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INTRODUCTIOND THE ASIAN REGIONAL REPORT

This is a pioneering Asian regional study on the recruitrsgnation, issuesand problems
experierced by migrant workers in majaountriesof origin and destinatiorhased on the
perspective of the migrants themselvéhisis pioneeringin several regects: it isa
collaborativeaction researcttonducted by migranbrganizations and support group# is
based on a field survey of migrant workerscluding predepating, orsite, returned
migrants-- in 11 of the majororiginanddestinationcountries in Asia; the analysis of the
survey data, and theanclusions and recommendations, ashanced by thénputs,
analysis and recommendation$ key informants, expertsral advocates in the respective
countries andit provides the latest, angerhapsthe only availablemulti-countrybaseline
dataon recruitment of migrant workers in Asia

Primary data were gathered during a egyear periodthrough two parallel procegsc a
baseline survey of 11 countries in Asia conducted in-ensixth period (November 2014 to
May 2015), and key informant/expert interviews and group discussiosd{icted
betweenDecember 2014ndMarch 2016 riding on selected events/meetings in i@rs
Asian countriesto optimize traveling and resources

The field survey itseiasbased on an exploratory, quasindom design; the results strictly
apply only to the survey respondents, but can be used as indicative data on particular
aspects of tle migrant recruitment situation in the countries surveyed. The countries were
selected based on the presence/availability of research partners or members of the Migrant
Forum in Asia (MFA), MFA being the lead proponent and coordinatbe Asia research

Thisresearch ipart of a broader global study on recruitment problems and issues
confronted by migrant workers; one of its purposes is to provide data, analysis and
recommendations for the global campaign on recruitment reform. The global campaign on
recruitment reform(RecruitmentReform.org) spearheaded bynigrant groups and
advocates through th©pen Working Group on Labour Migration & Recruitm@ihie Open
Working Group is composed BIFA, Global Coalition ddigration (GCM), Migration and
Develpment Civil Society Network (MADE), and other civil society partners.

This is theAsia component of the research, which was undertaken and coordinatétHsy
and research partners. The baseline surveys weralucted in the following countries,



through the efforts and facilitation of the correspding research partners andFA
members:

Countries of origin:

1 Bangladeslt WARBE Development Foundati@OMSAQvibashi Karmi Unnayan
Program OKUPR, Refugee and Migratory Movements Research LRMMRU;

1 Indiag Migrant Forum IndiaCenter for Indian Migrant Studies (CIMABPDWWT,;

1 Indonesia; IRDH Research, Migrant Care Indonesia;

1 Nepalg Migrants Center of Asian Human Rights and Culture Development Forum
(AHRCDFPravasi Nepali Coordination Committee (PN@&)rakhi, CMIRS,
Youth Action Nepal;

1 Philippines Kanlungan Center Foundation, Batis CemberVomen Center for
Migrant AdvocacyCMA)

Countries of destination:

i Bahraingc MWPS;

1 Lebanong CLMC, INSAN;

1 Malaysiag Migration Working Group Malaysi&rogresive Labor UniotsSENTRO;
United Workers for Mutual Protection, Advancement and DeveloprMalaysia
(UNIMADBSENTRO)

Singapore; Trarsient Workers Count Too (TWC2);

Taiwan ¢ Hsinchu Migrants and Immigrants Services Center (HMHPE
Worker<enter(HWG;

1 Thailandg Human Rights Development Foundation (HRDF)

il
T

The research proponents acknowledge wéincerethanksthe support of the donors
A. RESEARCH QUESTION
1. Central question

What are the major problems experienced by migrant workeisrigin and destination
countries in Asia involving private (felarging) recruiters, and what can dene to
address these problems?

2. Particular questions

1 What are the major recruitment practices of private, felearging recruiters that
abuse, violate the rights, dake advantage of migrant workers in Asian countries
of origin or destination? Which of these practices are illegalnscrupulous

based omational or internationaktandards?

How widespread or serious are these recruitment abuses and problems?
What arethe major patternsof the recruitment problems in countries of origin
and destination and what factors significantly affect the nature and patterns of
the problenf? What are theconnectiondbetweenthe areas obrigin and
destination in regard teheserecruitment problems?

1
1



1 Are therecorrelationsbetween the recruitment problems$actorsand the actual
working situation of the migrant workers abroad?

1 What are he existingrecruitmentregulationpoliciesand mechanismsn the
originanddestinationcountriesin Asi& What are the internationand Asian
standards on recruitment and protection of migrant worke¥§hat are thegaps,
weaknessesr failuresin these policiesind mechanismghat significantly
contribute to the recruitment problenf3

1 What can be doe to effectively address these recruitment issues? Whédrms
and interventions (policies, mechanisms, strategre=sgd to be in place at the
national, bilateral, regional and/or international levels

3.  Hypotheses

We want toprove (or disprové the following assumptions

1 That pivate, feechargng recruiters commit widespreatlegal orabusive
recruitment practices victimizing migrant workersarngin and destination
countries in Asia;

1 That there are substantive weaknesses and gaps in the internaowkhational
standards, policies and mechanisrtsese gapsreate and perpetuate the
widespread recruitment violations and abuses;

1 That we can identify major patterns/factors underlying the recruitment problems
and recommend intervention and reform straies to address these problems.

B. OBJECTIVES OF RHESEARCH

1. Tounderstandthe overseadabor recruitment andmigrationsituationin Asia and

identify recruitmentproblems and issues in countries of origin aedtination, based

2y YA 3NI Yy érspetvdsexpaidnces LJ

1 Analyze the nature, characteristics, patterns, linkages, dynamics, and underlying
factors/processes of the recruitment problems, issues, practices, abuses,
violations at the country, bilateral and Asian regional levels;

1 Analyze ifthereis a relationship betweerecruitment problemsand theworking
conditionsof the migrants in the destination country;

2. To analyze the roland practice®f private, feecharging recruiters in the recruitment
and placement of migrant workers in Asia
1 Analyz if private recruiters are necessary and beneficial to overseas migration
1 If they arenot necessary, what recruitment system or mechanisms should be in
place to help migrants who want to work abroad; if necessary, what measures,
policies should be in pt& to preventor eliminate recruitment abuses;

3. To analyze policy and practice weaknesses, gaps or failures at the international,
regional, bilateral and/or national levels that resultr@cruitment problems and
abuses



4. Torecommend reforms and actionexglag policies mechanismsstrategies,
practicesg to address the problems at ¢hnational, bilateral, regional and
international levels.

C. NATURE OF THRESEARCH

This is an exploratorgction research on the recruitment issues affecting migrant workers
going abroad. The identification and analysis of the problems, and what can be done to
address these, are based on the perspective of migrant workers and advocates in both
countries of origin and destination.

This study includes a baseline study on theruément problems and issues in selected
originanddestinationcountries in Asia. This is by far tiaest, and perhaps thenly,
baseline survegone onthe recruitmentproblemsand issuescross several Asian
countries, which was designed, implementedll be analyzedandwill make conclusions
and recommendations based ohd perspective of the migrants, migragwtoups civil
society advocatesand their partners

The study includes situational analysis related to overseas recruitem@htabor mgration;
policyanalysis on weaknesses, gaps, failures resulting in recruitment problems; and
recommendations in addressing these issues. The findings and recommendations will be
used by MFA and partne(particularly the Open Working Group @abour Migréion &
Recruitmentand its membersi advocatingand campaigning for recruitment reform

D. FRAMEWORK OF ANALYSIS

1. ¢KS adGdzRe dzaSa KdzyYly NRARIKUGa =disdfimiandny &8 Q N
labor rights, right to work, and social justice as framéworinciples in analyzing the
data, issues and problems.

2. Legallybinding international human rights standardsthe UN and ILO, as well as
national lawspolicies on recruitment and rights/protection of migrant workessrve
Fa (KS aKI NiRe nNditziurs @gal pardmstersiisdetermining illegal,
unscrupulous or prohibited practices.

In particular, MFA has identified the crucldN and ILO treatieshich, t&ken together,
constitute what itconsiders to be théMigrant Bill2 ¥ wA 3 K.{iTkeseMBRa . w0
treatiesarethe references in defining what recruitment practices are abusive, illegal,
unethical violating the rights of migrant workers, or constitutifigrcedlabor or

human trafficking.

MFA has also identifiethe UNand ILOtreaties that deine the international legal
standards orthe recruitmentof workers (includingnigrant worker$, andthe
regulation of private recruitment agenciehése are used as referencies
determining what constitutebusive, unscrupulousnethical, illegal or grhibited
recruitment activities



Non-binding(normative) standards, reports and recommendatiafishe UN and ILO
(e.g.ILO Multilateral ameworkon Labour MigrationrelevantILO
Recommendatios, CEDAW énheralRecommendation 26, QMW GeneralComment
#1, etc.), as well as recommendations and response strategies made by réfabed
governmentalbr multi-stakeholder bodies, Asiaegionalbodies (e.g. ASEAN), and
regionalconsultative processes (RGHsAsiaé.g.Abu Dhabi Dialogue, Colombo
Proces} are also usedn the analysisespeciallyin the formulation ofthe
recommendations.

GaAdINI Yyi 62NJSNEREZ a GKS GFNHSG NBAaLRYyRS)
with the UN Migrant Workers Conventi@persons who are to be engaged, are

engagedpr have been engaged paidwork abroad Only international migrant

workers are considered in this studijhe respondent®r the origincountry survey

include those who are planning to work abro&dyve returned from work abroad, and

those still workingabroad but were in the origin country at the time of the survey.
Respondentsn the destinationcountry survey are foreigners working (or looking for

work) in the destination country.

Thesurvey datds used to identifyvalidate, analyze the patternspd determine the
significant factors pertaining tthe recruitmentissuesproblemsand the
abuses/violationgxperienced byhe surveyrespondentsThe survey is reinforced by

a parallel process of focus group discussions, key informant and expert coiosisita
group analysisand strategy discussions with migrant groups, advocates and experts
on labor migration and recruitment.

The problems/realities are analyzed using the above fram&w/standards; gaps or
weaknessef the standards, laws, policies mechanisms are then identified, and
recommendations maglto address thgaps and weaknessasd suggest immediate
and strategic agenda foecruitment reform

The survey methodology mon-probabilistic (i.e. not strictlyandomized, therefore,

the resuts could not be generalized for all the migrant workers in the countries
surveyed; however, the results for the respondents provide indications/references on
the problems/issues ahe broader migrant population, and the recruitment situation

in general.

In addition to the individual statistics derived from the survey data, this study

generated standardized statisticsgzores) to allow for comparison of data/results

across countries ankkeyresearch parameters (e.g. demographics, job categories,
violations/problems, etg. Selected indicators relating to recruitment were put
023SGKSN) a aa02NBOFNRaésx gKAOK afkdtes U(GKS |
value of each indicator.

Consolidatedneasuresvere created (i.e. final-gcore, and compositeecruitment
categories)which integrateseveral research indicatots provide a more holistic
LIAOGdzZNE 2F GKS NBONMZA GYSy(d aridda A2y d ¢KS
instance, use&6 criteria itemsin the origin survey and 27 in the destinatisurveyto



categorize each respondent under any one of foerruitmentcategorie® ¢ SE G NB Y S
LINPOEf SYasseverdizd SEIAYATFAOLI Yyi>é 2N aSGKAOIFT NB(

Correlation measures were generated to provide clear basesstablishinghe
relationshigs (statistical correlatios) betweenthe recruitment factors, between the
recruitment and working condition factors, and between the recruitment factors and
ratification of the UN/ILO treaties.

Recommendationsnd response strategies addressg therecruitmentproblems

and migrantabuses/violationgre proposed based on the research resudisd
recommendations from relevant international, regional or national initiatives related
to labor migration and recruitment of migrant workers in Asia.

The research recommendatiopsimarily refer/connect back to the positions and
recommendation of the migrant groups and advocatearticularly thepolicy and
action recommendations dhe Migrant Forum inAsia (MFA)dobal Coalition on
Migration (GCM)the Asian research partnerand theOpen Working Group on
Labour Migration & Recruitment

Recommendations, response strategies and action proposals of the relevant UN and
ILO bodies, government/integovernment bodies/forumgat the national, Asian

regional and international leve]®.g. Fair Recruitment Initiatiyeethical recruitment
advocatesand other civil society groups are also considered and incorporated in the
research recommendations as necessary.

METHODOLOGY

Theprimary data for the reseah were gatheredhrough two parallel processes

a baselinesurveyconducted in a simonth period November2014up to May 2015),

and key informant interviews/group discussiamnducted between December 2014
andMarch 2016(seeReferences/Sources Usetlthe end of the report for the list

and dates of focus group discussions, group strategy meetings, and discussions with
experts/advocates).

Sources of information

1 Secondary- desk review, review of literature and reference documents
(particularly lawspolicies and standards at national, regional and international
levels);publisheddata,information and reports by governmegtrelevantUN
agencies and treaty bodigH_O and other sources; published resource materials,
policy briefs, reports and analgsfseeReferences/Sources Usetlthe end of the
report).

1 Primary- survey respondentkey informants migrant groups, experts and
advocates on labor migration and recruitmgptimarily MFA members and
research partnerspolicymakers partners in theOpen Working Groupn Labour
Migration and Recruitmengthical recruitment advocatesternational and
Asianmigration experts and advocates).



3. Sampling frame for the surveyThe target respondents of the survey are migrant
workers in countries of origiand destination, as defined abovespondents in
countries of destinationcluded all types ofmigrant workers: documented or not,
and inany job categoryRespondents in the countries of origin included thosehe
process of being recruited, preparing waiting to work abroagmigrantworkers who
have returned homdor good andmigrants still working abroad butevein the
country of origin (e.g. on leave or vacation) at the time of the survey.

4.  Sampling plan (identifying and selecting the surveyoaslents)

1 Samplingprocedureg Due to very limited resources and survey personhitA
prescribeda non-probabilistic,quastrandom sampling placlustered, combined
with systemati¢convenienceselection process in getting the respondent in each
cluster.Qurvey partners in all countriesere requestedto follow this research
design and sampling plan

1 Sample size althoughthe sampling plams norprobabilistic, some process of
quasirandomization was usee used¥ f 2 @A y Qo déieRndy thef |
sampe sizefor each countrynoting that this is applicable onfgmong other
assumptionsyvhenwe are estimating a population proportion, and the
confidence level is sett 95%!
-As a general rule for all countries in the survey, wedike confidence leel at
ppz 0l & NBIljdzZANBR Ay dza dy Barginfofe@bkoE Q& F 2 NI ¢
0.10 (i.e. we set the halfidth of the confidence intervah estimating a
population proportionat 0.10).With these parameters, f 2 @A y Qydeld§Fa2 NIy dzf |
sample sizevith an upper limit of 100 respondents, regardless of the size of the
population. Therefore, MFA prescribed a minimum sample sidd @fto allow
for invalid questionnairésn all countries involved in the survey.
-In some countries, research partnervsnted to make their specific country
reports (in addition to the regional report)}-or these countries, we set the margin
2F SNNEBN G S T n osample sfzdvith @iugperdimitdf 2 NIy dzf | &
400respondents, regardless of the population sizberefore, MFA prescribed a
minimum of410respondents ér these ountries.

5. Data gatheing instruments
1 Surveyinstrument A common, structured questionnaire was used in all the
countries surveyedlhe survey usetwo types of(similarlystructured)
guedionnaires: one questionnaire for countries of origin; another questionnaire
for countries of destinationThe survey partnerineach ountry decided ifthe
countrywas surveyed aan originor destination country, or both. Countries of
origin usedquest? y Y I A ;N@untries of destinatiomsedlj dz=Sa G A 2y y | A NB a
1 Guide questionsvere usedor the key informantsessions and group discussions

1488 F2NJ SEI YLIGEKS @r& dadl rRGt $éfiyibslagatasd J@yee Ryydmnd ¢ 6 &

Punzalan in The Philippine Statistician, Vol. 61, No. 1 (2012), pfi362%or a discussion on the appropriate

dzAS Yy R LI NI YS{SNE TRz dzE Ay T KB{ f AAKR2NE 2F GKS | NIAO
0SS y2 | OGdzrt LISNB2Y yIYSR a{ft208Ay>¢é FyR (KS SINIASad
(1967). The writer is thankful to Dr. A. P. Acusta for advise on this matter.



