22
-

81
189
73
135
1,299
2
21
12
140
122
42
1,249
2
15
3,044
12
20,103
25
395
110
22
41
75
1,549
57
216
147
8,893
8,872
21
-

0.0
-19.8
-17.5
41.1
6.7
0.0
0.0
0.0
0.0
0.0
21.7
250.0
9.5
0.0
-33.3
-10.7
0.0
-29.5
-97.6
29.9
450.0
66.7
30.5
-100.0
-4.4
0.0
0.0
-52.0
0.0
0.0
-51.4
9.1
-50.0
19.5
0.0
-26.7
0.0
3.4
-50.9
45.4
-6.8
38.3
38.4
0.0
4.8
0.0

Europe

Albania
Andorra
Austria
Azerbaijan
Belgium
Belarus
Bosnia and Herzegovina
Bulgaria
Channel Islands
Croatia
Cyprus
Czech Republic
Denmark
Faroe Islands
Finland
France
Georgia
Germany
Gibraltar
Greece
Hungary
Iceland
Ireland
Isle of Man
Italy
Luxembourg
Macedonia
Malta
Moldova
Monaco
Netherlands
Norway
Poland
Portugal
Romania
Russia
Slovenia
Spain
Sweden
Switzerland
Turkey
United Kingdom
- England
- Northern Ireland
- Scotland
Yugoslavia

January - October

TABLE 21
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Land-based Overseas Filipino Workers by Destination (Americas)
1998

1999

2000

2001

Americas

Antigua
Argentina
Armenia
Aruba
Bahamas
Barbados
Belize
Bermuda
Brazil
Canada
Caribbean (unsp.)
Cayman Is.
Chile
Colombia
Costa Rica
Cuba
Diego Garcia
Dominica
Dominican Republic
Ecuador
El Salvador
Granada
Guam
Guatemala
Guyana
Haiti
Hawaii
Honduras
Jamaica
Mexico
Midway Is.
Netherlands Antilles
Nicaragua
Panama
Peru
St. Nevis – Anguilla
St. Kitts and Nevis
St. Vincent
South America (unspec.)
Surinam
Trinidad and Tobago
USA
Uruguay
Venezuela
Virgin Islands
West Indies (unspec.)

January - October
2002

2001

% change

9,152

9,045

7,624

10,679

10,469

9,267

13.0

9
23
792
22
177
19
1,957
200
34
3
2
314
1,444
1
7
1
8
812
1
4
11
11
27
33
23
2
2
1
1
3
2
3,173
17
14
2
-

41
1
1,428
32
56
128
35
2,020
278
5
1
11
299
673
4
4
9
370
11
5
20
12
26
90
21
1
2
3
3
1
2
1
8
11
3,405
5
15
3
5

40
168
41
50
239
61
1,915
2
352
1
7
1
319
306
1
1
4
209
1
24
1
4
13
241
25
15
4
3
2
2
7
3,629
3
13
14
6

2
34
119
128
36
196
41
3,132
19
645
1
1
26
216
726
7
4
196
28
37
41
7
8
242
27
20
13
1
1
1
4,689
21
13
2

17
6
118
197
260
29
3,110
750
37
83
4
581
1,227
3
12
1
4
2
91
11
1
44
1
6
33
75
7
30
4
26
3
8
3,674
8
3
2

2
24
103
113
36
178
37
2,723
19
459
1
1
28
191
627
6
4
177
28
37
14
5
6
234
23
19
9
1
1
1
4,135
15
11
1

750.0
-75.0
0.0
14.6
74.3
-100.0
0.0
46.1
-21.6
14.2
-100.0
63.4
3600.0
8200.0
-84.6
204.2
95.7
0.0
100.0
0.0
0.0
0.0
-48.6
60.7
0.0
18.9
-92.9
20.0
450.0
-67.8
-69.6
57.9
0.0
188.9
-100.0
0.0
200.0
0.0
0.0
0.0
800.0
-11.1
0.0
-46.7
-72.7
100.0
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TABLE 22
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Land-based Overseas Filipino Workers by Destination (Africa)
1998

1999

2000

2001

5,538

4,936

4,298

1,258
681
26
12
1
1
66
7
11
4
40
44
15
53
18
125
37
1
4
61
2
42
9
14
1,496
2
14
547
123
317
3
30
1
14
34
357
16
4
48

705
772
24
1
19
15
1
35
4
732
8
9
66
42
121
57
3
5
1
22
50
3
1
37
3
5
1,110
2
7
5
191
182
420
1
30
1
21
1
27
149
24
5
19

280
788
27
4
7
2
43
22
2
865
2
19
63
70
47
6
1
6
17
52
18
38
7
4
833
1
125
106
236
8
37
2
13
26
366
33
14
107
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% change

2002

2001

4,943

5,985

4,286

39.6

12
383
1,119
50
30
6
77
69
25
2
773
9
10
81
37
48
29
1
9
19
27
2
1
37
7
14
1,039
3
242
112
329
4
59
1
8
1
24
98
20
4
112

638
881
70
69
2
11
1,606
109
35
1
505
19
12
71
43
47
29
1
5
16
10
5
2
46
9
39
993
1
221
70
302
4
54
4
15
46
15
5
73

12
300
950
50
2
6
45
66
25
2
669
9
8
67
36
42
25
1
9
19
27
2
1
29
7
14
926
3
206
106
315
3
50
1
7
1
24
92
17
4
108

-100.0
112.7
-7.3
40.0
0.0
3350.0
0.0
83.3
3246.7
65.2
40.0
-50.0
0.0
-24.5
111.1
50.0
6.0
19.4
0.0
11.9
16.0
0.0
-44.4
-15.8
-63.0
150.0
100.0
58.6
28.6
178.6
7.2
0.0
0.0
-100.0
7.3
-34.0
-4.1
33.3
8.0
-100.0
0.0
-42.9
-100.0
-33.3
-50.0
-11.8
25.0
-32.4

Africa

Afars and Issas
Algeria
Angola
Botswana
Burundi
Cameroon
Cape Verde
Central African Republic
Chad
Congo
Côte d’Ivoire
Djibouti
East Africa (unspec.)
Equatorial Guinea
Eritrea
Ethiopia
Gabon
Ghana
Guinea
Kenya
Lesotho
Liberia
Madagascar
Malawi
Mali
Mauritania
Mauritius
Morocco
Mozambique
Nambia
Nigeria
Rwanda
Sao Tome & Principe
Senegal
Seychelles
South Africa
Sudan
Swaziland
Tanzania
Togo
Transkei
Tunisia
Upper Volta
Uganda
West Africa (unspec.)
Zambia
Zimbabwe
Africa (unsp.)