6. Processing of the survey data

The data from all the countries involved in the survey were encodedcandolidded in

two data files(using SPS&)one for countries of origin and another for auties of
destination Statistics were generatagsing SPSS and shared with all research partners;
these wereanalyzed by MFA and the country research partners. A regamthtelected
country reports were made based on the survey data, additional secondary data, key
informant data, and group dcussions/analysis.

The preliminary results were discussed iregional consultation held in Amman, Jordam
16-17 December 2014the draft regional results were presented in a folloy meeting
held in Bogor, Indonesian 1015 August 2015Validationmeetings and discussions to
formulate recommendationsvere held in Dhaka, Bangladesh 7-9 Decembef015.

F. SCOPE AND LIMITATIONS

1. The study focused on the practices of private -&barging recruiters in Asian
countries of origin and destinationparticularly those practices that abuse, exploit
migrant workers or violate their rights; or practices that are illegal, unscrupulous,
unethical or prohibited based omternationalstandards.

2. The study covered those countries of origin and destination that are included in the
MFA campaign on recruitment; countries where MFA has partners or members who
agreedto help conduct the research.

3. The respondentare migrant workers themselves (as definaldove. The information,
analysis, perspectives, conclusions and recommendations are based on the
perspective of migrant workers, migrant advocates Aviihd its members and
partners.

4.  Survey procss and processing/analysis of survey datdl countries followed the
same research design for this study and the field survey. However, the actual conduct
of the field survey (especially tlgpiastrandom sampling procedure in selecting the
individual repondents) varied depending on the capacity of survey partner in each
country. MFA had no direct supervision of the field survey in each country, and so the
reliability of the survey process itself was limited by the research skills and capacity of
partnersin eachcountry. Therefore, the quality of the resulting survey data is uneven
across countries; MFA processed and treated all survey dajaassrandom,
conveniencesampling data.

Given he limitations of the data, the statistical results and analgsigtly apply only

to the respondents. The results of the survey do provide proof and substantiation of
the problems faced by the respondentsut these results should not be
indiscriminatelygeneralizel for the whole population of migrant workers in the
countries surveyedNevertheless, these results provide the latest, indicative baseline
statistics on the recruitment problems/issues experienced by this set of respondents,



and may be reflective/indicative of tHeey issues androblems experienced byany
migrant workers in those countries

MFA and partners conducted desk research and analysis of secondary information,
especially on country laws, policies, mechanisms. This information on
policies/mechanisms are used in contextualizing and analyzingetitaitment gaps,
weaknesses between the laws/policies and the actual experiences/prolibsrd by
the migrant workers.

MFA and partners analyzed and interpreted the survey data, statistics, reference
documents and secondary information as advocates @xperts in their own right.
When necessary, the partners provided additional information, analysis and
recommendationgarticular to their countries.

There were seriousnhitations in time financial and otheresourcesand human
power/staff. Despite lhese, the commitment, time, staff/volunteer and resources
contributed by MFA and partners enabled us tagh this researcihJnevenness in
capacities of research partners in each country, andithédtions insurvey skills
computer resources, encodiraqnd statistical processing skills, all contributed to much
longer time than expected in processing the results and producing this report.

Of course, data anfindingsin this studyare subject tacorrection,validationand/or
rejection if newer, more authritative data becomevailable

Errors infact, calculations, data processingrammaror logic and mistakes irthe use
of statisticaltools orconceptsk NB Sy 0 A NBf & §KSThegwiedi SNDa N
apologizes for such.
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CHAPTER 1:
MIGRANT PROTECTIQ NABOR RECRUITMENTANDARDS

fEach Member [State] € shall establish a system of free public
employment agencies under the control of [the State].0 [ 100201919]

fEach Member [State] [shall] ensure that the services rendered
by its public employment service to migrants for employment
are rendered free. 0 [ 09T, ©049¢

APrivate employment agencies shall nof
in whole or in part, any fees or costs to workers. ®.O [C181, 1997]

What arethe internationaland Asian regiongprotection laws standardsand normsfor
migrant workersparticularlyon the recruitment,placementand employmenbf migrant
workers abroadAre these substantive and sufficient enough to address the recruitment
problems of migrant workers in Asia? Are these standards translated into bilateral and
national laws, policies and mechanisms to protect migrant workers against recruitment
abuses and labor rightgolations?

A. INTERNATIONAL STANDARDS AND NORMS ON RECRIFLNERVIENT,
EMPLOYMENAND PROTECTION OF MIGRANT WORKERS

The United Nations (UN) and the International Labour Organization (ILO) are two of the
leading intergovernmental bodies that set and monitor compliance to international human
rights standards. Thestandards form part of international law, and are codified in legally
binding treaties (conventions and their protocols), as well as normative-iinaating)
declarations, recommendations, framework principles and similar instruments.

The UN hag Y 2 NIBY (i KpliilgteraMreatiesto date? of which nine (9) are considered

d O 2 AP O OV (tHege yhavarine protocols at presedtEach of the UN Core Conventions

has a correspondingtreaiy 8 SR 02 Re& 002YYAUUGSS 2F AYRSLISYF
StalS LI NIASEQ O2YLX AlFYyOS 6AGK GKSANI GNBILFGe 20
adopts Recommendations, issues General Comments, and considers individual

02 Y LX P Thgtdnimeris orecommendations issued by these committees clarify or

enhancethe application of the conventionse.g. General Recommendation #26 of the

CEDAW Committee, and General Comment #1 of the Committee on Migrant Workers.

The ILO ha201 binding treaties to date 189 conventionsnd their 12 protocols. Of these,

eight 8 NE O2y aA RSNBR2 @S oiFMda/H\RA &Y So/1id t ROt || NER 0«
Body in 2007)there is currently one protocol to these fundamental conventiohisese
ninet NBIF GASa NS aFdzyRFYSyidlf (2 GKS NWsIKOa 27

24y G N2 R dzO initedyNatiorsITr&a$y Tollectiponline
(http://treaties.un.org/Pages/DB.aspx?path=DB/MTDSG Stapagfelntro_en.xml), accessed 30 June 2014.

3t 26 SNX 2Ay 0G0 2y hl /1l wX hOi20SNI HnanndZé hTFFmnAghtsz2 T GKS !
(OHCHR) website, onlinkettp://treaties.un.org/Home.aspx?lang=¢naccessed 25 July 2013
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Implementation of all IL@onventions (ratified and umatified) are supervised by two

bodies: (a) Committee of Experts on the Application of Conventions and Recommendations
(CEACR); this is an independent committee of legal experts that reviews the periodic reports
submitted by gwernments; and (b) Conference Committee on the Application of Standards;
this is a tripartite, standing committee of the International Labour Conference; it examines
and acts on the reports of the CEACR.

Therefore, there are more than 751 UN and ILO lgdahding treaties to dateA country
0S02YSa -t NI{aEl (ashudd after it Gifiésfatcédes to, succeeds or

FLILINRE @Sa || GNBFGeod Ly GKS 'b LINROSaax | O2dzy
make the government legally bound uint ratifies a treaty. In the ILO, the instruments go
RANBOGf& GKNRdzZZK NI GAFAOFGA2YZEX YR GKSNB Aa

1. LegallyBindingTreaties andStandardson the Recruitment, Placement, Employment
and Protectionof Migrant Workers

According to the Migrant Forum in Asia (MF&the biggest network of migrant groups,
trade unions, civil society organizations and advocates in dseventythree (73 of the UN
and ILO treaties are considered most relevant to migrants (including migoanéstic
workers) seafarers, refugees and mobile populationBese represent 29 UN treaties (16
conventions + 13 protocols) and 44 ILO treaties (41 conventions + 3 protédquiendix1
liststhese73 UN and ILO treaties, and their applicability to ttflecountries covered by this

research.

2. aC! Qa GaArx@GNI®H wWAIKGAE oO0a. w

MFA considers twentfive (29 of these73treatiesasts & a A.IANIHfy 12 F wA IK G & ¢
because they establish landmark or benchmark rights or standards for migsaatisres

and their familiesThe MBR includek2 UN treaties (7 conventions + 5 protocols) and 13 ILO
treaties (12 conventions + 1 protocol). MFA advocates for the adoption, proper

implementation and adherence &}l countries to these MBR treaties, &8r and pst

standards in the treatment of all migrant workers and their famillaAppendix 1 these

treaties aremarkedwithad a . w ® ¢

3.  TreatiesPertainingto the Recruitment of Migrant Workers

The standards and principles set in the MBR treaties are the kEsiences used in this
research in analyzing the status of migrant workers in the countries suneiyetliding

their working conditions, rights and benefits, treatment by the home or host country, access
to redressand justice and recruitment experience

4 International Labour Organization (ILO) website, onlimenf.ilo.org/public/english/region/asrdéangkok/),

accessed 26 July 2014.
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Given the focus of this research (recruitment issues/problems), we take particular note of
the standards and provisions of the UN and ILO treaties that protect migrant workers
against abuses and exploitation in the recruitment process.

Of the 73 treatés relevant to migrants, thirteen (13et international standards on
recruitment practices and the operation of private employment agenciégse are marked
gAOK aw9/ w! ¢ Agpghdixili&e tiiat ninéoRtiese kegruitment treaties are
amongthe MBR treaties, but 4 are not.

Theserecruitmentrelated treatiesare composed of the followinpur (4) UNand nine (9)
ILO treaties:

1 Convention on the Elimination of All Forms of Discrimination Against Women

(CEDAW 1979

1 International Convention othe Protection of the Rights of All Migrant Workers
and Membaes of their Families (MWC), 1990
United Nations Convention against Transnational Organized Crime (YNZODG;
UNTOC Optional Protocol to Prevent, Suppress and Punish Trafficking in Persons,
especially Women and Children (UNTO(; BJOO; ale known as the Palermo
Protocol
ILOConvention2 (C002) on Unemployment, 19,19
ILOProtocol of 2014 to C029/Forced Labour Conven(o29, 2014,
ILO Convention 88 demployment ServiceC088), 1948;
ILOConvention 95 ofProtection of Wage€095), 1949
ILO Conventio6 onFeeCharging Employment Agencies (Revig€@P6), 1949
ILO Conventio®7 onMigration for Employment (Revise{}097), 1949
ILO Conventiod43 onMigrant Workers (Supplementary Preiwins)(C143), 1975
ILO Conventiod81 onPrivate Employment AgenciéS181), 1997
ILO Conventiod89 onDecent Work for Domestic Worke{€189), 2011

= =4

E R

4. Recognitionand Coverage fo(Migrant) Domestic Workers Under International Law

Until recently, mosbf theseinstrumentsdid not mention domesti¢household)workers; if

they did, it was typically to excludkmestic workers (DWJom coverageor restrict their

rights. Considering that the notionfo G R2 ¥ BBYI AOa 62NJ ¢ KIR y24 0S5
estalished as a univers&galprinciple, this left domestic workers out tife coverage of

most of thelabor standards. The adoption by the ILO in June 2011 of Convention 189 (C189)

and its accompanying Recommendation 201 (R2dldecent work for domestic erkers

was a historical watershed: it did not simply set minimum standards of rights and protection

for domestic workers, it formally recognizeldmestic work as work thus making all ILO

instruments applicable to all domestic workers, local and migranpar with all other

workersp ¢ KS LINBFYotS 2F /myd I FFANVaE GKAAY aXw!
Conventions and Recommendations apply to all waskercluding domestic workexsd ¢ L [ h
C189 entered into forcen 5 September 2013a year after the Phppines deposited the

second ratification in 2012.
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5. ILO C29 Protocol of 201Rutting migrant workers, and recruitment resulting in
forced labor, under thepurview of the fundamental ILO treaties

ILO Convention 29 on forced labor was adopteti9B80 long outdated in terms of the
context of forced labor, especially as this pertains to migrant workers. However, the
commitmentof all countries to combat forced labor remains strong today as it was in
1930 one reason why C29 is one of thightfundamentl ILO treatiesThe landmark ILO
Protocol of 2014updated the definition and context of forced lahqguutting it up to speed
with the globalized, mobile world of work today. The protocol makes ILO C29 a powerful
tool for migrant workers because it specdily affirms theparticular risk/vulnerability of
migrant workers to forced labor, including through abusieeruitment. Crucially, as a
fundamental ILO treaty, it is legalynding on all ILO members, and puts recruitment and
migrant workers in forcethbor situations under the purview of this binding instrument.

6. Non-BindingInternational (UN/ ILO Instrumentson Labor Recruitment and
Protection d Migrant Workers

The UN and ILO, including the treaty bodies of the UN core convensindshe ILO
Committee of Experts on the Application of Conventions and Recommendaiidss
produce nm-binding, normativanstrumentsg recommendations, reports, framework
principles, action plans, etachich enhancesupplemenbor elaborateon the legallybinding
standards.Some of the most relevant on@s recruitment and migrant protectioare:

1 CEDAW General Recommendat#26 on women migrants (2008);

1 CMW General Comment #1 on migraamestic workers (3 Dec 2010);

f Guiding Principles on BusinesslaHuman Rights (lbed Nationsd t N2 1 SO =
wSALISOl YR wWRYSREET BRI YP2BKN YDA LI B88¢ & wdza
endorsed by the UN Humarights Council on 16 June 2011;

ILO Declaration on Fundamental Principles and Rights at Work (1998);

ILO Multilateral Framewrk on LabouMigration (2006);

ILO RecommendationsManyILO Conventiog) especially the more modern ones,
have relatedor accompanyingl ORecommendatio(s); loth are legal

instruments?® although the Recommendation m®n-binding andusuallyprovides
more detailed specific, andupplementaryprovisions on the same subjeétor
instance, ILO Recommendation 188, which supplements ILO Convention 181 on
Private Employment Agencies, prescribeshnical standardgjuidelines,
procedures anadtoncrete measures to proteetorkers and to promote

cooperation between the public employmeseérvice angrivate employment
agencies.

= =4 4

Following arethe recruitmentrelated ILO @nventions and their associated ILO

SLIhed '{9!b ¢wL!bD[9 tNR2SOGSZ atNRGSOUGAZ2Y 2F YAIANI Y
process: International standards and guiding principles given by the Private Employment Agencies Convention,
1997 (No. 181) and Private Employment Agencies Recommendation, 1997 (No. 188), foreword, 2015, p. i.

$ Ibid., p. 4.
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Recommendation$:

-C97 RecommendatiorB86;2

-C143 Recommendation 86 Migration for Employment Recommendation
(Revised), 1949;dRommendationl00¢ on Protection of Migrant Workers
(Underdeveloped Countries), 1955%d@mmendationl22 ¢ on Employment Policy,
1964; Rcommendation 8 on Employment Service, 1988commendatiori51?
-C181 Recommendation 188 on Private Employment Agencies, 1997;
-C189:Recommendatior?01¢ on Domestic Workers, 2011.

All theseUN and ILO instrumentsboth the binding and the normative show that there
are numerousclear, codifiedlong-standng and weHestablishednternational legal
standardson the protection of migrant workers, including domestic workers, and the
regulation of labor recruitment. What standards are exactly set by these instruments?

B. OBLIGATIONS COMMITMENTONDERNTERNAIONALTREATIEREGALLY
BINDING BANDARDYS)

Below are particularprovisions @n reaquitment and migrant protectiondf the 13UN/ILO
treaties.(SeeAppendix 9 PartA for amore detailedenumeraton ofthe provisions of the
binding international instrumets on recruitment and the protection of migrant workeys

1. Convention on the Elimination of All Forms of Discrimination Against Women
(CEDAW 1979
1 Measures including legislation to suppress all forms of trafficking in women
(Article6)

2. International Corvention on the Protection of the Rights of All Migrant Workers and

Members of their Families (MW 1990

1 Authorization, approval and supervision of agencies, prospective employers or
persons acting on their behdlArticle66.2);

1 ollaboration among State® prevent and eliminate illegal movements and
employment ofirregularmigrant workers measures against the dissemination of
misleading informationsanctions on persons, groups or entities which organize,
operate or assist in organizing or operatingnclastine movementgArticle68.1)

3. UNTOC Optional Protocol to Prevent, Suppress and Punish Trafficking in Persons,
especially Women and Children (UNTOQ,2ZDO00; als known as the Palermo
Protocol
9 Definition of "trafficking in persons" includes recruitmig transportation, transfer,
harboring or receipt of persons; including use of threat, coercion, fraud, deception,
giving/receiving of payments or benefits to achieve the consent of a person for the

" Related ILO Recommendations as indicated in the relevant page of the Convention (Source: ILO NORMLEX,
http://www.ilo.org/dyn/normlex/en/, accessed 25 July 2013).

8 Accompanying ILO Recommendation to C97, as mentioned in the Fair Recruitment Initiative brochure, p.4.

9 Accompanying ILO Recommendation to C143, as mentioned in the Fair Recruititi@ntdrbrochure, p.4.
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services, slavery or practeesimlar to slavery, servitude (Artici&a));

ILO Convention 2 (C002: Unemployment Convenjidi®19
1 Establishment by the State o& system of free public employment agencies under
the control d a central authority(Article2.1);

Protocol of 2014 to the Forced Labour Convention of 1930 (029, 2014-

adopted at 103' ILC, 11 Jun2014; will enter into force on 9 November 2016

1 Recognition of thgoarticular vulnerability and higher risk ofrtain workers,
including migrarg, to forced or compulsory labgPreamble)

1 Measuredhy the Statao prevent and eliminate use of forced labor, to provide to
victims protection and access to appropriate and effective remedies, such as
compensation, and tganction the perpetratorsf forced or compulsory labor
(Article 1.1);

1 Measures against trafficking in persons for the purposes of forced or alsany
labor (Article 1.3)

1 Measuredn educating andnforming peopleparticularlythe vulnerable
educatingand informing employetdegislation that covers vulnerable/at risk
workers and are enforcegbrotecting migrant workers from possible abusive and
fraudulent practices during the recruitment and placement proddéssicle 2)

1 Measures for theelease, preection, rehabilitation of all victimsf forced or
compulsory labg provsion of assistance and support (Articles 3 and 4.1);

1 Measuresentitling authorities not to punish viatns of forced or compulsory labo
who were compelled to involve in unlawful agties (Article 4.2);

1 Cooperation betweerstates to prevenand eliminae all forms of forced or
compulsory labo(Article 5)

ILO C088 (Employment Service Conven}jdi948

1 Maintenanceby the Stateof a free public employment servigArticle 1.1)

1 Employment servicehat ensures effective recruitment and placemenincluding
of migrant workerqArticle 6)

ILO C095 (Protection of Wages Convenioi049

f Prohibition ofad I y & RS R dzO( A ;ade by NRKET tocemndpd ahis
representatis >  2aNyinie@nediary such s labor contractor or recruitér I &
direct or indirect payment for the purpose of @ning or retaining employment
(Article 9)

ILO C096 (Fe€harging Employment Agencies Convention (Reviseth49

i Statesto choose betweernwo options: Part Il of the Convention (progressive
abolition of feecharging employment agencies conducted with a view to profit
and the regulation of other agenciesy, Part Il (regulation of feeharging
employment agencigqArticle 2.1).

ILO C097 (Migratiofor Employment (Revised)), 1949
1 Maintenance by the State afn adequate and free service to assist migrants for
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10.

11.

12.

employment;providing migrants wh accurate information (Article 2);

1 Measures by the State to facilitate the departure, journey and réoapf
migrants for employment (Article 4);

1 Cooperation between membeBtates on employment service and other saces
connected with migration (Article 7.1);

 Statestoa Sy ddzNE GKIF 0 G0KS aASNIBAOSa NBYRSNB
migrants br employmg/ & F NS NBYRSNBR FTNBS¢ 0! NI A

ILO C143 (Migrant Workers (Supplementary Provisions) Conveptib@75

1 National laws or regulationsnposingadministrative, civil and penal sanctions
(including imprisonmentpertaining tothe illegal employment of ngrant workers,
or in organiimg or assisting such movements (Article 6.1);

ILO C181 (Private Employment Agengjek997 revises C96 (1949)

1 Allowingthe operation of private employment agencies as well as the protection
of the workers using their servicéAtrticle 2.3)

i Stateto determine the legal status of private employment agencassl
conditions of operation including licensing, certificati@guticle 3.1 and 3.2)

1 Measures to ensure that the workers recruited by private esypient agencies
are notdenied he right to freedom of association and the right to bargain
collectively(Article 4);

T at NAGFGS SYLX 28YSyid |3ISyOASa akKlhtt yz2i
part, any fees or costs to workergArticle 7.1);

1 Gonsuliation with theorganizations of employers and workers; all necessary and
appropriate measures, both within its jurisdicticandin cdlaboration with other
Members, b protect and prevent abuses of migrant workers recruited or placed in
its territory by private employmentgencies; lawsfegulations which provide for
penalties, including prohibition of those private employment agencies which
engage in fraudulent practices and abu¢asticle 8.1)

{ Bilateral agreementdetween membe{ ( I foPrevent abuses and fraudulent
practices in recraiment, placement and employmeistof migrant workergArticle
8.2);

1 Machinery and proceduresnsured by the Statdor the investigation of
complaints, alleged abuses and fraudulent practices ofpei employment
agencies (Article 10);

1 Measures to protectvorkers employed by private employment agencies, in
relation to freedom of association, collective bargaining, minimum wages, working
time and other working conditions, statutory social security benefits, access to
training, occupationasafety and health, compensation in case of occupational
accidents or diseases, compensation in case of insolvency and protection of
workers claims, maternity protection and benefits, and parental protection and
benefits(Article 11)

ILO C189 (Decent Wofkr Domestic Workery, 2011

1 Measuredhy the Stateo protect domestic workersgainst all forms of abuse,
harassment and violend@rticle 5);

1 Measures to ensure that domestic workers are informed of their terms and
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conditions of employment in an appropte, verifiable and easily understandable
manner(Article 7)

1 Protection by the Stateof domestic workers, including migrant domestic workers,
recruited or placed by private employment agencies, against abusive praltices
(a)determiningthe conditionsgoverning the operation of private employment
agencies(b) ensuringhat machinery and procedures exist for the investigation of
complaints, alleged abuses and fraudulent practices of private employment
agencies; (c) adoptg all necessary measures, withits jurisdiction andn
collaboration with other Members, to proteend prevent abuses of domestic
workers recruited or placed in its territory by private employment agentaass
or regulations that specify the respective obligations of the privat@leyment
agency and the household towards the domestic worked provide for penalties,
including prohibition of private employment agencies enghigefraudulent
practices and abuses; (diloptingbilateral, regional or multilateral agreements to
prevert abuses and fraudulent practices in recruitment, placement and
employmentof migrant domestic workers; and (e) takinggasures to ensure that
fees charged by private employment agencies are not deducted from the
remuneration of domestic worker@rticle 5.1);

1 CGonsuliation with organizations of employers and workers and, where they exist,
with organizations representative of domestic workéisticle 15.2)

C. NORMATIVE STANDARDBEBCOMMENDATIONS&INTERNATIONAL NON
BINDINGNSTRUMENS

Appendix 9 PartB enumerates the key provisions of selectadn-binding international
instrumentson the recruitment, placement, employmerand protection of migrant workers

These UNILOand intergovernmentainstruments have been adopted by the governments
and reflectofficial consensusthey are also international legal instrumengdthough the
prescriptions are recommendatory in nature. These normative standaedemmendations,
comments, declarations or frameworks reinforce, clarify, elaborate upon, or supplement
the bindingstandards. Norms linked to treaties can be used to argue tla@ing treaty
applies to the issues elaborated in the relevant Amndinginstrument

Non-binding recommendations or reports are usually much longer and more specific than
the binding instruments, and show if or how, specific cases or problems are covered by the
binding instrumen(s). Therefore, lhe practical valueof the normative instrumentsrein
providing basi§ustification/guidancein asserting thathere isa violation @ abuse which

binding standards obligate a State to act on these violations, and streegic or gstemic
remedies need to be applied to prevent similar problems in the future

1. General Recommendation No. 26 of the CEDAW Commigt@ertaining to wome
migrants and domestic workergadopted by the CEDAW Committee, 2008)
1 Heavy debt burden of women migrant workepecifically frommecruitment fees
they may not be able to leave abusive situations; may become undocumented the
minute she leaves her joffParagraph 15)
1 Obligation of countries of origin to respect and protect the human rights of their
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female migrant workerg measuresshall includeeducation,awarenesgaising

and training requiring recruitment agencies to participate in awarenasssing

and trainingprograms and sensitize thenggulations and monitoring systems
which include a comprehensive definition of irregular recruitmantl legal
sanctions for breaches of the laagcreditation program$o ensure good practices
among recruitment genciegParagraph 2%

General Comment No. 1 of the UN Committee on Migrant WorkeRertaining to
migrant domestic workergadopted by the CMW, December 2010; released February
2011)

1 Inclusion of ngrant domestic worker§MDWs)in the term "migrant woker" (in
the UN Migrant Workers Conventigréxclusion ofMDWsfrom protection would
constitute a prima facie violation of the Conventi@®aragraph 6);

1 Before departurecchargng ofexorbitant fees taViIDWsby recruitment agencies,
labor brokers, and otheintermediaries; migrants ngdrovided with accurate
information, meaningful preparation, or written contra¢tglDWs are deceived by
illegal recruitment agents anldred into paying for fraudulent visadocuments or
jobs(Paragraph 9);

1 Upon arrival:migrants left stranded with high levels of debt and without legal
papers and employmer(Paragraph 11);

1 In the workplacemigrantssubjected to abusive working conditions, including
psychological, physical and sexablise and harassment froemployers
recruitment agents or intermediarie@aragraph 13);

1 Difficulties/deterrents forMDWsin claimingtheir rights and segkgredress in
case of violationsmo availablenechanismgo receive and address complaints
from domestic workerslack of knowledge dfiIDWsto whom to address their
labor problemsreluctarceto contact the police or labor authorities out of fear of
deportation; language barriercosts of adrmmistrative and legal processes
(Paragraph 27);

91 Cooperatioishared responsibility dbtates of origintransit and employment for
regulating and monitoring reaitment and placement processes (Paragraph 31);

1 Cooperation ofStates of origin and employmeit adoption ofprotection-
sensitive and transparent frameworks and agreemdbtkateral, multilateral ad
regional agreements(Paragraph 32);

1 Recruitment agencie©bligation ofStatesto regulate and monitor labor brokers,
recruitment agencies and other intermediari@aragraph 33);

9 Authorization, approval and supervision by public authoribésecruitment or
placement agencies in countries of origin, transit opboyment; including
t A OS yfermai/ régulardtransparent and Stategulated ;@ccreditation and
periodic renewalmonitoring, inspection and evaluation; sanctions and penalties;
systemsof recording and reportingincluding webbased formats that arpublicly
andwidely accessiblgParagraph 34);

 Establistment of specific criteridby the State oMDWA Q  Nén&ufnithiat only
agencies observing these critegan continue to operateRaragraph 35);

1 Adoption of @des of conduct on the recruitment ®DWSs including specific rules
governing fees and salary deductions, penalaead sanctions to enfoe these
codes(Paragraph 36);
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1 Banning by the Stat®f recruitment fees charged to domastworkers, inalding
through salary deductions (Paragraph 36);

1 Protection by the State dhe right of MDWs to freedom of movement and
residence States should also ensure thH&iDWs retain possession of travel and
identity documents (article 21) (Paragfaf9);

1 Ensuring theight to organize for collgive bargainingor MDWs, in particular
through trade unions (articles 26 and 40) and labor organinat{®aragraph 45);

1 Access to justice and remedi&itates of employmenb ensure that alMDWs
have acces tocomplaintsmechanismgarticles 18, paragraph 1, and 83)
(Paragraph 49);

1 Accesdo courts and other justice mechanisms without fear of being deported as a

consequencgaccess to temporary shelter when needduke to the abusive

employment provision d time-bound or expedited legal proceedings to address

complaints byMDWs (Paragraph 50);

Primary responsibilityof States of employmertb protect the rights oMDWs;

Embassies and consulates are encouraged, in coordination with the authorities in

the cowntries of employment, to: (a) Ensure adequately trained staff and

complaintsmechanisms (including telephone hotlingsjc.

1 Cooperation amongrabassies andansulates of countries of origifiParagraph 63)

= =4

Guiding Principles on Business and Human Rightsy A G SR bl GA 2y a dat NRB
YR WSYSREGETCNI¥8B6pWNRoyYy & (GKS dwhea3IA S t NJ
UN HumarRights Council, 16 June 2011)

9 State duty to protect human rights (Principles 1 to 10);

91 Corporate responsibility to respect human rigl{Principles 11 to 24);

9 Access to remedy (Principles 25 to 31).

ILO Multilateral Framework on Labour Migratiofadopted by the Tripartite Meeting

of Experts, November 2005; endorsed by the ILO Governing Body, March 2006)

1 Licensing and supervision m@cruitment and placement services for migrant
workersby governments of origin and destinatiomaccordance withLO C181
(1997) and its Recommendation (No. 188)

-standardized system of licensing or certification;

-recruitment and placement services respd€h ANI yi 62 NJ] SNAQ Fdzy Rl
principles and rights;

-migrant workers receive understandable and@ceable employment contracts;
-recruitment and placement services do not recruit, place or employ workers in
jobswith unacceptable hazarddgsks or are abusive or discriminatory of any kind
-implementtion oflegislation and policieswith effective enforcemenand
sanctions to deter unethical practices;

-system of protection, such as insurance or bond, to be paid by the recruitment
agencies, to compensatmigrant workers for any monetary losses resulting from
the failure of a recruitment or contracting agency to meet its obligations to them;
-fees or other charges for recruitment and placement are not borne directly or
indirectly by migrant workers;

-incentives for recruitment and placement services that meet recoghz#eria

for good performanceRrinciple 13.
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D. FOUNDATIONARRINCIPLE: EMPLOYMENT (INCLUDING RECRUITMENT) SERVICES AS
FREE PUBLIC SERVICE BY THE STATE

1. Core andfoundational principlesset by the internationalstandardsregarding
recruitment andplacement of workers, includingnigrant workers

Employment facilitation (including recruitmenimacement) service for workers a public
service, rendered free for the workers, andhg duty of he Stateg this is the foundational
principle and standard set by the UN/ILO treaties, rigbtn the start.