January - October

TABLE 23
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Land-based Overseas Filipino Workers by Destination (Trust Territories)
1998

1999

2000

2001

7.677

6,622

7,421

5,982
162
5,139
94
587

4,837
106
2,270
89
2,372

429
9
60
9
351

Marshall Islands
- Majuro
- Marshall Islands (unspec.)
Republic of Belau
Melanesia
- Cook Islands
- Fiji
- Solomon Is.
- Vanuatu
- Melanesia
Polynesia
- Samoa
- Tonga
- Trust Territories (unspec.)

Federated States of
Micronesia
- Chuuk (Truk)
- Pohnpel (Ponape)
- Yap
- Micronesia (unspec.)

% change

2002

2001

6,823

5,574

6,008

-7.2

5,215
146
3,760
95
1,214

4,681
127
2,288
160
2,105

3,795
59
1,780
90
1,886

4,145
116
2,014
150
1,865

-8.4
-49.1
-12.5
-40.0
1.1

554
34
61
22
437

494
2
69
11
412

431
6
138
4
283

416
8
53
2
353

391
5
131
4
251

6.4
60.0
-59.5
-50.0
40.6

65
9
56
1,084
111
31
72
8
-

71
11
60
1,010
127
2
68
58
9
-

109
3
106
1,480
111
36
69
6
-

107
1
106
1,420
162
101
57
4
-

79
3
76
1,148
113
3
49
58
3
-

97
1
96
1,208
147
2
90
52
3
-

-18.6
200.0
-20.8
-5.0
-23.1
50.0
-45.6
11.5
0.0
0.0

6
6
-

23
23
-

11
11
1

7
7
15

23
18
5
-

5
5
15

360.0
260.0
0.0
-100.0

Trust Territories

Commonwealth of Northern
Mariana Islands
- Rota
- Saipan
- Tinjan
- Marianas

January - October
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TABLE 24
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployed Overseas Filipino Workers by Destination (Oceania)
1998

1999

2000

2001

Oceania

January - October
2002
2001

% change

2,524

2,424

2,386

2,061

1,840

1,817

1.3

182
38
3
75
2,226

184
37
4
102
2,097

234
47
8
110
1,987

148
20
150
1,743

128
41
9
178
1,484

136
20
133
1,528

-5.9
105.0
0.0
33.8
-2.9

2

-

6,921

11,530

9,009

9,380

-4.0

638,343
629,845
7,608
848
42

640,331
632,861
6,767
694
19

643,304
634,976
7,672
656
-

661,639
651,613
9,308
718
-

596,259
587,203
8,085
971
-

478,430
569,625
8,215
590
-

3.1
3.1
-1.6
64.6
0.0

Deployed Sea-based Total
LAC NAIA
POEA Reg’l Ctrs./
Ext. Units

193,300
192,798

196,689
196,367

198,324
196,916

204,951
204,088

175,739
175,311

170,554
169,716

3.0
3.3

501

322

1,408

863

428

838

-48.9

Grand Total

831,843

837,020

841,828

866,590

771,998

748,984

3.1

Australia
Nauru
New Caledonia
New Zealand
Papua New Guinea
Unspecified
Deployed Land-based
Total
LAC NAIA
LAC MACTAN
LAC DAVAO
LAC LAOAG*

Processed by: Policies and Programs Division, Planning Branch.
Based on the report of POEA’s Labour Assistance Centre on the actual departures of OFWs at international
airports.
*Ceased operation since October 1999.
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TABLE 25
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployment of Newly Hired OFWs (by skills category)
January to October 2002
Skill Category

Female
Nos./%

Male
Nos./%

F/M

Total

70,112
85%

12,500
15%

6

82,612

101
33%

203
67%

0

304

Clerical workers

2,130
63%

1,270
37%

2

3,400

Sales workers

1,220
47%

1,389
53%

1

2,609

73,919
90%

7,942
10%

9

81,861

Agricultural workers

12
2%

535
98%

0

547

Production workers

17,508
30%

41,742
70%

0

59,250

For reclassification

513
5%

9,053
95%

0

9,566

165,515
69%

74,634
31%

Professional and technical
workers
Administrative and managerial
workers

Service workers

Total

F/M – Proportion of female to male OFWs.
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2

240,149

TABLE 26
PHILIPPINE OVERSEAS EMPLOYMENT ADMINISTRATION
Deployment of Newly Hired OFWs (by skills category)
1999

2000

Skill
category

Female
Nos./%

Male
Nos./%

F/
M

Prof. and
technical
workers

50,677
81%

11,823
19%

4

62,500

0

383

59

274

18%

82%

Clerical
workers

1,262

1,290

49%

51%

Sales
workers

785

1,459

35%

65%

76,792

7,346

91%

9%

8
2%

444
98%

0

20,793
26%

58,869
74%

0

1,464
27%

3,915
73%

151,840
54%

85,420
36%

Managerial
workers

Service
workers
Agricultural
workers
Production
workers
For
reclassification

Total

1

1

10

2

Total

2001

Female
Nos./%

Male
Nos./%

F/
M

67,454
86%

11,231
14%

6

78,685

0

284

76

208

27%

73%

1,000

1,367

42%

58%

949

1,134

46%

54%

83,794

7,412

92%

8%

452

6
1%

520
99%

0

79,662

15,428
28%

41,379
72%

0

5,379

8,616
43%

11,456
57%

237,260

158,323
70%

74,707
30%

2,552

2,244

84,138

F/M – Female/Male OFWs.
% – Percentage of annual total.
Skill for reclassification – Based on EDP Report.
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1

1

11

2

Total

Female
Nos./%

Male
Nos./%

F/
M

Total

83,056
85%

14,392
15%

6

97,448

0

395

1

3,356

1

3,188

10

92,351

105

280

27%

73%

1,995

1,381

59%

41%

1,814

1,374

57%

43%

83,951

8,400

91%

9%

526

36
7%

514
93%

0

550

57,807

13,755
24%

42,985
76%

0

56,740

20,072

1,306
31%

2,880
69%

0

4,186

253,030

186,018
72%

72,186
28%

3

256,204

2,367

2,083

91,206

TABLE 27
ESTIMATES OF STOCKS OF OVERSEAS FILIPINO WORKERS
As of December 2001
Country/Region
WORLD TOTAL
AFRICA
Egypt
Libya
Nigeria
Others
ASIA (East and South)
Brunei
Hong Kong
Japan
Korea
Malaysia
Singapore
Taiwan
Others
ASIA (West)
Bahrain
Israel
Kuwait
Lebanon
Oman
Qatar
Saudi Arabia
UAE
Others
EUROPE
Austria
France
Germany
Greece
Italy
Netherlands
Spain
Switzerland
United Kingdom
Others
AMERICAS/TRUST TERRITORIES
Canada
United States
Onmi
Guam
Others
OCEANIA
Australia
New Zealand
Papua New Guinea
Others

Permanent

Temporary

Irregular

Total

2,736,528

3,099,940

1,568,426

7,402,894

271
53
75
18
125

31,530
1,018
4,350
10,500
15,662

10,103
1,400
485
1,500
6,718

41,904
2,471
4,910
12,018
22,505

70,349
28
404
65,647
1,510
310
152
1,801
389

826,782
20,240
171,485
138,522
12,018
58,233
56,377
116,480
253,427

360,527
1,500
2,000
36,379
13,000
167,936
71,917
4,300
63,495

1,257,658
21,766
173,889
240,548
26,528
226,479
128,446
122,681
317,321

1,546
61
41
92
19
18
13
239
373
690

1,233,325
26,356
9,058
63,067
19,825
18,551
37,626
897,000
128,604
43,238

123,332
5,000
21,136
10,000
5,500
1,500
1,000
18,000
38,000
23,196

1,358,203
31,417
30,235
63,159
25,344
20,069
38,639
915,239
166,977
67,124

152,851
3,205
925
41,321
84
2,431
7,632
33,643
605
45,889
17,116

420,232
1,191
4,804
7,005
7,514
69,998
2,351
5,687
5,963
15,767
299,962

203,249
2,000
26,121
4,392
17,500
78,000
700
4,000
9,300
8,344
52,892

776,332
6,396
31,850
52,718
25,098
150,429
10,663
43,330
15,858
70,000
369,970

2,291,311
338,561
1,910,844
80
41,541
265

286,793
21,146
60,373
16,205
434
188,635

848,879
4,000
532,200
3,705
2,025
306,949

3,426,983
363,707
2,503,417
19,990
44,000
495,869

220,200
204,075
16,045
63
17

46,009
687
236
1,661
43,425

20,336
2,041
100
7,339
10,856

286,846
206,803
16,381
9,063
54,298

SEA-BASED TOTAL

255,269

Prepared by: Commission of Filipinos Overseas, Department of Foreign Affairs.
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255,269

SRI LANKA

1. Government Labour Migration Structure
Please see the Annex.

2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group, education,
expected occupation and country of employment:
Please see Table 29 in the Annex for breakdown of Migrant Workers by sex, age group and
occupation.
TABLE 28
TOP FIVE COUNTRIES OF DESTINATION FOR CONTRACT MIGRANT WORKERS:
Country

Number of Migrants

Saudi Arabia
Kuwait
UAE
Lebanon
Qatar

300,000
161,700
130,500
80,000
40,000

Please see also Table 30 in the Annex.

3. Legislation
Stated labour migration or overseas employment policy, objectives and priorities:
The current Foreign Employment Policy as expressed in the National Employment Draft Policy
in Sri Lanka is: “to adopt a pro-active approach to identifying global employment opportunities
and uplift the image and skills of migrant human capital by providing them with appropriate
training to enhance their competitiveness”.
The three strategies are:
1. Reorganize the Sri Lanka Bureau of Foreign Employment to make it more market oriented
and effective in promotional activities, skills training for migrants, etc.
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2. Address the needs of the domestic female workers through the creation of awareness and
enhancement of their skills.
3. Diversification of concentration in terms of job category and region.

Labour migration law in place:
The law relating to labour migration is the Sri Lanka Bureau of Foreign Employment Act No. 21
of 1985.

4. Protection of Workers
Problems faced abroad by Sri Lankan migrant workers in terms of employment
and living conditions and exploitation by domestic recruitment agencies:
Please refer to Table 31 in the Annex.

Measures to regulate recruitment and have exit controls:
• Registration and control of foreign employment agencies.
• Registration of migrant workers and monitoring at the airport.

Pre-departure orientation and services available to migrant workers:
• Training for housemaids: Separate training for those who travel to Middle Eastern countries
and non-Middle Eastern countries.
• Training for workers who travel to Korea.

Services from the state of origin available to migrants facing problems
in the destination countries:
Labour Attachés are posted in six Middle Eastern Countries and Labour Welfare Officers have
been appointed in 12 countries. In some countries, safe houses have been set up to provide
shelter to migrant workers who have fled. The said officers look after the welfare of migrant
workers while working in the host countries. When problems arise these officers take action
directly against the employers or the respective government agencies in order to settle them.