This is shown ithe following brief timeline orthe evolution of the UN/ILO standards and
principles on employment and recruitment of (migrantnkers:

Year UN/ILO Keyprinciple/standardon the recruitment,
Instrument placement,employmentand protection of MWs
1919 ILO C002 | 1 System of free public employment agencies controlled by the Stat
1948 ILO C88 1 Fee public employment service maintainkg the State; includes

migrantworkers

1949 ILOC95 T Prohibits any deduction from wages made by worker to employer

his representative, oany intermediarye.g. recruiter), directly or

indirectly, to obtain work

1949 ILOC96 1 A2t A &K 2 Nlciigidgemnploin$ent ageriss with a view

02 LINPTFAGE

1949 ILOC97 1 Free service maintained by théa& to assist migrants for

SYLX 2@ Y S yqublic éniployinén©s&rvice to migrants for

SYLX 28YSyid I NE NBYRSNBER FNBESE¢

1975 ILOC143 Laws sanctions againsiiegal employment of migrant workers

1979 CEDAW Measures to suppressldbrms of trafficking in women

1990 MWC T Itis State rgponsbility to authoriz, approw, supervie agencies,

employers or persons acting on théiehalf; eliminate illegal

moverrents and employment of MWs; sanctions

1997 ILOC181 | 1 Allow the operation ofpublic employment agencies (PEAs)well as
the protection of he workers using their services

i State to determineprescribe legal status of PEAs, licensing,
conditions of operatia; ensure basic labor rights, social
security/protection, safety at work, conditions of work, access to
redress/justice;

1 PNPKAOAGA t9!la FTNRBY OKFNBAYy3 (
part,anyfesorO2 4G a G2 62NJ] SNER¢ 6! NI

1 Bilateral agreemets to prevent abusand fraudulent practices in
recruitment, pla@ment, employment of migrant workers

2000 UNTOCPT|T GMI FFAOL Ay 3¢ Ay Oividgp8yientsBedefitHzA U

=

E ]

(Palermo cexploitatiore includes forced labor/services, slavenyslasery-like
protocol) practices, servitude

2006 ILO 1 Licensing and fervision ofrecrutment and pacement services for
Multilateral migrant workersby governmentof origin and destination in line with

Framework C181/R188;
on Labor 1 Sygem of protection/insurance paid by the recruitment agencies (t
Migration compensate MWs for any monetary losses due to failure of
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Year UN/ILO Keyprinciple/standardon the recruitment,
Instrument placement,employmentand protection of MWs
(non recruitment/contracting ageng);
binding) T acSSa 2N 2GKSNJ OKFNBS& F2NJ NB
directly or indirectly by mignt workers
2008 CEDAW GR 1 Obligation of origin countries to adopt laws and monitoring systen]
26 (non- which compehensvelyRSFA Y S & A NNB I dzf | NJ NJ
binding) f Accralitation programs to ensure good pramis among recruitment
agencies
2010 CMW GC | 1 Inclusbn of migrant domestic workers (MDW) in definition of MWs
No. 1(non- | 1 Obligation of Statesofigin, transit, employmentio regulate,
binding) authorize, license, supervise, monitor, inspect, sanction, record,
report labor brokers, recruitment ageies and other intermediaries;
1 &. | yy Ay Iate oféecriiitaéht fdes charged to MDWs,
includingl KNP dzZ3 K &l f I N®B RSRdzOGA2YE
1 Prohibits confiscation of travel/identity documents
2011 C189 f LyadAadGdziazyltt Al SR ( KiSwotdNR y OA LI
1 Echoes (A1 provsions on recuitment regulation protedion of
MDWslI 3+ Ay aid FodzAABS LINI OGAOSaT
are not deducted fronii KS @g+ 3S6 2F 52 ¢
2014 ILO P29 1 Recognizedhe particular vulnerability of migrant workets forced/
compulsonylabor;
1 Protectmigrant workerdrom possible abusive and fraudulent
practices during the recruitment and placement process (Art 2)

2. The context, standrds and treaties have evolvedhut the foundational principles
have remainedand continueto be updatedand enhanced

CKS LINAYOALX S 2F GFNBS LMzt A0 SYLIX 28YSyid &SN
under ILO Gnvention No2 in 1919; this was reaffirmed under C88 in 1948, explicitly

including cros$order migrant workers in the employment serviagshe State. Note that

these two landmark treaties are in the aftermath of th#dnd 29 World Warsg

underscoring théasicimportance of the State providing free employment facilitation for

workers in the face of great devastation, and in order fasreamic activity and productivity

to be ensured and built up.

¢CKS LINRA @3 YEIS2FSYiI ASNIBAOS F2NJ GKS 62NJ] SNEE
sincel948, and as recently as 20@el.g.by C95 in 1949, C97 in 1949, C181 in 1997, ILO
Multilateral Franework in 2005, UN CMW General Goant #1 in 2010and C189 in 2011).

This has beemefinedA y 12 GKS ay2 F¥SSa OKINASR (G2 G0KS
principle

g 2

The following are theore standards and principlgertaining toemployment and
recruitment services for the workers, particularly migrant workers:

1 Itis the duty of the State to estabh and maintaira system of free public
employment servicéor workers;this servicancludes recruitment and placement
facilitation; not only for local workes, but also foccrossborder (international)
migrant workersdomestic workers, women workers;
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1 The State allows, authorizes dises, regulates, monitothe operation of
private/fee-charging employment and recruitment agenciése State prescribes
the requirements andcconditionsfor such operationjncludingsanctions and
penaltiesfor non-compliance

1 Inthe process, the employment servieesuresbasic freedomsprotection ofthe
rights of the workersfair working conditions, occupational safety, afvaudulent
process, nordiscrimination,and protection from trafficking and forced labpr

1 Recruitment/hiring fees and costs are borne by the employer, not the workef 2
¥FSSa 2y 62NJ] SNARE | Yy RMAcBsYorJeesd éh&ded adithe & ¢ LINR
worker, directly or indirectly, in whole or in part

1 Transparent, honest, accountable practicgsoviding workers with proper
information, adequatepreparatiors;

1 Access to redressaigtice by the workers;

1 Gooperation betweerand amongdStates

3. Decades of deegulation, privatizationand neoliberalpolicies have resulted in
recruitment services (particularly fomigrant workerg that are marketdriven and
predominated byprivate recruiters

dn pioneering countries of destination in Euroged North America (postvWi1l),
governments struck governmeib-government (&0-G) agreements overseeing
recruitment, worker contracts, and labour law compliance, and recruitment costs were
borne by employerX As temporary labour migration programs grew and the neoliberal
paradigm took hold, governments scaled back their oversight functions, leaving the door
open for the private sector to fill the gapa system that has now become institutionalized
and extremely difficult to regulaté'®

In Asia, in line witlderegulaton and pivatization,public employment servicestate-
managedblacement/recruitmentservices, angovernmentto-govenment (& D H)D €
channelshave largely been left out or ruled oirt the past several decadesmany
governments in origin countrieéa Asia have reqred migrants to go throug private
recruitment agencies.

As a result, profiseeking private companies and individuals (in some countries,-State
controlled enterpriseshavedominated and controlled the recruitment and overseas
placement of migrant workrs. Humartraffickingand smugglinghave becme big business
too. The recruitmentandoverseas placement of migrant workeasd seafarers have
become a patrticularly lucrative multibillion dollar industry in Asia.

Thevirtual monopoly of the overseas nestment/placement business by powerful private
recruiters has created cartdike practices (e.g. in setting fees, cornering/controlling
deployment markets!L G | £ &2 ONBF 4GSR LJ2 6 SNF dzf NI ONHzA G SN

Ph1JSy 22N]lAy3 DNRBdzZJ 2y [+F02NJ aAdNFdAzy FyR wSONHA GYSy
+A2ft L dA2yaég ot2ftA087. . NAST I mM0OX WdzyS wnanmnz LILID c

1L Alliance of Progressive LabBENTRO, et al. License to Exploit: A Report oretitaitment Practices and
Problems Experienced by Filipino Domestic Workers in Hong Kong, 2013, p. 43.
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opposing government protectioafforts.! & NB OSy df & & HnanmoX NBONHzA
Kong and Singapore orgaaizpowerful lobbies and public campaigggainst thed T S N2
LI | OSYSy G FSS¢ 0oty dvtBeYPSilippine Govesntnddil S NA 0

Experiencef some Asian countries hawver, notably the Philippines, have shown the
failure of deregulation in improving overseas recruitment services in the context of
protecting the workers and ensuring ethical practicéen the Philippines adopted its
dal 3yl /NI F2 Nullid ANDAY)in 1992, Ndgnshiidkd ité w S LJ
GRSNBIdzL | (A 2y (Sedfds29@rkd 80:6€ompréh&nSive Deragulation Plan on
Recruitment Activitie§) which promised to phase out government regulatory functions
within fiveyears In 2007, after yearsf intense campaigng by migrants and advocates on
the adverse effects of deregulation, R.A. 9422 was passed, repealing the deregulation
provisionsof R.A. 8042In 2010, R.A. 10022 was passed, amendiAg3R42 againand
reinstituting, reinforcing andenhancinghe regulatory functions of governmebty
expandinghe scope of illegal recruitmeracts,strengthening regulatory institutiongnd
increasing thesanctions against violatots.

At the other end of thescale the idea of abolishing private nregtment agencies, enshrined
in ILOC96(on FeeCharging Employment Agencies (Revised), 18¥9)failed with very

few States embracing Optiondf C96 (abation of fee-chargingemployment agencigsin
Asia, onlyffour countries have ratified96¢ with BangladeshPakistarand Syriaatifying
Option Il (abolition)and Sri Lankaatifying Option 11l (regulation) C96 has beerevisedby
C181(on Private Employment Agencies, 199¥hichis in the context of regulating the
agencies.

E. APPLICABILITY GHEUN & ILOTREATIEBOTHE COUNTRIES IN THE SURVEY

The standards are cleasybstantive, andvell establishedHow committed are the
countries of origin and destination isia (specifically the 11 countries in the suniay)
adhering to thesestandards2/Vhich of the MBR and recruitment treaties are legdiiyding
on these countries?

This section shows the ratifications by each of the 11 countries of the mignagiated
treaties.In thesucceeding chaptersf this report, we will present the surveyselts on the
working conditions and recruitment issuesported by the respondents. We will, at that
point, reflect back on whether therare correlatiors betweenthe level ofratification of the
UN/ILO treatiedy these countriesand therecruitment/working condition problems of the
migrart workers.

1. Commitmentby the 11 Countries (Surveyett the Migration-Related Treaties

Appendix 1shows the applicability of the 7@eaties tothe 11 countriesurveyed (dates of

2 Alliance of Progressive LabBENTRO, et al. License to Exploit: A Report on the recruitment Practices and
Problems Experienced by Filipino Domestic kéos in Hong Kong, 2013, pp86

23



ratification, accession, successiaigning of the UN and ILO treatieShe graph below
(Figure 3 summarizes the number of treaties ratified/signed by each of the countries
surveyed (Taiwan is nat the list because it is n@ member of the UN or ILO).

Among the 11 countries in the stey, the Philippines has ratified the most number of

treaties relevant to migrants (59% of the 73 treaties); in fact, the Philippines has ratified the
most number of treaties among all Asian countries. Four of thediiiggn countries in the

survey (Phifipines, Bangladesh, India, Indonesia) have higihen-average ratification

rates (average ratification among the 32 countries is 27 treaties); Nepal is at the average of
the Asian ratification level.

In contrast bur of the six destination countries the survey (Thailand, Bahrain, Malaysia,
Singapore) have belcaverage ratification records.

Ratification of UN & ILO Treaties (Relevant to Migrants): As of 30 Apr 2016

Philippines | | | | | 4

Israel | P 41

Lebanon

| (|
| [ e
| | | | | | 36
India | | | 32
Bangladesh ] | | | |31
| oo 39
| 276

Average: Asia (32 selected) 27.

27

|
|
|
|
|
|
|
Nepal |
|

26

|
|
|
|
|
|
|
|
Thailand |
|

Bahrain 23

|
|
|
|
|

Indonesia |
|
|
|
|
| 19
|

Malaysia

Singapore 18

0 2 4 6 8 10 12 14 16 18 20 22 24 26 28 30 32 34 36 38 40 42 44 46
No. of Treaties Ratified/ Acceded/ Sgned

Total (r/n/s): UN Gore; incl prot Total (r/n/s): Other UN; incl prot Total (r/n/s): ILO Funda. Incl prot Total (r/n/s): Other ILOincl prot

Figurel: Ratificaion of UN andLO Treaties Relevant to Migrantby countriesin the survey)

2. Commitmentby the 11 Countries 2 (G KS aaA3INF yad . Aff 2F wA3Il

Let us lookmore specificallynto the ratification of the MBR and recruitmentlated
treaties. The tables ilAppendix 1show the MBR and recruitmemelated treaties (indiated
08 dwa. ws ¢ ) Th&folléwing §rdpiFhudesd compares the ratification record
of the countries on the MBR treaties.

The data reveals that in faghost of theorigin countries in the survey (Philippines,

Bangladesh, Indonesia, Nepal) have been more strategic and mignianted about their

ratification of UN and ILO treatiesthey have aboveverage ratification records for the

MBR treaties. Ind@d NB O2NR Aa NBGSIfAy3aY GKS RIFEOGF aKz
migrantrelated treaties, these are the lessitical ones; it has below average ratification

record of the more important (MBR) treaties.

The Philippines is still the reaway leadeiand mostconsistentamong the Asian countries
in adoptingthe MBR treatieshaving atified 84% of the 25 MBR treatié@Bangladesh and
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Ratification of UN & ILO Treaties ("Migrants Bill of Rights"): As of 30 Apr 2016

Philippines | | | | | 2

Bangladesh | 14
Indonesia

Israel 13

|

|

| ) 14
|

Lebanon | 12

11

Nepal n

Thailand 1

106

[
[
|
[
|
|
|
|
Average: Asia (32 selected) |
|

Bahrain

|

|

|

|

|

India |
|

|

|

|

Malaysia |
|

| |
| |
| |
| |
| |
| |
| |
| |
| |
| |
| |
| |

Sngapore

0 2 4 6 8 10 12 14 16 18 20 22
No. of Treaties Ratified/ Acceded/ Sgned

Total (r/s): MBR-UN Core (incl prot) Total (r/s): MBRUN Cther (incl prot) Total (r): MBRILO Fundaincl prot Total (r): MBR-ILO Cthersincl prot

Figure2: Ratification of UN andLO Treaties in the MFA "Migrant Bill of Rights" (MB{RY countries in the survey)

Indonesia are at the far seconat, 56%ratification rate). At the opposite end, Singapore,
Malaysia and Bahrain have alseen consistent in having the lowest ratification rates (of

the migrantrelated treaties in general, and the MBR treaties in particular); they ratified less
than a third of the migrationelated and the MBR treaties.

3. Commitmentby the 11 Countrie$o the RecruitmentRelated Treaties

Ratification of UN & ILO Treaties (Recruitment-Related): As of 30 Apr 2016
Philippines ] 9
Israel 1 7
Indonesia | 5
Lebanon 1 5
Malaysia | 5
Bangladesh 1 4
ndia_ | 4
Thailend | 4
Average: Asia (32 selected) 1 3.9
Bahrain 1 3
Sngapore | 3
Nepal | 2
0 1 2 3 4 5 6 7 8 9 10
No. of Treaties Ratified/ Acceded/ Sgned
UN core (incl prot); covering ‘recruitment’  UN other (incl prot); covering 'recruitment’
ILO funda (incl prot); covering 'recruitment'  ILO other (incl prot); covering ‘recruitment’

Figure3: Ratification of UN and ILO Treaties on Recruitment (by countries in the survey)

The graph irFigure 3shows the ratification record of the countries in regaodhe 13
recruitment treaties. Again, thePhilippines has the highesttification rate (majority, or
69%o0f the 13 treaties). Most of the emtries have abov@verage ratification records;
Malaysiashows a moremprovedrecordon the recruitment treaties (above average;

25



ratified 38%of the 13 treaties). Singapore and Bahrain remain consisteingthe lowest
ratification rates. Note that Ngal has the least commitment to the recruitment treaties
(ratified only15% of thel3 treaties).

Let us nowook at each of the recruitmentelated treaties and examinthe pattern of
ratificationby the 11 countries in particulagnd Asian countries igeneral

1 MWC: Only a quarter of the countries in the survey (3 of the 11) have ratified
(Bangladesh, Indonesia, Philippines); overall, 4httas have ratified, at least 7
from Asia (Bangladesh, Cambodia, Indonesia, Philippines, Sri Lanka, Syria, Timor
Leste);

1 CEDAW: All 11 countries in the survey have ratified; overall, 188 countries have
ratified, at least 36 from Asia;

1 UNTOC PT (Palermo protocol on trafficking): Majority of the countries in the survey
(7/11) have ratified (India, Indonesia, Philippn&ahrain, Lebanon, Malaysia,
Thailand); overall, 166 countries have ratified, at least 26 from Asia;

1 ILO P029: None of the 11 countries in the survey have ratified; although all have
ratified C29 (all also ratified C105; but Malaysia, Singapore haveudead C105).
Overall, 4 countries have ratified P029 (Mauritania, Norway, Niger, United
Kingdom);

1 C88: Majority of the countries in the survey (7/11) have ratified (India, Indonesia,
Philippines, Lebanon, Malaysia, Singapore, Thailand); overall, 90 esumdxe
ratified, at least 15 from Asia;

1 C95: Afew (2/11) have ratified (Philippines, Lebanon); overall, 98 countries have
ratified, at least 9 from Asia;

1 C96: Only one out dhe 11 countries has ratified (Bangladesh); overall, 42
countries have ratified19 have denounced), 4 from Asia (Bangladesh, Pakistan, Sri
Lanka, Syria; Israel and Japan have denounced);

1 C97: Only one out dhe 11 countries has ratified (Philippines); overall, 49
countries have ratified, at least 4 from As@hfnaHong Kong, Ised, New Zealand,
Philippines);

1 C143: Only one out dfhe 11 countrieshasratified (Philippines); overall, 23
countries have ratified (only PhilippinesAsia);

1 C181:None of thell countries haveatified; overall, 31 have ratifiecat least 3
from Asia(lsreel, Japan, Mongolia);

1 C189: Only one out dhe 11 countrieshasratified (Philippine$; overall, 22 have
ratified (only Philippines in Asia).

None of the countries in the survéyaveratified C181, the main ILO convention on

recruitment agenciegwhich revised andipdated C96)although Bangladesh has ratified

C96, the older convention. The unequivocal prohibition on charging of any costs or fees by
recruiters to workers (including migrant workers), directly or indirectly, in whole or part, is
contained in C181 (Article 7.1). Therefore, this is an essential treaty in terms of making

O2dzy GNASa | O02dzyil6tS Ay SyadzNRAy3 GKS &l SN

Many of the provisions of C181 (Articles 3, 4, 7, 8, 10, 11) are echoed in C1889Arti5)

¢ including prohibition on deducting fees charged by recruiters from the wage of the
domestic worker (Article 15.1.e). Therefore, migrant domestic workers will be covered by
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similar recruitmentprotection provisions as in C181 (although C18&sdoot have the

critical provision of C189 requiring clear, verifiable terms of employment preferably through
written employment contracts (Article 7). Sadly, only the Philippines, by far, has ratified
C189 among the 11 countries in the survey.

The abovalata show that most of the countries in the surdegvecommitted to
international lavs to protect migrantworkers, includingwomenand domestic workers,
against recruitmenandmigration abses illegal practicesviolations, forced labor, and
trafficking As such, they are obligatéd individually address the problems, and to
collaborate(bilaterally, multilaterallyas UN and ILO members to redress the violations,
assist the victims, punish the violators, and rectify policy and prastiiweards eliminaing
illegal recruitment and abusive practices.

To ensure mutual obligation and more effective coud&ryel and crossorder pdicies,

actions and mechanisnagainst recruitment abuses, the countries in the survey (and in Asia
as a whole) need to ratifthe recruitmentrelated and MBR treatiesgesp. MWC, UNTOC PT,
P29,C97, C1437181, andC189.

F. LEGALLBINDING &NORMATIVE STANDARDS IN ASIANREGION

The above international laws and prescriptive norms should ideally be translated into Asian
regionaland national laws, mechanisms and processes.

Thus farthere are no legalipindinginstrumentsat the Asian regional or sutegioral

levels pertaining to migrant worker protectigrarticularlyin the context ofrecruitment.

There is a legall¥pindingsub-regionalconvention, which isne of the earlieinstruments in

Asia, adopted by thenemberStates of the South Asian Association for Regional

Cooperation (SAAR@&)their 11" Summit in Kathmandu, Nepal in 200% K SAARC

Convention on Preventing ar@ombating Trafficking In Women and Children for

Prostitutiondé ¢ KA & A& 0 A Y RA-BtatesdDHSAARK, Dut isSa@Eeys fovuSed 6 S NJ
on, and imited to, trafficking resulting in prostitution.

ASEAN governments committed2007 to adopt a legallyinding instrument on the
protection of migrant workershowever, almost a decade later, even the draft of this
AYAaGNHzySyd O2dzZ Ry QASEA®vein@eNE SR dzLl2y o6& (KS

There are at least, somevritten and agreednonbindingnormsand collective
commitments at the Asian regional or subgional levelsThe most recengovernmentled
efforts have beerthrough theAbu Dhabi Dialogue (ADD) atié Colombo Processvhich
offer significant hopebecause they involve most of the majamigrantoriginand
destinationcourtries in Asia, especially in southeast Asia, south Asia, astAsia.

Appendix 9 PartB enumerates the key provisions thfe non-bindinginstruments in the
Asian regiorpertaining to therecruitment and the protection of migrant workers
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1. ASEAN Declaration on the Protection and Promotion of the Rights of Migrant
Workers(adopted at the 12 ASEAN Summit, 13 February 2007, C&hilippine$'3

1 Obligations of Receiving States
-Facilitate access to resources and remedies through informatiaining and
education, access to justice, and social welfare senfloes #7)
-Provide migrant workers, who may be victims of discrimination, abuse,
exploitation, violence, with adequate access to the legal and judigséém of the
receiving State (Item #9);

1 Obligations of Sating States
-Set up policies and procedures to facilitate aspects of migration of workers,
including recruitment, preparation for deployment overseas and protection of the
migrant workers when abroad as well as repatriataond reintegration to the
countries of origin(ltem #13) and
-Establish and promote legal practices to regulate recruitment of migrant workers
and adopt mechanisms to eliminate recruitment malpractices through legal and
valid contracts, regulation and aetlitation of recruitment agencies and
employers, and blacklisting of negligent/unlawful agen¢iesm #14)

1 Commitments by ASEAN
-Promote decent, humane, dignifiedork for migrant workers;
-Concrete measures to prevent or curb the smuggling and traffeckn persons
includingstiffer penalties for those who are involved in these activities;
-Develop an ASEAN instrument on the protection and promotibthne rights of
migrant workers

2. Abu Dhabi Declaration of Asian Countries of Origin and Destinatexiopted at the
Ministerial Consultation on Overseas Employment and Contractual Labour for
Countries of Origin and Destination in Asia, a&.4. 60 dz 5 Kl 0 A -2 Aandarg 3 dzS ¢ =
2008, Abu Dhabi, UAE)

1 Considerations:
-Ministers affirmed that the best ecomaic and social outcomes are achieved
through the provision to all workers of good living and working conditions, their
protection including through promotion and implementation of transparent
policies and practices including for recruitment and employméadilitating
remittances, and the development of a framework for multilateral cooperation to
leverage the benefits of tempary contractual labour mobilitfConsideration 1.6)
-Recognition of the joint responsibility of countries of origin and destimatiio
enforce compliance by recruitment agencies and other parties engaged in the
recruitment process with the requirementd pational laws and regulations
(Consideration 1.7);

 Recommendations:

13 ASEAN website (http://www.asean.org/communities/asqaoliticalsecuritycommunity/item/asean
declarationon-the-protection-and-promotion-of-the-rights-of-migrantworkers-3), accessed 14 August 2014.
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-Participating States to launch a new collaborative apprdacddress temporary
labour mobility and maximize its benefits for development (Recommendation I1.1);
-States will foster information sharing, promote capacity building, technical
cooperation and interstate cquerationthrough: (a)Partnership 1. Enhanan
knowledge in the areas of: labour market trends, skills profiles, temporary
contractual workers and remittances policies and flows and their intenplty
development in the region; (lartnership 2: Building capacity for effective
matching of labar demand and supply; (®artnership 3: Preventing illegal
recruitment practices and promoting welfare and protection measures for
contractual workers, and preventing their exploitation at origin and destination
and (d)Partnership 4: Developing a framewddt a comprehensive approach to
managing the entire cycle of temporary contractual mobilRecommendation
1.1);

-Partnerships are based on the mutual interests of labour origin and destination
countries, with a particular focus on developmegattion-oriented; will engage
governmens andrelevant stakeholders for the implementation of initiatives

the spirit of international dialogue and cooperatiofrecommendation 11.2);
-Countries of origin and destination to continue their dialogue to identifygical
outcomes to the partnerships enunciatethove(Recommendation 11.3).

3.  Other relevant intergovernmental declaration®n recruitment protectionin the
Asian region

1 ASEAN Declaration Against Trafficking in Persons Particularly Women and Children
(adopted by ASEAN in 2004 in Vientiane, Lao)PDR

1 Declarations or plans of action by countries in the Greater Mekong&yibn
(GMS)

1 Declarations, recommendations, plans of actresulting fromrelevant Asian
regional intergovernmental gatherings.

The ASEN [Eclarationagainst Traffickinghay be relevant in so far as the recruitment or
placement process results in trafficking situations (in the broader sense as defined in the
UNTOC Palermo Protocol on trafficking). There may also be othemgioternment
declarations or programs of action relating to recruitment, e.g. by countries in the GMS, or
resulting from Asian regional conferences/workshops on the topic; however, it is beyond
the scope of this research to map these other normative declarationgkars of action.

G. PRIVATE SECTORGDES BECONDUCE POLICFRAMEWORBKON RECRUITMENT
AND PROTECTION OF MIGRANT WORKERSI REGIOQN
Beyond the tate-led initiatives, there are alsprinciples and commitments mostly codes
of conduct and/omolicy franeworksc adoptedby the private sector, specifically the
recruitmentt 8 a2 OAF GA2ya | YR (i KRveRblilied ddvdded ddneéi 4 2 OA |
with the technical assistance and support of UN agencies, e.g. ILO, UN Warmlé®M.

Appendix 9 PartClists the key povisions ofcodes of conduct or policy frameworks
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adopted byselectedAsianprivate sectomgroups(employers, recruiters)ihese are seif
regulatory normsagreed by the recruiters themselves; we can use these to hold the
recruiters accountale to their promiseslike the nonbinding standards of the
governmentshowever,there are no effective mechanisms to monitor, enforce and require
the recruiters to act on their promises.

1. Policy Positions of the ASEAN Confederation of EmployAGEPn Regulating the
Recruitment of Migrant Workergadopted by ACEs a result of theegionaltechnical
workshop,6-7 November 2014, Bangkok, Thailand)

The mwlicy position papeof the ASEAN Confederation BmployerdACEpn hiring migrant
workers iNASEAN countriesvasagreed upon and drafteds a result of a technical
workshop on hiring migrant worketseld as partof the ASEAN TRIANGIt&ject on 67
November 2014Bangkok*

According to its pamphlet, the A@E&s established in 1978omposed of mployS N&E Q

organizations in ASEA8o optimize liaison, caperation and representation in the fields

of labour and socidggislation, industrial relations and practicé#s five founding

membersarel 9 YL 28 SNEQ ! 4a20AF A2y 2 EonfedgrRtidnfoSa Al 0!
Thet KAt ALIIAY S& 0 9nfeddrafion of Thailalid FECOWBaygsian Enployers

Federation (MEF), arfsingapore Natiosl Employers Federation (SNEFhe Cambodian

Federation of Employers and Business Associa{iCAMFEBA) joideasa member of ACE

in 20041°

Keypolicypositions

1 ASEAN governments should facilitate labwbility while protecting ASEAN migrant
workers and employers invad in crossborder recruitment:
-Set a threepronged goal: facilitating labor mobility, petting worlers, and
protecting employers;
-Put in place predictable, accessible and sifigal policies, regulations and
administrative procedures;
-Ensure transparency of policies and regulations wartkly disseminate information
on them create/expand ae-stop centregfor accesso information); build/make
accessible to all database identifying goodneployers and recruitment agents
-Build incentive mechanisnier employers andecruitment agencies to comply with
laws aml regulations
-Build capacityo enforce regulations when designing theput in place heavy
penaltiesand enforcethem;
-Adopt a broaebased perspective by consideriather policies and regulations
related to labour mobility, such as wage policoesforeign workers

1 ASEAN governmesmshould take a coordinated approacakinforce coordination;
mismatchbetween national policies anecruitmentregulationsfuel manipulation

1 Regulating Recruitent of Migrant Workers: A Policy Position Paper of the ASEAN Confederation of

9YLX 28SNEZé R20dzYSyid IR2LIISR & | NBadzZ G 2F GKS (SOKy
TRIANGLE project;/November 2014, Bangkok, Thailand.
B1bid., p. ii
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by unscupulous actors

-Create standards within the ASEAN framework to be followed by all ASEAN
members referencing therelevant ILO labour standardscluding on forced labor
-Establish common mechanisfamong the ASEAN countrige)enforce compliance
(in order to overcomassues of multiple jurisdtions involved in crossorder
recruitment);

-Expand the 1998 Bhoi Plarto include less skilled workers in order to address
abuses

1 Improve regulation of recruitment agenciegcruitment agecies arenecessarybut
laws egulatingthem haveserious gapseading to malpractices and abuses:

-Each countryto create orstrengthen nationarecruitment agency regulatory
frameworkto ensure accountable, transpamt and responsible recruitmertgencies;
-ASEAN Member Staté&s establish a regional common code cdnduct for
recruitment agencie¢to reduce mismatch between fioies and regulations)
referencing international standards suchla® C. 181LO R188.

1 ASEAN governments showdopt amulti-stakeholder perspective in regulating the
recruitment processconsult actors on the ground, such as employers, recruitment
agencies and workers in designing and implementing policies and regulations;
-Engage media, employers, recruitment agendiegy R YA INI y i 62 NJ] SNAEQ
raise awareness and improve perception of migrant workers
-Work closely with recruitment agencies tap onthe information advantage they
pOSSess;

-ldentify a set of common policies or regulations for adoptigyriripartite partners;
-Institutionalize consultation mechanisnjen an ongoing basig} the regional and
national levesto ensNB S Y Liioized &diiednd

2. Covenant of Ethical Conduct and Good Practices of Overseas Employment Service
Providers(adopted by national associations of recruitment agen@ies eight Asian
countriesat the Regional Consultation Conference on Good Practiceser§€as
Employment Service Providers in Protecting Women Migrant Workers, organized by
UN Women, 15 November 2005, Bangkok, Thaifénd)

The Covenant wagdapted on 15 November 2005 in Bangkok byiol associations of
recruitment agenciefh BangladeshCambodia,Indonesia, Jordan, Lao PDR, Nepal (Nepal
Association of Foreign Employment Agencies or NAFEA), Philippines (Philippine Association
of Service Exporters, Inc. or PASEI), and Sri Lanka (Association of Licensed Foreign
Employment Agencies or AER)

This code of ethicwas developed and adopted through the assistance of UNIFEM (now UN
Women). In the addition to the general principles of the covenant, the document also lists

0KS aadNIGSIAO FYR LINAR2NARG& | Oiatian? yoth at@he Y Y A G Y S
Asian regional, as well as in each of their countries.

16 Avalable at the UN Women websithttp://asiapacific.unwomen.org/en/newsnd-
SOSyiGaxkai2NRS amigrantworkersankethaFc®nductof-recruitmentagenciesaccessed 15
April 2014.
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Keypositions

-Guarantees thaNBS ONHzA G YSy G4 1 3SyOASa 6a20SNESIFA S
are legitimatelawful, and business actties and operation are lawful;

-Commits tod dzLJLI2 NI S O22LISNI 4GS yR 3IAGS Faaradl
OF YLI A3y 2NJ LINPINFY F3IlFAyad AtfS3aArt NBON
that will jeopardize, disturb or violate the human rights of migrant workers,

particularly women migrantworkéré | YR dl 0 K2Nwasé | yR O2y RS
practices as crimes against humadity

-Obligatesrecruitment agencieso engage in continuing education, information

campaigns, and awareness programs that will promote good pracpeegide

adequate training, orietation, and sufficient knowledge to migrant workers about

the terms and conditions of theemployment, and the culture, environment,

traditions and norms in their workplaces;

-EndeavortoSa il 6f AaK FyR AYLX SYSyld @GAlLofS |yR
insurance programsr initiativesto indemnify risks arisinffom the employment

of migrant workersabroad

-Will respect and observe faithfully the International Declaration of Human Rights,

/ 95! 2 5 and dll @theddeclarations, covenants, conventionagreements

that promote theX interest of migrant workers.

Major regionatlevel commitments:

-Recruitment agencies to sharaformation/lessons learned;ooperate and help
monitor, investigate, facilitate and resolve cases arising from foreign empldymen
-Advocate for egional agreements to stop violatisragainsmigrant workers;
advocde with governmentsto sign treatiesbinding international agreements
adopt inter-country or regional agreementgivolving national associations of
recruiters in order to stop discrimination against foreign workeasd provide

better, responsivetimely protection and wlfareservices;

-Establishresource, support and welfare centens labor receiving countries to
providecounseling, welfare assistance, informatjenonitoring,etc.
-Conductorientation, interaction and socialization activities with foreign
employers of migrant worker@hrough counterpart organizations in labor
receiving countrieg

-Do regional consultatioawith labor receiving countries to adelss the issues
strengthen collaboratin andpartnershigs with counterpart association Asig
Middle Eastand other labor recering countries around the globe;

-Provide and promote the quality of training and orientation prografos
governments and reruiters)to ensure that foreign migrant workers are better
informed about the destination country;

-Introduce, adopt, and implement social security and insurance programs for the
0SYSUG 2F YAINIYG 62NJSNEZ gA0K 2N gAlGK?2
-Nationalassociations ofecruitersto form a regional network to protect the rights
of the female migrant wrkers in accordance witthis Covenant.