Welfare fund for migrant workers:
The welfare fund is financed through a fee of US$ 25 levied on employers abroad when an
employment contract is signed. The money of the welfare fund is solely used for welfare activities for the migrant workers.
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5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals:
Migrant workers are granted loans to meet departure expenses. Vocational Training Institutes
train prospective migrant workers. The Ministry of Employment and Labour coordinates with
the Ministry of Vocational Training and other relevant Government institutions to train skilled
manpower to meet foreign employment demands.

Role of the private sector (recruitment and employment agencies) in expanding
labour migration:
The private sector is involved in the promotion of employment opportunities and in securing
employment. The majority of jobs are secured through the private sector.

Estimates of the proportion of migrants using official channels to remit funds incentives
provided to encourage migrants to remit funds via official channels and measures taken
to harness remittances for development purposes:
Please see Table 32 in the Annex.
The migrant workers are permitted to operate foreign currency accounts called Non-resident
Foreign Currency Account. They are entitled to an enhanced duty-free allowance to enable them
to purchase goods duty-free.

Specific programmes and services to assist in the reintegration of returning migrants:
1. A loan scheme is available for migrant workers who wish to invest in self-employment
activities.
2. Currently the Sri Lanka Bureau of Foreign Employment is conducting a family development
programme in five districts. The objective of this programme is to help families to invest
their savings in self-employment activities and to enable them to face difficulties they may
encounter as a result of the spouse migrating for employment.

6. Inter-state Cooperation and Data Collection
Bilateral labour agreements:
Currently no bilateral labour agreement has been signed. However, negotiations are in progress
with a few countries in order to conclude bilateral labour agreements.
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List of institutions gathering data on labour migrants, type and frequency of data
being gathered:
1. Sri Lanka Bureau of Foreign Employment.
2. Department of Immigration and Emigration.
3. Central Bank of Ceylon.
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SRI LANKA – ANNEX

The role of government agencies responsible for migration
1. Ministry of Employment and Labour
The government agency responsible for formulating policies and monitoring the overall administration of foreign employment as well as coordinating with all relevant state agencies.
2. Sri Lanka Bureau of Foreign Employment (SLBFE)
The SLBFE is the implementation arm of the Ministry of Employment and Labour in all
matters concerning migration for foreign employment. It implements a wide range of worker
welfare programmes both locally and in host countries to ensure the protection of migrant
workers during the entire migration process (pre-departure, during their stay in the host country,
after returning). Programmes to ensure the welfare of families of migrant workers are being
prepared. Moreover, the SLBFE is responsible for monitoring the migration of individuals,
the activities of employment agencies and the promotion of foreign employment opportunities.
3. Ministry of Foreign Affairs
The Ministry of Foreign Affairs is the focal point for all bilateral and multilateral relations
with foreign countries/international agencies, and provides consular and other welfare services through the Sri Lanka missions in host countries.
4. Ministry of the Interior
The Ministry of the Interior intervenes through the Department of Police and the Department
of Immigration and Emigration – the implementation agencies of the Ministry. While the
former is responsible for the protection of migrant workers from unlawful activities, the
latter is responsible for the issuing of travel documents and the implementation of immigration and emigration laws.
5. Ministry of Women Affairs
This Ministry is responsible for the social uplifting of women. To achieve this aim it organizes awareness and empowerment programmes for women, including female migrants.
6. Ministry of Vocational Training
This Ministry is responsible for providing training in vocational skills to both men and women,
including prospective migrant workers.
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TABLE 29
TOTAL DEPARTURES FOR EMPLOYMENT ABROAD (ALL SOURCES)
BY AGE GROUP AND SEX
1999
Age Group
19 and below

Male

Female

2000
Total

Male

Female

2001
Total

Male

Female

Total

60

172

232

37

73

110

151

891

1,042

20 – 24

5,250

13,223

18,473

8,509

18,405

26,914

8,409

19,020

27,429

25 – 29

13,076

21,336

34,412

13,451

21,673

35,124

12,489

23,391

35,880

30 – 34

13,181

23,163

36,344

11,480

23,057

34,537

11,022

23,370

34,392

35 – 39

10,815

24,476

35,291

8,689

24,377

33,066

8,738

24,026

32,764

40 – 44

8,620

19,115

27,735

6,712

18,659

25,371

6,755

18,546

25,301

45 – 49

5,395

8,422

13,817

3,877

7,772

11,649

4,095

7,608

11,703

50 and above

4,615

2,654

7,269

3,131

3,093

6,224

3,232

2,411

5,643

Not indicated

2,492

3,049

5,541

3,839

4,536

8,375

4,860

4,874

9,734

63,504

115,610

179,114

59,725

121,645

181,370

59,751

124,137

183,888

Total

BREAKDOWN BY OCCUPATION – 2001
Occupation

Number

Professional level
Middle level
Clerical and related
Skilled
Unskilled
Housemaid

1,139
3,770
6,011
36,708
33,449
102,811

Total

183,888
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TABLE 30
DEPARTURES FOR EMPLOYMENT ABROAD
(By country/region, 1997 - 2001)
Country/Region

1997
No.

1998
%

No.

1999
%

No.

2000
%

No.

2001
%

No.