The covenant also list®entry-specificcommitmentsby NB ONHzA § SNBR Q | 4 & 2 C
BangladeshindonesiaJordan Nepal and thePhilippines
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On 2425 October 2013, UN Women, IB6@d theViet Nam Manpowr Associgaon (VAMAS)
organizeda follow-dzLRegional Workshop gprotection of women migrant workers and
ethical conduct of recruitment agenciem Da Nang Citywietnam. Among the recruiters
who attendedarethe associations of recruitment agencies@imbodial.ao PDR, Sri Lanka,
the Philippines, Bangladesh, Thailand, Malaysia, Viet. Nam

The mairobjectives of the workshop ar€
1 to facilitate the exchange of good practices in protectiv@gmen migrant workes

and ongenderresponsive migration services in conapice withCEDAVénNd the
Covenant otthical Conduct and Good Practices of Oversegddyment Service
Providers;
to recommend cooperatiomt national and regional levels;
to provide venue for discussi@among recuitment agencies obriginand
destinationcountries on the implementation of the Covenant, theposals,good
practicespoliciesand gendefresponsive overseaamployment services; and
1 theidentificationof needs for natimal and regional cooperation timmplement the

Covenant.

= =4

¢ KS &5 Kdiples re Rhgples for Responsible Recruitment aBdhployment

2F aAi3INT ydevelopeding Adkiatated by Verité and Fair Hiring Initijiive

Core principles:

1 No worker fees for recruitment. The worker is not charged any fees for
recruitment. Theemployer beas the full costs of recruitment (Principle 1);

1 Clarity and transparency of worker contrabtigrant worker contracts must be

FOFAEF6ES Ay (KS 62 Nedandsigned witho@ daerddd s Of S|

(Principle 2);

1 Nonretention of pasports and ID document3he worker maintains accets
their own passport/ID papers (Principle 3);

1 Worker representationMigrant workers have the same rights to freedom of
association, to freely join a union, and to collgetbargaining as local workers
(Principle 7);

1 Access to grievance mechanisiBgrant workers have access to confidential, safe
grievance mechanismsgjthout fear of recrimination (Principle 8).

H. OPERATIONALIZATION OF THE INTERNATIONAL/REGIONAL STANDARDS IN
NATIONAL POLICIES/MECHANSSMBILATERAL COOPERATION

Howfar have these internatioral and Asian regional standards (binding and-bording)

Vip 22YyS8y 1 AaAl FYR GKS t I OATA OkshoSan aratectdof WamdS a4 wSt St a
aAdINI Yyl 22Nl SNE FyR 9GKAONE /2yRdzOG 2F wSONHAGYSYyd ! 3

http://asiapacific.unwomen.org/en/newsindS @Sy (1 a k & (1 2 NA S dmigramtworkensandkethzar S v
conductof-recruitmentagenciesaccessed 1 April 2015.

B L ad2tr alNASe® aly 9GKAOIE wSONHAGYSYy(G a2RSf ¢
Ly A QAL {SodtsAsia Capdciy Building Program for Promoting and Protecting the Rights of Migrant
Workersé 18-22 Septembr 2013, Kathmandu, Nepal.
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been operationalized in bilateral cooperation agreements, as well agdtienal laws,
polides and mechanismd the countries inAsi&? Hawe these bilateral and national policies
YR YSOKIFIyAaYa KSELISR YAGAIIGS 2N ad2L) NBON

It is beyondhe scope of thigeport to individually studythe recruitmentsituation, laws and
policies of each of the 11 countriesirveyed and thebilateral agreements involving these
countries.

Suffice it to say that there are many national laws and mechanisms (specifically in the 11
countries surveyed) on recruitment and labor migratidThere are many bilateral labor
agreemens (BLAsand memoranda of understanding (MOWs) well?° What we need is to

analyze these national and bilateral policies, mechanisms and prodessethe lens of the
international standardg how consistent are nationglolicies andilateralagreementsand

processes witlihe international human rights standarpwhat are the gaps and weaknesses

in the national laws/policies and mechanisms, and the bilateral agreemieons effective

are the monitoring/enforcement mechanism®dressmechanismand migra/ 1 a Q@ 0 0S & a
justice?

We could not overemphasize the importance of operationalizing the international and
regional standards at the country and bilateral levéisthe final analysis, the real and most
direct action in stopping the recruitment abus@s\d providing remedies for violatios

actions that will matter to the individual migrants and their familggsappen & the

national and bilateral level8ecause the defining character of the overseas recruitment and
placement of migrant workers is thevolvement of at least two jurisdictionsthe origin

and the destination countrieg the migrant protection measures and policies are only as
strong as the weakest aspects of the policies/mechanisms of either, both, and between the
States concerned. TButhe critical importance of national mechanisms reinforced by
bilateral cooperation between and among States.

l. OTHERMULTISTAKEHOLDEIROCESSESNITIATIVESN ASIA AND GLOBALLY
RELATED TO LABOR MIGRATIONRENIRUITMENT

There areseveral recen(i.e. launchedin 2000 or latey inter-governmental multi-
stakeholdemprograms and processes focusimig or covering migrantrecruitment

problemsboth at the global and Asian levels.

1. The Fair Recruitment Initiative by the ILO and partnets

19 See for instance, the website of the Colombo Prockkp:(/www.colomboprocess.ord where several
membercountries have pages giving updated information on each of their migragéilatted laws and
agencies. See also MFA Policy Brief #10 (Winter 2014).

20 see for instance, the informative and authoritative report of the ILO regarding bilateral labor agreements,
oBilateral Agreements and Memoranda of Understanding on Migration of$lilled Workers: A Reviéne
2015. See also MFA Policy Brief #10 (Winter 2014).

21 Fair Recruitment Initiative brochure; available at the ILO topic pdntgh:(/www.ilo.org/global/topics/fair-
recruitment/lang-en/index.htm); accessd 29 April 2016.
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The ppic portal can be accessed http://www.ilo.org/global/topics/fair-recruitment/lang-
en/index.htm

Partners

According to its brochurehe Fair Recruitment Initiativis a muti-stakeholder endeavour.
ILO social partners and their affiliates play a central role in its desjimgriementation.
They include thénternational Trade Union ConfederatiodUC) and affiliatesand the
International Organisation dEmployers (IOEnd affiliates,in particular the International
Confederation of Private Employment Services (CIETT)

It isimplemented in close coordination with the GMG and the Irmdgency Coordination
Group against Trafficking in Persons (ICAT) agencies, in partieMaWorld Bank, OHCHR
and UNODC.

The Institute for Human Rights and Business (IHRB), Verité, Migrant Forum in Asia, Panos
Europe Institute and other civil society organizations are also implementing partners.

Objectives focal issues, core strategiesitiatives

According tats portal, the gldal Fair Hiring Initiative
1 Was launched by thinternational Labour Organization (ILi@R014to:

-help prevent human trafficking and forced labour
-protect the rights of workers, including migrant workerrfr abusive and
fraudulent practices during the recruitment and placement process (including pre
selection, selection, transportation, placement and safe return)
-reduce the cost of labour migration and enhance development outcomes for
migrant workers andheir families, as well as for countries of origin and
destination

71 Is amulti-stakeholder initiative implemented in close collaboration with
320SNYyYSyiGas NBLNBaSyual 0AGS SYLX 28SNEQ |
sector and other key partneys

1 Isbased on a foupronged approach, which psitsocial dialogue at the centre:
(1) Enhancing global knowledge on national and international recruitment
practicesg e.g. byundertakng studies related to recruitment along migration
corridors and in labour imnsive sectors or(a)good practices of laws, policies and
enforcement mechanismsnodelsthat havehelped reducehuman trafficking and
irregular migration (b) economic determinants ahformal/formal recruitment
and measurement of recruitment cost¢c)alternative options to private
SYLX 28YSyid | 3SyOASas AyOfdzRAYy3I @Al Lzt A
cooperatives and directly through accredited employers, with tripartite and
bipartite supervision
(2) Improving laws, policies and enforcement to pramdair recruitmentc e.g.
developng practical guidance on fair recruitment derived frdraman rights and
labor standardspromotional campaigifior the ratification of key Conventions,
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including ILO fundamental conventior®7 and its accompanyingd®, Cl43and

its accompanying 21, C88, and ©31;capacity building of legislators on how to
better regulate public and private employment servidesw to strengthen
enforcement of recruitment norms and policiemnsuing thatthe following are in
place: legslation to regulate recruitmenfincluding licensing and monitoring
mechanismy complaints mechanism and effective access to reme@igs
penaties forviolations adequate compensation, support servigestable
employment relationshipsenhanced collaoration between private and public
employment agencies.

(3) Promoting fair business practice®.g. by conveninglobal and regional
stakeholder consultations, led by the social partners (e.g. IOE,;ld&@)Jopngan
easyto-use online platform to helgtakeholders access international standards,
practical tools, and good practicesipporing and testng models that undertake
human rights due diligence in a number of pilot countries and sectors

(4) Empowering and protecting workecse.g. bysupportng the compilation and
promotion of good practice examples of social dialogue mechanisms that have
addressed unfair recitment practices (including industrial relations systems;
early warning information sharing and consultations in reference to action at
national, regional and global leyekreation of complaint and remedy mechanisms
at national leve); providing assistance toade unions and their affiliated
organizations to support the organisation of migrant workers and the protection of
their rights supporingthe collaboration of trade unions and civil society actors
(interventions in individual cases and assistance, creation of alliances to conduct
campaigns for structural change in the recruitment progessvision of training to
key stakeholders

2. International Recruitment Integrity System (IRI8py IOM and partnerd

The website can be accessech#bs://iris.iom.int.

Objectives focal issues, core strategies/initiatives

According to its website, thimternational Recruitment Integrity System (IRIS)

91 Iy AYOGSNYlFGA2Y It O gdmdmork thad®ill berefitdlA OF £ NE
stakeholders in the labour migration process. IRIS will provide a platform for
addressing unfair recruitment and bridge énbational regulatory gaps governing
labour recruitment in countries of origin and destination.

1 AIms to create a publiprivate alliance of likeninded governments, employers,
recruiters and other partners comitted to ethical recruitment.

1 Is a voluntarymulti-stakeholder certification system.

1 Will develop a voluntary accreditation framework so that its members can be
recognized as bona fide fair recruiters and distinguish themselves from
unscrupulous intermediaries.

Accreditation will be based on adheree to common principles for ethical

2L had® a! 02dzi L vatkpé:/arik.iorhimt/about-sish acaekssed®April 2016.
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recruitment and a codef conduct which will include:

-No fee charging to job seekers

b2 NBGSyYy (A Dassparts or iwéniity dSchidhetds;
-A requirement for transparency in their labour supply chain

Job seekes will have better information regarding ethical recruitment though an
information portal and publicly available roster of accredited IRIS members
internationally

1 IRIS will administer a complaints and referral mechanism to assist victims of
unethical or llegal recruiters to file grievances with the appropriate authorities

1 IRIS aims to bring transformative change to part of the recruitment industry
pertaining to international recruitment where the business model is largely based
on the exploitation of migant workers. By promoting ethical recruitment
standards, IRIS seeks to promote transparency within the industry to prevent
negative consequences that affect supply chains and labour markets and protect
migrant workers.

The IRIS approach is to:

T SupporttheWSYLX 28 SNJ LI @4aQ Y2RSt 2F AYyOASNYyIF (A2
the links between feeharging to workers and forced labqur

1 Create a community of socially responsible recruitment stakeholders that raise the
bar industry wide

1 Present jobseekers withable alternatives to unethical recruitment through a
publically available roster of bona fide intermediaries

1 Launch strategic partnerships to ensure that the system will complement existing
government regulations

3. Abu Dhabi alogue(ADD¥?

The web site can be accessed https://www.iom.int/abu-dhabidialogue

Members andPartners

1 Eighteen (18) mmbers Current Rotating Chair: Kuwait), of which:

-Eleven {1) Colombo Process countries of origin: #dgistan, Bangladesh, China,

India, Indonesia, Nepal, Pakistan, Philippines, Sri Lanka, Thailand, Vietham

-Seven ) Asian destination countries: Bahrain, Kuwait, Oman, Qatar, Saudi Arabia,
United Arab Emirates, Yemen

Observer States: Japan, Republic afeq, Singapore

SecretariatiOM served as the ADD Secretariat from its inception in JariGa§

to April 2012. In the ® ADD Ministerial meeting in April 2012 a set of Interim

Operating Modalities were established that called for the Outgoing Chaire@ur

/| KIFANE FYyR LYyO2YAy3a [/ KFANI G2 OG Ia GKS

E R |

23 Abu Dhabi Dialogue website (hosted IOM, being ADD Secretaridi}tps://www.iom.int/abu-dhabk
dialogue accessed2April 2016
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to one of Observer and Thematic Expert.
1 International organizations and civil societyganizations are invited to participate
in thematic ADD meetings as observers dimematic experts.

Objectives focal issues, core strategies/initiatives

The Abu Dhabi Dialogue (ADD) watablishedin 2008 in line with thedAbu Dhabi

Declaration of Asian Countries of Origin and Destinatiwinich was adopted by th&8

countries pesentat the dMinisterial Consultation on Overseas Employment and Contractual
Labour for Countries of Origin and Destination in Adiald on21-22 January 2008 Abu
Dhabi,United Arab Emirate%’

According to its website:

1 Objectives; The Abu Dhabi Biogue launched a collaborative approach to address
development in temporary labour mobility in Asia. It was initiated to broaden the
base for common understanding of issues and to influence practices and policies in
the area of cotractual labor for the egion.

1 Current focus and main areas of partnershiphe ADfocuses on developing four
key, actiororiented partnerships between countries of origin and destination for
development around the subject of temporary contractual labour, based on a
notion of partnership and shared responsibility:

-Developing and sharing knowledge on labour market trends, skills profiles,
workers and remittances policies and flows, and the relationship to development;
-Building capacity for more effective matali of labour spply and demand;
-Preventing illegal recruitment and promoting welfare and protection meestor
contractual workers; and

-Developing a framework for a comprehensive approach to managing the entire
cycle of temporary contractual work that fosters the mat interest of countries

of origin and destination.

{ Pastmeetings A second Ministerial Meeting was held in 2012 (Mantlzg;3¢
Ministerial meeting was held in 2014 (Kuwait). Since the first Ministerial meeting in
Abu Dhabi in 2008, there have alscdy¢ | G f S+ ald FASGS { Sy A2NJ
(January 2012, April 2012, May 2014, November 2014, May 2016).
4. Colombo Poces$®

The website can be accessechéb://www.colomboprocess.org

Members and Partners

24 See ADD website for the full text of tiéduDhabi Declaration of Asian Countries of Origin and De#tima

(2008) Highlights of the declaration (relevant to recruitment and migrant protection) are foudgpendix 9

of this report.

gz KFEiQa /2t2Y02 t NBOSa ahitpl/wwwélaniopracessonR @ sséd 2%/H a A 6 S o
2016.
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The current membership of the Colombo Process considtgat¥e (12) Member $ates and
eight @) Observer Countries. Theamber countriesare: Afghanistan, Bangladesh,
Cambodia, China, India, Indonesia, Nepal, Pakistan, Philippines, Sri Lanka, TViatlaacd

oUnder the leadership of the Chairing country, the Member Stedgsilarly meet for Senior

Officials Meetings and Ministerial Meetings to advance their commitments to the four

principal objectives and thematic foci. The Member States also impiepregrammes and

projects both at the national and regional levels in partnership with IOM, UN agencies,
development partners and countries of destination in pursuit of the themialldR 2 N®& (G A S & @ ¢

Objectives focal issues, core strategies/initiatives

Acording to its website:

1 The Colombo Proce$€P)s a Regional Consultative ProcéREPYn the
management of overseas employment and contractabbur for countries of
originin Asia.

1 Itis a member stat@riven, nonrbinding and informal forum to fadilite dialogue
and cooperation on issues of common interest and concelating to labour
mobility.

1 It wasestablished in 2003 in response to calls from several Asian labour sending
countries who increasingly recognized the need for optimizing the beradfits
organized labour migration whilst protecting their migrants from exploitative
practices in recruitment and employment.

5.  Open Working Group on Labour Migration & RecruitmgiRecruitmentReform.orgy

The website can be accessechéb://recruitmentreform.org/.

Partners

Civil society groups coordinated/linked through: Migrant Forum in Asia (MFA), Global
Coalition on Migration (GCMVigration and Developma Civil Society Network (MADE).

Objectives focd issues, core strategies/initiatives

According to its website, the Open Working Group abhdurMigration andRecruitment
1 Was intiated in May 2014 in Stockholm, Swedguring the Civil Society Days of
the 2014 Global Brum on Migration & Developmer{tG-MD)by the Migrant
Forum in AsigdMFA) the Global Coalition on Migration (GCMhndother civil

2 |bid.

ZhISY 22NJAy3 DNRdzL) 2y [F062dzNJ aA3dNF GA2y YR wSONMzA (i Y €
w S ONHzA (0 Y S yitip:/recBufn@ehtdetérm.org/about/; accessed 28pril 2016.
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society organizations Y 2 NR S Nypom y@arsiobciahsbciety advocacy on
labour migration, human rights, and recruitment refatnT

1 Iscoordinated byMFA(since December 2014nd forms part of the Migration and
Developmat Civil Society Network (MADB);

1 And ts memberswork continuously at the national level to bring about positive
change in recruitment regimes for migrant workers. This ranges frontliine
service with migrant communities to research and policy advocacy.

1 Is committed to knowledge sharing and collective advocacy to reform migrant
labour recruitment practices globally, by working with members and partners from
civil society organizatits across the world,;

1 Ams to bring these efforts together to engage in collective adegat the
international level.

Its internationatlevel efforts include
1 Advocacy at thénternational Labour Conference
1 Engaging UN Special Mandate Holders
1 Advocacytthe UN Human Rights Council
1 Advocacy at the GlobabFum on Migration & Development
1 Advocacy in Regional Caritative Processes
f {dzLILI2 NI F2NJ 6KS OFYLI ATy (G2 NIXrdAFe GKS L

¢ K RecritmentReformoy A a |y A Yped Wrking\Goo8p of MR; itii&kaS
global civil society initiative to aggregate current news, research, campaigns, and policy
initiatives on international laour migration and recruitment.

Priorities for advocacy and action pldh

Thefollowingd tiorities for Advocacyand Action Rang was adopted by th®©pen Working
Groupin December 2014at its meeting irAmman, Jordan
1 Zero feeson migrant workers (seéhttp://recruitmentreform.org/zero-feesfor-
migrantworkers
1 Human rights in governmesib-government agreements for labour recruitment
(see: http://recruitmertreform.org/g2gtransparency/)
1 Zero tolerance for contract substitution (sddtp://recruitmentreform.org/no-
contractsubstitution/)
1 Support for ethical recruitment initiatives (see:
http://recruitmentreform.org/ethicatrecruitment/)
1 Research & ata gathering (see: http://recruitmentreform.org/recruitment
research/)

J. CHAPTER SYNTHESIS: KEY RESULTS & HEBRFIER 1)

2Nl Ay3 DNRdzL) 2y [ 062dzNJ aA3dNF GA2y 9 wSONMHzA GYSy
- 02dzNJ aA3dNI GA2Y 9 wSONHAGYSYGzZé ! dz3dzad wnmp @

22N]J Ay3 DNRdzL) 2y [l 062dzNJ aA3dINF GA2Y FytR wSONHzA (Y &
w S ONHzA (0 Y S yitip:/necBun@ehtdetérm.org/about/; accessed 29 April 2016.
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What can we concludand recommendased on thenformation in this chapter?

1. Core and foundationalprincipleson recruitment ard protection of migrant workers
are wellestablished

a. The UN/ILO instruments have long established, and continue to reaffirm, these
foundational principleand standard on the recruitment, placement an
employment of migrant workers. Governments, workersgrants, civil society
and all stakeholders need to continue to defend, uphold and enhance these.

1 Employment facilitatior{including recruitment/ placemeng8ervice for workers
(includingcrossborder migrant workerkis a public service, rendered freer f
the workers, and is the duty of the Stat@rivate recruiters are allowed under
regulation, supervision and monitoring of the State; effective sanctions and
enforcementmechanisms are establish&dthin and between countries.

T Adherence to theorinciple2 ¥ ay2 FSSa OKFINHSR (2 (KS
G SYLX 2@ SNJ Llinga recruitiheht ypl@demdntdnd employment of
migrant workersparticularlydomestic workers;

1 The employment service guarantees basibtsgand protection standards as
set bythe intemational instruments.

b. The past several decades was a period of aggressive pursigtegfulationand
neoliberal policiesn Asia, whictsawthe retreat of State intervention in the
regulation of labor migration, including recruitment and overseas placgme

Instead of the retreat of the State from regulation and supervision of recruitment,
placement and employment services for migrant workers, there is a need to
strengthen and enhance the role aeffectiveness of the State in setting policies
and regudtions, enforcementand providingcompliance and redreseechanisms

at the countries of origin, destination and transit; relevant bilateral and
multilateral cooperation and agreements need to &goptedor enhanced.

c. Anotherresultof the marketdriven enployment systenis the lack or absence of
other (nonprivate) channels of recruitment and placement especially of migrant
workersg e.g. free public employment/recruitment servicas by the
government, employment servic@svolving private agencies but
supervised/overseen bthe State,governmentto-government (G2G) channels,
and directhire mechanisms.dne G2G schemes are-eenerging, involvingrigin
anddestinationcountries in AsiaPublic employment services for migrants and
G2G channels need to beviewed, reinvigorated and enhanced in line with the
above standards and princige

2. Coreprinciplesand standards on the recruitment, placement, employmeaot
migrant workers areenshrined, codifiedn binding and nonbinding instruments

a. Today, we hag manysubstantive, longstanding legallybinding international
(UN/ILO) treaties thatodify andset clear principles anstandardson the
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recruitment, placement, employment and protection @bssbordermigrant

workers These treaties are part of inteational law and continue to be updated,

enhanced, advanced and added to

1 The set of UN/ILO treaties most important in establishing or guaranteeing the
rights of migrant workers, seafarers, and their famili2s treaties)are
collectively promoted bytha A A NJ yG C2 NHzY Ay ! @Al 6acC! ¢
2F wAIKiaeg da.wio

1 Migrants and advocates need to remain steadfast in advocating for the
ratification and effective implementation of the MBR and recruitment treaties;
when new treaties are being formulatedhigrants and advocates need to
effectively engage and assert their positions and perspectives.

1 Advocates must be vigilant in demanding and engaging with relevant
international, regional, and national processes to ensure tuattracts,
bilateral agreemert, joint declarations and initiativesnechanisms and
processes on overseas recruitment, placement and employment of migrant
workers adhere to, and incorporate the international standards.

b. Therearealsointernational (UN/ILO) and Asian regional norms and-binding
instruments Migrants and advocates need to continue engaging@ndributing
to the formulation of these, especialtiie analysisperspectivesgxperiences,
positions, proposed responses/strategies and key recommendatibtise
migrants y O2 N1J2 N} G Ay 3 YAINI YGAQ LIRRaAGAZ2Y A | YyF
normative documents help institutionalize these perspectives, and
strengthen/enhance the binding standards. Strategically, advocates need to
campaign for certain of these norms, especially atAlsé&an level, to become
binding standards or instruments.

3. Compliance, monitoringreporting mechanisms; important and necessarybut of
limited force and effectiveness

a. For several of the international binding treaties, particularly the UN core
conventiors (9) and the ILO fundamental conventions (8), there are standing treaty
bodies or committees that monitor and report on their compliane®wever, for
the rest of the instruments, there are no specific monitoring or compliance
mechanisms; there are, hower;, several general procedures in the UN and O f
receiving complaints, reportin@nd conducting periodic reviews on the standards
in general, and on specific topics/themes and/or countrreparticular(e.g. UN
Human Rights Council, Universal Pecddeview, Special Rapporteurs, ILO
review/reporting processes, etcMigrants and advocates need to optimize the
useof and engagement with these mechanisms.

b. The monitoring and compliance mechanisms have no police powers; therefore,
enforcing the conclusns and recommendations on violations, gaps or reforms
ultimately rests on the commitment, willingness, will, priority, resources and/or
capacity of the State(s) concerned to act on the decisions and recommendations.
The role of the rights holders (migraworkers) and their organizations, civil
society, trade unions, advocates and social movements are critical in this regard, in
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popularizing the conclusions and demanding appropriate action from the duty
bearers (States).

Commitment of countries to thenternational standards the challenge of
ratification and compliance

a. There is a widely wven ratificationrecordamong Asian countriesf the UN/ILO
treaties, particularly the MFA Migrant Bill of Rights (MBR) treaties. For instance, of
the 11 countries inluded in the survey, the ruaway leader, the Philippines, has
ratified 21 of the 25 MBR treaties (84%); the bottom of the pack, Singapore and
Malaysia, have ratified seach (24%). Therigin-destination country difference is
also obvious: the former arat the top of the ratification list, the latter are mostly
at the bottomof the list. Theratificationrecord of the 11 countrieshowpatterns
similar to these

b. Migrantsand advocates need to remain steadfast in the advocacy for ratification,
especiallyof the MBRand recruitmentrelated treaties Ratification could not,
again, be overemphasized. Despite being largeiperO2 Y Y A i YaBofdi a ¢
b2 NNB g a2YS | RZ20I y2Q | OF NR afFificdiibnt § h £ yF RIé
formalizes the obligations ancteountability of theStatesparties, and therefore
strengthens the capacity of migrants and advocates to demand compliance, and/or
expose norcompliance

c. In Chapter 4, we will also show that there is statistically significant correlation
between ratificaton of the MBR treaties, and the recruitmegntoblems
experience bythe respondentsn these 11 countries.

d. More concentrated andoordinated effort need to be mustered by migrants and
advocates to push for the ratification in Asia of MBR/recruitment tesatis a
whole, and theM\WC, UNTOC PT, P29, C18189%nd MLGas neasterm priorities.

Wanted: Legallybinding & enforceablestandards in the Asian region

a. In Asia, there isurrentlyno binding regional instrumerdn the protection of
migrant workers irthe recruitment/placement proces3.here are however a
number ofmultilateral, non-binding declarationg particularly theASEAN
Declaration on the Protection and Promotion of the Rights of Migrant Workers
(2007), and theAbu Dhabi Declaration of Asian @tiies of Origin and Destination
(2008)¢ that can serve as good kicif references in pushing for more enhanced
and binding standards

b. The normative declarations in the Asian region need to be institutionalized in
binding instruments, and provided wigffective monitoring, reporting, and
compliance mechanisms.

1 ASEAN is long overdue in delivering on its promised adoption of a binding
instrument on the protection of the rights of migrant workers; the migrant and
civil society groups in the region havebsuitted their positionsand advocated
for many years now (e.g. through SAPA, ACSCiaiRFg adoption of a
substantive and effective ASEAN instrumefdvocacy with ASEAN needs to be
sustained and stepped up.
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1 Inthe ASEAN declaration, the onus in regatathe recruiters and eliminating
recruitment malpractices are on the origin countries, with the role of
destination countries largely focused providing access to redress.pgushing
for abinding instrument, this needs to be rectified and turned iafagpropriate
sharing of responsibility amoragigin, destination and transit countriesach
with a decisiveole in stoppingrecruitment abuse/exploitation.

1 Such strategic sharing of responsibility is crucial in stamping out the nefarious
recruitment actvities, because the collusion of abusive recruiters to maximize
profits knows no territoryg a recruiter in the destination country can (through
conduits) effect transactions in the origin country (e.g. sign contracts, collect
payments, arrange fraudulembdans or documents) in order to circumvent
regulations in its own (destination) countgyand vice versa. Thus, the sharing
of roles and responsibilities between origin and destination countries must be
GaYFINIé¢ YR STFSOGADS Slygud piaticesofz RS 4 )
recruiters that exploit the policy and regulatory gaps within, and between,
countries.

c. Engagement with the regionabdies (ASEAN, SAARC, GCC, etc.) and regional
consultative processes (particularly Colombo Process, Abu Dhabi Diahegabs)
to be strengthened, specifically in advocating for binding instruments,
firm/accountable commitments, and effective policies, mechanisms and reforms in
the recruitment, placement, employment and protection of migrant work@itse
Abu Dhabi Declarationeedsto be reinforced with monitoring and enforcement
mechanisms; migrants and advocates need to maintain pressure on the
governments tdevel up their normative declarations into binding standards.

d. Abroader (i.e. more countries involveAsian regioal, multilateral binding (or at

least, normative) standard, framewaqnieform strategyand/or cooperation

agenda focusing or emphasizing thie recruitment, placement and protection of

migrant workers needs to be adopted.

T ¢ KSNBE A& A2 dsdudi td @edlith imigration issues; therefore,
(sub)regional processes and blocs, e.g. ASEAN+, SAARC, Colombo Process, Abu
Dhabi Dialoguegr a combination othem, can serve as venues where such
multilateral agreements can be adopted.

1 The AbuDhabiDia2 3dzS Aa o6& FIFINJ GKS aoNRBIRS&al¢
migration and recruitment in the Asia regignnvolving 18 countries, which
are the majororiginanddestinationcountries in southeast, south, and west
Asia; east Asian countries are alsedlved, but in a more limited way (only
China is a member; Japan and south Korea are observers). Migrants and
advocates need to continue and intensify engagement with the ADD to push
for binding instruments and firm/accountable commitments and actions on
migrant protection and recruitment reform.

1 The Asian multilaterddinding ornormative instrument can build upon the UN
and ILO normative frameworks, the ASEAN and Abu Dhabi declarations, and
the framework/policy positions of the ethical recruitment advoes{private
sector) in the region.
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1 Given the highly uneven ratification i@ of Asiaroriginanddestination
countries,and the evermore disparate national lawimechanisms (othe
absencehereof) on recruitment/placement regulatioamong the Asian
countries, an Asian multilateral agreement can provide the common basis,
policy framework, terms of cooperation, common strategy, shared
responsibility and coordinated response in dealing with the recruitment,
placement and protection of migrant workers betweand among the Asian
countries. This can be the common refereméall countries in the regiom
developing theimationalpolicies and mechanisms, in building crassintry
and Asian regional processes and mechanisms, and in dealing with the
jurisdictional issues attendant to overseas recruitment and labor migration.

1 Private sectorgroups are in fachdvocating fotthis alsog e.g.the ASEAN
Confederation of Employers (ACE) policy recommendations on regulating the
recruitment of migrant workers (20143nd therecommendations of national
associsions of recritersl & O2 y i I A Yy SeRantofyEthidakKCORdiit o / 2 @
and @od Practices of Overseas EoplY Sy & { SNIDA OS t NB JA RS NE&

6. Private sector codes of condueind selfregulation schemesgoing beyor lip
service

Thegood news is, the major assot@ns ofrecruiters and employers Asiahaveadopted
voluntary, selregulatory, norbinding declarations, codes/covenants and framework
positionspromisng to honor internéional human rightstandardsand pursue ethical
recruitment practices. Indeed, one ofthe earliley R Y2 a i O2 YLINB K@/ a
GSN¥ya 2F GKS NIy3aS 2F NBONHZAGSNBRQ [aazo
madec was theH n nQovedant of Ethical Conduct and Goadd#ices of Overseas
Employment Service Providérs | R2 LJA SR o6& yIFdA2yFf NBONHzA (i SNJ
south and southeast Asian countries. This was formulated with the help of UNIFEM (now UN
22YSyYy0 YyR aK2¢gOl &SR I a & 3relubsequanGiabalA OS¢ Y2 RS
Forums on Migration and Development (GFMD). It dramatically procfims:

Weoy I A2yt NI O NawhniitSoNEpaort,lcGopetatd And give 2 v & 6

assistance to any or all efforts, campaign or program, locally, regionally, or globall

AYRAQGARdzE t €& 2NJ O2ffSOGA@GStes | 3ALAyad Aff

matter, any policy that will jeopardize, disturb or violate the human rights of migrant

workers, particularly women migrant workers, and abhor and condemn these

practices as crimes against humanity.