%

Saudi Arabia

48,171

32.06

59,397

37.20

63,368

35.38

61,141

33.71

66,644

36.24

UAE

23,944

16.00

21,883

13.70

30,047

16.80

37,712

18.04

28,284

15.40

Bahrain

3,329

2.21

7,116

4.43

5,634

3.14

6,467

3.57

3,740

2.03

Oman

4,278

2.85

4,294

2.70

10,452

5.84

4,945

2.73

3,669

2.00

Kuwait

37,969

25.26

28,834

18.03

33,505

18.70

33,419

18.43

35,093

19.08

Qatar

9,364

6.23

12,576

7.90

11,523

6.43

12,088

6.66

14,046

7.64

Jordan

3,674

2.44

3,832

2.40

6,982

3.90

7,289

4.02

8,028

4.36

Singapore

2,200

1.46

1,837

1.13

2,027

1.13

1,603

0.88

1,507

0.82

11,793

7.85

13,646

8.52

6,841

3.82

13,132

7.24

15,430

8.40

61

0.04

150

0.10

169

0.10

139

0.08

151

0.10

11
915

0.60

46
1,607

0.01
1.00

26
1,965

0.01
1.10

39
2,333

0.02
1.29

28
3,090

0.01
1.68

Maldives

2,344

1.56

2,798

1.80

3,432

1.92

3,047

1.68

2,392

1.30

Mauritius

197

0.13

180

0.10

77

0.04

71

0.04

104

0.06

9

-

40

0.02

31

0.01

16

-

101

0.05

225

0.15

279

0.17

1,732

0.97

183

0.10

28

0.01

Lebanon
Greece
United States
Cyprus

Libya
Italy
Malaysia

30

0.02

45

0.03

45

0.02

1,168

0.64

336

0.20

S. Korea

1,069

0.72

441

0.30

510

0.30

855

0.50

353

0.20

Hong Kong

169

0.11

242

0.14

344

0.20

372

0.21

382

0.21

Seychelles

34

0.02

96

0.06

44

0.02

37

0.02

24

0.01

Pakistan

28

0.02

48

0.03

22

0.01

30

0.02

26

0.01

Syria

22

0.01

38

0.02

29

0.02

28

0.01

26

0.01

China

11

-

10

-

-

-

2

-

25

0.01

Kenya

2

-

1

-

17

-

5

-

26

0.01

Madagascar

9

-

-

-

4

-

-

-

21

0.01

Israel

4

-

4

-

16

-

9

-

24

0.01
0.01

Ireland

-

-

-

-

-

-

-

-

20

Saipan

41

0.03

2

-

-

-

3

-

15

-

Yemen

32

0.02

21

0.01

32

0.02

28

0.01

23

0.01

UK

0.01

17

0.01

19

-

11

-

9

-

20

France

2

-

6

-

4

-

-

-

2

-

Canada

2

-

1

-

3

-

3

-

3

0.01

Japan

52

0.03

60

0.04

4

-

8

-

23

Thailand

9

-

4

-

2

-

1

-

1

-

Africa

-

-

-

-

7

-

5

-

45

0.02

Egypt

27

0.02

62

0.04

43

0.02

99

0.05

57

0.03

Others

239

0.15

201

0.12

166

0.10

107

0.05

101

0.05

150,283

100

159,816

100

179,114

100

181,393

100

183,888

100

Total

Source: Information Technology Division – SLBFE.
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TABLE 31
BREAKDOWN OF COMPLAINTS RECEIVED
BY CATEGORY AND SEX
1999

Category

2000

2001

Male

Female

Total

Male

Female

Total

Male

Female

Total

Non-payment of agreed
wages

483

1,785

2,268

342

1,437

1,779

Lack of communication

166

1,807

1,973

124

1,596

1,720

81

1,042

1,123

100

1,608

Illness

152

559

711

68

385

453

37

336

1,708
373

Harassment

144

1,661

1,805

70

1,325

1,395

29

1,164

1,193

Death – Natural

36

75

111

12

10

22

25

17

42

Death – Accidental

156

01

01

02

37

46

83

72

84

Death – Murder

-

03

03

-

01

01

-

02

02

Death – Suicide

-

-

-

-

02

02

01

10

11

Non-repatriation on
completion of contract

239

471

710

51

300

351

96

1,265

1,361

Stranded – are not met
on arrival

08

57

65

-

29

29

02

51

53

Problems in home
country

01

15

16

07

103

110

11

209

220

1,063

186

1,249

722

166

888

951

493

1,444

Breach of terms and
conditions of contract,
contract substitution
Stranded without
employment

01

01

02

04

03

07

01

-

01

Other (domestic sector)

25

618

643

09

356

365

06

180

186

189

92

281

96

52

148

26

28

54

2,508

7,331

9,839

1,542

5,811

7,353

1,438

6,489

7,927

Other (non-domestic
sector)
Total

Source: Conciliation Division – SLBFE.
Information Technology Division – SLBFE.
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TABLE 32
PRIVATE REMITTANCES, 1991-2001
(Rs. million)
Year
1991
1992
1993
1994
1995
1996
1997
1998
1999
2000
2001*

Remittances
Middle East
9,515
13,186
16,932
20,196
23,567
26,728
33,202
39,466
45,766
55,252
62,680

Total
18,311
24,037
30,592
34,992
40,482
46,003
54,445
64,517
74,342
87,697
100,427

* Provisional
Source: Central Bank Annual Reports, 1991-2001.
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Middle East
(as % of total remittances)
52.0
54.8
55.3
57.7
58.2
58.1
61.0
61.2
61.7
63.0
62.4

THAILAND

1. Government Labour Migration Structure

The Overseas Employment Administration Office is the main agency of the Department of
Employment, with responsibility for labour migration management. Its three major roles regarding overseas employment are as follows:

Promotion
OEAO promotes and develops the existing overseas labour market for Thai workers, and identifies new overseas employment opportunities. In addition, OEAO coordinates with other government agencies to promote and expand overseas labour market opportunities.

Control
Certain measures are taken to ensure that all provisions of the Recruitment and Job Seekers
Protection Act B.E. 2528 (1985) are observed, e.g., the prosecution of illegal recruiters and the
suspension of the licence in the event that the licence holder is in violation of the laws concerned.

Protection
OEAO protects the rights and benefits of Thai workers while working overseas, prevents labour
fraud and secures the best possible terms and conditions of employment for Thai workers abroad.
Responsibilities
•
•
•
•
•

Administering Thai workers to work overseas.
Centralizing overseas employment information.
Protecting the rights and the benefits of overseas Thai workers.
Promoting and developing overseas labour opportunities for Thai workers.
Respond to overseas employers’ demands by providing suitable Thai workers.
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2. Labour Migration Statistics
Number of contract migrant workers who have departed in the year by sex, age group,
education, expected occupation and country of employment:
Please see Tables 34-37 in the Annex.
TABLE 33
TOP FIVE DESTINATIONS FOR CONTRACT MIGRANT WORKERS:
Country/Region

Number of migrants

Taiwan
Singapore
Israel
Brunei
Hong Kong

94,126
20,411
12,163
8,607
6,488

3. Legislation
In the Recruitment and Job Seekers Protection Act, B.E. 2528 (A.D. 1985), there is a section
concerning the protection of job seekers who are going to work overseas, and the recruitment
process. The most important points are as follows:

Overseas recruitment
Only persons who have been issued a licence by the Central Registrar are permitted to engage in
the overseas recruitment business. Only a limited company or limited public company may
apply for an overseas recruitment licence. It shall have registered paid-in capital of not less than
one million baht and provide guarantee of sufficient financial means in cash, or Thai Government bonds, or provide a bank guarantee over the amount of five million baht deposited with the
Central Registrar.
Before a job seeker may be sent to work overseas, the overseas-recruitment licence holder shall
submit the recruitment contract and the employment conditions to the Director-General for
approval. They shall also arrange for the job seeker to have a medical examination, and for
attendance at an orientation session at the Central Recruitment Registration Office, or at
the Provincial Recruitment Registration Office or at any other institution designated by the
Director-General.
An overseas recruitment licence holder shall arrange for the overseas employer who has already
signed an employment contract with the job seekers to participate in paying the required contribution to the fund. If the employer fails to do so, the license holder shall be responsible for
paying such contribution.
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In case the Employment Service Office, Department of Employment, recruits the job seekers to
work overseas, the Director-General shall arrange for the employer to pay the contribution to the
fund. If the employer fails to do so, job seekers who wish to work overseas may themselves
contribute to the fund.
An overseas recruitment licence holder is not entitled to collect or receive fees from any job
seekers in advance during a period exceeding 30 days prior to departure.
If the job seekers have already arrived in the employer’s country but where employment as
prescribed in the recruitment contracts has not been made available, the overseas recruitment
licence holder shall arrange for the job seekers to return to Thailand. The transportation fare,
food and accommodation, as well as other necessary expenses shall be paid by the licence holder
until the job seekers arrive in Thailand.
If the job seeker has already arrived in the country of employment but has been employed at
lower wages or in a different job than previously specified in the recruitment contract, the job
seeker may either request the overseas-recruitment licence holder to send him back to Thailand,
or continue to work at the conditions as mentioned above. If he makes the first choice, the job
seeker shall notify the licence holder or his representative in writing within 90 days. If the job
seeker is unable to notify the licence holder or his representative, the notice shall be sent to the
Thai Labour Attaché Office or the Royal Thai Embassy or the Royal Thai Consulate-General in
the employer’s country, or to a person responsible for Thai persons in that country, in order to
further notify the licence holder.
In case a licence holder is unable to send the job seekers to work overseas within the prescribed
period, or if the job seekers have not got employment as specified in the recruitment contracts or
have been employed at lower wages or in a different position and the job seekers do not agree,
the licence holder shall reimburse all collected recruitment fees and expenses to the job seekers
within 30 days from the due date, or from the date the job seekers arrive Thailand, respectively.
In case the job seekers have been employed at lower wages than specified in the recruitment
contracts, but the job seekers nevertheless agree to continue working, the licence holder shall
reimburse the recruitment fee collected from the job seekers, in proportion to the actual wages
the job seekers request.

4. Protection of Workers
Problems faced by migrant workers abroad in terms of employment and living conditions and exploitation by domestic recruitment agencies:
Among the major problems faced by Thai workers while working abroad are the changing of
employment contracts and labour law violation to the employer’s advantage. The problems can
be listed as follows:
• The employment contract is changed by the employers with the result that the workers receive
lower wages and welfare benefits.
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• Workers are laid off before the end of the employment contract. In addition, the employers do
not accept to pay the transportation costs for the Thai workers to return home.
• Workers receive no wages although they have already been working for a certain period.
• Workers are being exploited by the employers who are in violation of labour law provisions
concerning overtime payment and welfare.
• Thai workers are employed illegally and, when this becomes known to the local authorities,
they are repatriated.
• The employer with whom the contract was signed, transfers the Thai workers to work with a
different employer. As this is in violation of the local labour law, these workers are repatriated.
• The employer does not provide appropriate welfare nor appropriate care when the workers
suffer an accident or fall ill.
The problems in connection with the exploitation by domestic recruitment agencies mainly concern workers being burdened with high expenses for going to work overseas, in excess of the
conditions indicated in the regulations. In addition, in many cases, job seekers are being
deceived by recruitment agencies, which promise a job overseas and charge the workers for
services and arrangement for working overseas although, in fact, there is no job available.

Measures to regulate recruitment and have exit controls:
The Recruitment and Job Seekers Protection Act B.E. 2528 (A.D. 1985), concerning recruitment for overseas employment, covers such matters as the qualification and activities of recruitment agents, the protection of job seekers against exploitation by recruitment agents and the
regulations applicable for overseas employment.

Pre-departure orientation and services available to migrant workers:
The Department of Employment has arranged pre-departure orientation for workers in order to
familiarize them with the local laws, the culture, traditions and working conditions in the receiving country.

Services from the state of origin available to migrants facing problems
in the destination countries:
Thai Labour Offices are located in main destination countries to assist Thai workers who work
there, and to coordinate with workers and employers the labour supply and other relevant matters. In addition, an Overseas Workers Welfare Fund was established to support and help Thai
workers who work overseas with any problems they may encounter there.
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Welfare Fund for migrant workers:
An Overseas Workers Welfare Fund was established to help Thai workers who face problems in
the receiving country and to help them to return to Thailand. This fund is also used for organizing skill training courses and pre-departure orientation sessions. Employers or recruitment agents
contribute to the fund. In addition, a project has been launched to provide credits to help job
seekers who wish to go abroad to work.

5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken by the state to expand labour migration of its nationals:
Thailand tries to promote overseas employment by developing the workers’ skills to meet the
requirements. There are measures to alleviate the problems of workers having to pay high sums
of money to be able to go to work overseas, and of workers being deceived by illegal recruitment
agencies. The Public Overseas Placement Centre has been set up as the Centre for sending Thai
workers to work overseas with the aim of promoting employment possibilities abroad while
limiting the costs, and to ensure that workers will not be deceived by recruitment agencies.

6. Inter-state Cooperation and Data Collection
List of institutions gathering data on labour migrants, type and frequency of data being
gathered:
The Job seekers Data Centre and Information Section is the major institution in the Department
of Employment responsible for collecting data on workers working overseas.
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THAILAND – ANNEX
TABLE 34
NUMBER OF CONTRACT MIGRANT WORKERS WHO HAVE DEPARTED – 2001
(By sex)
Country/Region
Saudi Arabia
Qatar
Bahrain
United Arab Emirates
Kuwait
Oman
Israel
Other country in Middle East
Libya
Other country in Africa
Malaysia
Singapore
Brunei
Hong Kong
Japan
Taiwan
Korea
Viet Nam
Cambodia
Other country in Asia
USA
United Kingdom
Germany
Australia
Italy
Spain
Other
Total

Number of Migrant Workers
Male
Female

Total

1,165
836
191
1,553
978
311
11,037
407
1,143
489
1,541
19,933
6,847
589
3,360
82,705
1,037
319
58
1,784
1,416
332
264
27
164
28
1,610

153
1
212
190
84
14
1,126
44
9
111
656
476
1,760
4,899
1,886
11,421
143
14
2
301
181
150
103
24
125
73
483

1,318
837
403
1,743
1,062
325
12,163
451
1,152
600
2,197
20,411
8,607
5,488
5,246
94,126
1,180
333
60
2,065
1,897
482
367
51
289
101
2,093

140,104

24,943

165,047
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TABLE 35
NUMBER OF CONTRACT MIGRANT WORKERS WHO HAVE DEPARTED
(By occupation)
Branch Occupation/Industry

Number of Migrant Workers
Male

Female

Total

Professional, technical and
related workers

3,173

899

4,072

Clerks and officers

1,592

729

2,321

Service workers

5,155

9,122

14,277

Agricultural, forest workers

674

139

813

Mineral and metal industry

13,540

595

14,135

Chemical industry

12,597

2,365

14,962

Food and beverage industry

1,123

393

1,516

Garments, and accessories
manufacturing industry

1,557

2,260

3,817

Wooden furniture industry

1,516

155

1,671

Stone cutting and carving
industry

272

9

281

19,730

3,662

23,392

3,767

752

4,519

Construction industry

12,623

45

12,668

Printing and publishing industry

10,390

1,070

11,460

2,909

35

2,944

49,486

2,713

52,199

140,104

24,943

165,047

Machinery manufacturing and
repair industry
Electrical and electronic
machinery equipment
manufacturing

Transport industry
Processing in manufacturing
Total
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VIET NAM

1. Government Labour Migration Structure
1. The Government of the Socialist Republic of Viet Nam
2. The Ministry of Labour, Invalids and Social Affairs (represented by the Department of
Administration for Foreign-employed Labour Forces)
3. The Ministry of Foreign Affairs
4. The Ministry of Public Security
5. The Ministry of Finance
6. The Ministry of Planning and Investment
7. The Ministry of Health
8. The Ministry of Trade
9. The State Bank of Viet Nam
Please refer to the Annex for information on the organization and functions of the bodies in
charge of labour migration.

2. Labour Migration Statistics

The number of contract migrant workers in 2002:
Please refer to Table 39 in the Annex.
TABLE 38
TOP FIVE COUNTRIES AND TERRITORIES OF DESTINATION
FOR CONTRACT MIGRANT WORKERS OF VIET NAM IN 2002
Country/Region

Number of Migrant Workers

Malaysia
Taiwan
Laos
Japan
South Korea
Others

19,900
13,200
9,100
2,200
1,200
600

Total

46,200
(including 10,600 female workers)
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3. Legislation
Migrant workers are known in Viet Nam as workers who work abroad for a definite time.
Viet Nam does not have a consolidated law on labour migration yet.
Labour migration is stipulated in the Labour Code, promulgated in 1994 and amended in 2002,
as well as in other legal documents, as follows:
• Government Decree No. 152/1999/ND-CP of September 20, 1999, guiding the implementation of the Labour Code’s regulations on the sending of Vietnamese workers abroad to work
for a definite time.
• Circular No. 28/1999/TT-LDTBXH of November 15, 1999, providing guidance for the
implementation of the Decree No. 152/1999/ND-CP.
• Decree No. O5/2000/ND-CP of March 3, 2000, on exit and entry of Vietnamese citizens.
• Government Decree No. 12/1995/ND-CP of January 26, 1995, on promulgating the Social
Security Regulation.
In order to implement the amended Labour Code approved by the National Assembly, the
Ministry of Labour, Invalids and Social Affairs (hereinafter referred to as MOLISA) has drafted
a new Decree on migrant workers and submitted it to the Government to replace Decree
No. 152/1999/ND-CP.

4. Protection of workers
Measures taken to regulate the recruitment of workers to work abroad for a fixed term
are as follows:
• Strict compliance with the regulations of the Labour Code, Decree No. 152/1999/ND-CP and
the guiding documents issued by MOLISA and its Department of Administration for Foreign
Employed Labour Forces (hereinafter referred to as DAFEL);
• Recruit workers directly and not through intermediaries in order not to increase the cost for
workers and to reduce the incidence of being deceived;
• Close coordination with local authorities and workers’ families throughout the recruitment
process;
• To protect workers from being exploited by domestic recruitment agencies, the Government
stipulates that the enterprises engaged in the placement for overseas employment are only
permitted to collect a service fee to pay for sending workers abroad, and that the fee must be
made public.
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Pre-departure training and orientation for migrant workers:
• Migrant workers are trained in the foreign language and the activities they will perform in the
country of destination.
• Migrant workers are provided with an orientation session on the host country’s laws, and
customs related to working and living conditions, residence, and transport.
• A training course is provided for migrant workers to improve their vocational skills with the
aim of meeting the requirements in the worker supply contract signed with each host country.
• As to certain markets (host countries), the migrant workers receive assistance in the form of a
training fee.

Supporting migrants facing problems in the destination countries:
The representative agency of Viet Nam in the destination country and sending enterprises are
responsible for protecting the legal rights of workers. These organs, together with their counterpart and agencies concerned in the destination country, assist the workers in solving their administrative and economic difficulties in a timely manner.

Welfare fund for migrant workers:
At the moment, migrant workers are responsible for paying social insurance in order to enjoy
welfare benefits after leaving the destination country. It is expected that the assistance fund for
migrant workers will be set up in the near future (as stipulated in the Labour Code, amended in
2002) with the aim of developing overseas labour markets, improving Vietnamese workers’
quality, as well as offering support to the enterprises and workers during their work abroad.

5. Foreign Market Development, Remittances, Return and Reintegration
Measures taken to expand Viet Nam’s labour migration:
• Amend and supplement the existing policy of labour migration with a view to creating favourable conditions for both enterprises and workers to seek and promote overseas employment,
strengthen the administration of government agencies, enhance the financial ability and the
workers’ capacity of sending enterprises. These measures are aimed at increasing the effectiveness and competitiveness of labour migrants.
• Attach special importance to preparing workers for migration abroad, improve the quality of
migrant workers in terms of foreign language abilities and professional and vocational skills.
• Regular inspections of the workplace for overseas employment to settle problems as they
occur and to be able to intervene to prevent workers from being deceived and abused in a
timely manner.
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• Regular dissemination of information about guidelines, placement policies for overseas
employment and labour markets, in order to raise the awareness of the society in general, and
also of government branches, and enterprises.
• Cooperate with all countries willing to receive Vietnamese workers and promote the conclusion of agreements on labour cooperation with them.

Role of the private sector in expanding labour migration:
Because it is a sensitive and new business, the placement of overseas workers is mainly carried
out by State enterprises. The engagement of private enterprises in this business is at an experimental stage and will be expanded gradually.

Migrant workers’ remittances:
Most migrant workers come from rural areas and are not used to dealing with banks. Therefore,
funds remitted via banks only represent one-third of all funds remitted.

Specific programmes and services to assist in the reintegration of returning migrant
workers:
Migrant workers find it easy to reintegrate into the economic market upon their return. Indeed,
most of them have made savings, improved their vocational skills and have become accustomed
to industrial working methods while overseas. The Government has also adopted a policy to
encourage and assist migrant workers to seek a job and settle down once they return home.
The Government encourages those who have savings to set up their own small or medium-sized
business. They are offered enterprise management courses and facilitated access to bank loans.

6. Inter-state cooperation and data collection
Bilateral labour agreements:
Viet Nam has signed agreements with other countries in order to mutually ensure the favourable
treatment for migrant workers in the respective countries. These agreements also serve as the
legal basis for the protection of migrant workers.

List of governmental bodies gathering data on labour migration:
•
•
•
•

The Department for Administration of Foreign-employed Labour Force (under MOLISA);
The Department for Administration of Exit and Entry (under the Ministry of Public Security);
The Department of Statistics;
The Ministry of Planning and Investment.
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VIET NAM – ANNEX
ADMINISTRATION OF LABOUR MIGRATION

The Ministry of
Labour, Invalids
and Social Affairs

Department for
Administration of
Foreign-employed
Labour Force
Organization Structure

Administrative
Section

Personnel
Training
Section

Enterprise engaged in
placement for overseas
employment

Labour
Market
Section

Labour policy
and
Administration
Section

Enterprise engaged in
placement for overseas
employment

Inspection
Section

Finance
Section

Enterprise engaged in
placement for overseas
employment
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Centre for
Information
and
Consultation

Section of
Administration
of
Vietnamese
Workers
Working
Abroad

Enterprise engaged in
placement for overseas
employment

GOVERNMENT AGENCIES IN CHARGE OF LABOUR MIGRATION

Government

Ministry of Public
Security

• Issue passports to
migrant workers.
• Coordinate with
agencies
concerned to
prevent and deal
with illegal labour
migration.

Ministry of
Labour, Invalids
and Social Affairs

• Establish a labour
migration policy.
• Ensure the
adminstrative
back-up for
Vietnamese
experts and
workers working
abroad.
• Develop labour
employment
possibilities
abroad.
• Manage overseas
employment
placements.

Ministry of
Foreign Affairs

Ministry of
Finance

Ministry of
Health

• Establish relations
with host
countries.
• Protect
Vietnamese
workers abroad.

• Determine
financial
regulations for
labour migration.

• Direct hospitals to
arrange for
medical
examinations for
migrant workers
and determine the
cost.

Ministry of
Planning and
Investment

Ministry of
Trade, and State
Bank of Vietnam

• Coordinate with
the Ministry of
Labour, Invalids
and Social Affairs
in preparing the
annual and 5-year
plans for overseas
employment.

• Determine
policies
favourable to
migrant workers
and enterprises to
receive loans,
remit funds,
invest in and
transport
materials and
equipment for
their work, and
submit them to
the Government
for promulgation.

TABLE 39
NUMBER OF VIETNAMESE MIGRANT WORKERS
(Up to 16 December 2002)
Country/Region

Number of Migrant
Workers

Female Worker

Taiwan
Japan
South Korea
Malaysia
Laos
Others

13,200
2,200
1,200
19,900
9,100
600

8,200
640
20
1,460
250
50

Total

46,200

10,620
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