ADS &
Al GA2

This covenant remaina use and upheld by the association of recruiters, governments and

their UNagencypartners particularlyUN WomerandILQ. A followup Asian regional

conferencewas held in Vietnam i8013 which focused on discussing tlied 2 2 R LINJ Ol A O &
compliance with CEDAW andthe2 @Sy I yi w2y 9 G KA Olahd natigndlR dzOG 2
and bilateral implementation, policieand collaboration.

30 ¢Covenant of Ethical Conduct and Good Practices of Overseas Employment Service Préviderst n p ®
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The bad news is, dades of experience with voluntary, namding, selregulation codes
2F O2yRdzOG YR LINRBOf I YIGA2YyaA Ay ! aAlF KI @S dzi
YAINF yi 62N]ISNARAQS NAIKGAD ¢KS wnnp O020Syl vyl

The absence of monitoring, accountability, reporting and complianeehanisms have
NERdzZOSR &dzOK LINRPOf I YIFIGA2ya Ayid2 dab! ¢hé oay2
standalone processes, detached from the overall system of regulation and compliance

based on international human rights standards, sseltregulatory odes also become

mere marketing ploys which (mis)use the name of the migrants and the principle of ethical
practice.

The UN/ILO bodieafencies, migrantsidvocatesandthe ethical recruitment advocates

from the ranks of the private sector itself, musbld the recruiters/employers groups
accountable to their declarations. The written codes/promises are welcome starting points;
however, they must be embedded as part of the international regulation and compliance
system.

The effortsaroundthe dnternational Recruitment Integrity System (IRIS) ¢ Kagdsiotéd A &
by IOMet al. are encouraging. IRa#ns to establish and promote a more accountable and
transparentaccreditationsystemfor private recruiters; which goes beyond rhetorical

G 02 RSa 2 Tsbadad grRrdedhitibnal standards and ethical practmed has
certification, compliance, monitoring, complaints and redress procedUies.international
groups, UN agencies, migrants and advocates need to closely engage with this process to
ensure hat the whole system is anchored on the established international standards on
overseas recruitment, placement and employment of migrant workers discussed earlier in
this chapter.

7. Operationalization of the international/regional standards ithe bilateral and
national policies and mechanismsgently and critically needed

All the solid principles, laws and standards on the overseas recruitment, placement and
employment of migrant workers will remain aspirational until these are translated into
concrete, dfective, enforceable policies and mechanisms at the national level, and as
importantly, bilateral/multilateral mechanisms and cooperation between and among
countries involved in the labor migration flows.

It is beyond the scope of this research to exaeninand how, the international standards
have been applied at the national and bilateral levels in Asia. This can be the focus of a
follow-up study.

The results of the survey, which will be presented in the succeeding chapters in this report,
will giveusreference data to assegsfsthe international standards have been applied at the
national and bilateral levels, and therefore have resulted in better protection for migrants
against recruitment, placement and employment abuses.

We reiterate the followng point:
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We could not overemphasize the importance of operationalizing the international and
regional standards at the country and bilateral levatsthe final analysis, the real and
most direct action in stopping the recruitment abuses, and providamgedies for
violationsg actions that will matter to the individual migrants and their familges
happen &the national and bilateral levelX betnégrant protection measures and
policies areonly as strong as the weakest aspsat the policies/mechaisms of

either, both,and between theStatesconcerned Thus, the critical importance of

national mechanisms reinforced Inlateral cogeration between an@among States.

Last but not least, we must not lose sight of thest basielementin all the natonal,
bilateral, Asian reginal and international processa$e organic involvement of the
migrants, labor movement, civil society and advocates. The standards and norm®czan
effectively evolve and strengthahthese primary stakeholders are empoweel, enabled
and assured substantial participatiomstandardsetting, reporting, exposing the gaps, and
recommending reforms and appropriate responsgéise Open Working Group on Labour
Migration and Recruitment can serve as one such focal platform ofamigand civil society
in sustainingand facilitating engagement ilabor migration and recruitment issues and
campaigns.
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CHAPTER 2:

KEY RESULTSTHESURVEY IRRIGINCOUNTRIES
JOB PROFILE, WORKING CONDITIONS & REASOWSROIRGABROAD

Several instrumentgeports and reference documendéscussedn the previous chapter

affirm the continuing problemsthe abusesandviolationsin the process obverseas
recruitment, placement, and employment of migrant workers. This research will try to
validate, substantiate, quantify, and establish the patterns and significant factors related to
the recruitment and placement ahigrant workers in Asia. In the process, we will analyze if
the internationaland regionaktandardshelped promote fair working conditions and ethical
recruitmentprocessedor migrant workes in Asia.

Before we analyze the recruitment issues and proldelet us first look at the situation of
the migrant workers (respondents) in the origin and destination countries.

We mentioned at thentroductionthat MFA and research partners conducted baseline
surveys on thewo siteswherethe migrants are: theorigin and destination countrieg he
survey covered.1l countries in Asiq five origin countries (Bangladesh, India, Indonesia,
Nepal, Philippinespand six destination countries (Bahrain, Lebanon, Malaysia, Singapore,
Taiwan, Thailand)'hereare 2,153 repondents¢ 888 from the origin countries, and 1,265
from the destination countries.

Thesummary ofstatisticalresults are found i\ppendices 2 to at the endof this report.
Theseresultsserve aseference (baseline) statistics on the realities ofdabecruitment
and the working conditions of migrant workers (respondents) in the countries surveyed.

The results are gendatisaggregated to allow us to better understand the gender

dimensions of the problenOtherkey demographic and research parametés.g. country

of origin, country of destination, modality of labor migration, whether the respondent used

a private recruiter or not, type of work abroad, etc.) are also used in examining selected
AYRAOI 02NR 2y NBONHZA GYSPOENBYPRNRAANF YRAQOE X (1J8
OF 1 STI2NARS&e 02F NBONMZAGYSYy(d LINRof Syao I GSNJ
parameters.

Throughout this reportthe following qualifiers are used:
T a¥22NA(Ge 27FcINBZISF@aRSWwimré 2F NBBouw2 yRSY G aT
qualifier) is also used to describe percentagesveen50%andbelow 70%;
f ad3I YI edadroldéséribe percentages between 70% and below 90%;
T aFSNBKSE YA ychisedtb @&&chidke petcéntages that are 90% or greater.

This Chapter presésthe results of the baeline survey conducted the fivecountries of

origin, focusing on the situation of the respondents in the origin countries, including their
reasons and motivations in migratifgr work abroad.
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A. PROFILE OF RESPONDENTS IN CEINORORIGIN
1. Demographiqrofile of respondents in the origirsurvey

Appendix 2gives thesummary ofthe statistical results.

A total of888migrants were surveyed ifive o e lerremateonty
countries of origindistributed as follows
Bangladesl{46.1%),India(13.9%),Indonesia
(124%),Nepal(22.6%), andPhilippineq5.1%).

Age
2by

Following are the demographic characteristics of
the origin survey respondents:

1 Gender:Majority (53.0% of respondents
in the originsurveyarewomen
Disaggregated by country,omen T requeney
respondentsare the majoity in
Banglaesh (62.1%), Indonesia (90.9%),
and thePhilippines 93.2%). Men are the
majority in India (86.1%) andepal
(70.4%).

f Marital status:Thebig majority (76.4%0)f | :°
respondentsare married/living with
partner; a significant numberlg.®b)are
single or never been married.
Disaggregated by gender.em are the B
majority among those who are e
single/never married (63.5%). Women ar
the majorityamong themarried/living )
with partner (53.3%)and the big majority | _
among thewidowed (95.2%)and E
divorced/separated (97.4%).

1 Age:Theaverage age dhe respondents

Marital status

Highest level of education

is 34.1 years majority of the respondents : F 7 b
(58.5%) ee below this average ag&his
means thathe majority of the L R
respondentsareyoung and at the prime Mighest leel of education

of their labor prOdUCtiVityDisaggrEQated Figure4: Origin survey graphs of selected
by gender, the datghows thatmenand  demographics of the respondents
womenrespondents areearly similain

age(33.8 average age for women, vs. 34.5 for men).

1 Formal educationMajority (59.7%6)haveno, or only up to primary education only
1in 10 (10.4%) have reachediversityor highereducation.Gender
disaggregation: wmen respondents are the majorigmongthose with no formal
education (68.4%)and those witlprimary/elementary education (65.9%). Men
are the majorityamongthose with vocational/technical educatiq65.0%)with
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secondary/junior high schoelducation(67.2%)with university (59.8%) guost-
graduate education (87.5%).

1 Number of dependentsOn average, the respondents ha&éo 5 dependents; a
significant number (12%) haveno dependentsOn averagewomen regularly
supported more people (4.3 persons) than men (3.8 people).

2. Job profileof respondents(current or last joh in home country or abroayl
Appendix 3 Part 1givesthe summary othe statistical results.

1 Location ofthe last/current job:For the bigmajority (724%)of respondentsthe
current or last job is/was abroadhis is almost threguarters of all origin survey
respondents; i.e. migrant workers who have/had income from overseas
employment, and have experienced the conditions ofkvand life as
international migrants.

-Men are the majority(71.9%)amongthose whose last jobs were in the origin
country only

-Men and women are fairly evenly distributed amomgs$ewith jobs abroad (5%
men,49%women).

1 Location(country)of the last currentjob (if job is/was abroad)he top countries
named areg(% of respondents who citatlis country; descending ordeQ)UAE
(15.9%)f respondents, Saudi Arabia (11.9%), Malaysia (11.6%), Lebanon (10.8%),
Kuwait (8.2%), Oman (7.9%), Qatar (6.8%3ain(5.9%), Singapore (3.7%),
Bahrain (1.4%)andJapan (1.4%).

1 Location(global/Asian regiongf the last/currentjob (if job is/was abroad)fhe big
majority worked inWestAsid Middle East (70.8%f respondenty; this is followed
by SoutheastAsia (153%),and EasAsia (2.0%)Africa Europeand SouthAsiaare
also the destination of a few

B. JOBINCOMECONTEXWORKING CONDITIONABOR RIGHTABUSE§ JOBS IN
ORIGINCOUNTRY VS. JOBS ABROAD

In analyzing the employment/income context and working ctads of the respondents in
the origin survey, wneedto clusterthe respondentsn two, dueto the significantly
different conditionsof the jobs in the home countras compared tdhe jobs abroad; (1)
respondents whose current/last jobs are/were iretbountryof origin(140 respondents)
and (2) respondents whose last/current jobs are/were abr{2&B respondents)

Appendix 3 Part 2givesthe summary othe statistical resultsThe results are gender
disaggregated.

1. Employment/Incomeprofile of respondents
Respondents whose jobs atwere in the origin country only
1 Main source of income

-Majority (61.4%) of the respondentslepend/depended omegular wage income
(regular paid joh)
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-Gender disaggregatioVomen are the majority among thosetino income
(unemployed (58.3%). Mn ale the big majority (75.3%)among thosewith regular
income (wage)amongthose withincome from sekemployment (82.6%)and
amongthose withirregular income o steady job(63.2%).

Current employmenstatus

-Majority (%4.3%)of the respondentsre currently employed

-Gender disaggregatiohVYomen are the majority among thoseho arelong-term
unemployed (63.6%). Men are the majority among those with current regular job
(73.7%), recently resigned/unemployed (83.3&h)] current unsteady/irregular

job (75.0%).

Type of jol(in origin country) Bementaryjob or not (ISCEB8 classificatiorf}
-The big majority are/werein non-elementary jobs (7Z% of respondents);
-Gender disaggregation: Men are thg majority among thosevith elementary
jobs (71.9%), and those who have relementary jobs (76.1%).

Type of jol(in origin country) Domestic work DW) or not (ISCEB8 classification)
-The overwhelming majorithavenon-DW jobs (99%);

-Gender disaggregationilAhose in DV jobs are women (100%); men are the big
majority (783%)among those with notDW jobs.

Top jobg(in origin country(ISC@8 classificatiori}

-The top jobs are (% respondents who ditais job; descending order):
Hementarylaborer (17.1%); driver (1824); building finisher (11.4%); professionals
(7.9%); sales (7.9%); trades (5.0%); elemerDd/cleaner (4.3%); machine
operator (2.9%); housekeeping & restaurant service waKer1%); personal care
(2.1%);

-Jobswhere women are the majority:I&nentarybuilding cleaner/caretaker
(100%); elementarpW (100%); personal care/caregiver/ childcare / beautician
(100%) teaching professionals (100%);

-Jdos where men are the majorityuBding finisher/ mason / painter / carpenter/
etc. (100%); driver (95.7%)eetrical/electronic/car mechanjdechnician or

repairer (100%); elementaiaborer (91.7%); health professional/ nursing (100%);
restaurant worker/ waiter/ cook / housekeeping (66.7%); machine operator
(100%); professionalegal, social science, econ@nbusiness, religio)i$63.6%);
salespersons (63.6%); trad@sinting, wood, ceramics, garments, leather, food,
etc) (57.1%).

Stability and security of jofob in the origin country)
-The big majority of respondents haveenewablejobs(84.7%6 of repondents;

31Based on thénternational Standard Classification of Occupations (18&@pproved in 1988 by the

International Labour Organizatiohtfp://www.ilo.org/public/english/bureau/stat/isco/isco88b T jar a |

DNR dzLJ cpY 9f SYSy Gl NBE hOOdzJ A2yaé¢ AyOftdzRSay f1 o2 NBNE&
vendors, building caretakers, messengers, porters, garbage collectors, street services, etc.
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-But the significant number of these jobs are temaky jobs (50% of respondents);
-Gender disaggregatioiMen arethe big majority among hose with
regular/renewable jobs (75.9%), with temporary/contractual but renewable jobs
(69.6%),0r with temporary and norrenewable jobs (93.3%).

1 Employment contrac(ob in the origin country)
-Written contract: he big majority di not have written contracts (75% of
respondents);
-Length of contract: Consistent with the abgtee majority did not havelefinite
contract periods (5% of respondents). For those with definite contract periods,
the average comfct length is 28.0 months (2ygars);
-Gender disaggregatioVomen are the majority among those with written job
contracts (54.8%); men are ttég majority (83.3%) among those witlo written
employment contracts;
-Men are the big majority81.7%)among those whose contracthave no definite
length,l YR (G K2aS 6K2 R2YyQl (y26 GKS LISNA2R 2
women are evenly split amgnthose whose contras have definite length (50%);
-On average, women have slightly longer contract periods than: @@months
(2.4 years) for women vs. 2iionths(2.2 years) for men.

1 Length of servicdlength of stay in the join the origin country
-The average i6.2 yearsn the job;
-Gender disaggregatio®n average, men stayed longer in their jobs than women
(6.6 years for men vs. 5.6 years for women).

Respondents whose jobs are/were abroad

1 Main source of income
-Majority (68.9%pf respondentddepend/depended on regular wage income
(regular paid joh)
-Gender disaggregatiohVomen are the majority among thoseho depended on
regular wagencome (regular job}53.5%), and those with no incomeeq job)
(54.9%). Men are the big majority among tkosith income from seif
employment (70.8%), and those with irreguincome o steady job(70.0%).

1 Current employment status
-Majority (58.9%) are recently unemployed; this contrasts with the results of the
origin survey where the majoritgre currentlyemployed;
-Gender disaggregatioiMen are the big majority for those with current, nglgr
jobs (76.8%), and those witturrent unsteady/irregular job (100%). They are the
slight majority for those who have been lotgym unemployed (51.5%), and those
with current sefemployment (66.7%). Women are the majority for those recently
resigned/unemployed (60.9%)Nomenare also the smaller half (48.5%) those
who ae longterm unemployed.

1 Type of job(abroad) Hementary or not (ISC88 classification)
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-Majority (73.3%) have/had elementary jobs; this is in contrast to those yabis

in the home country only;

-Gender disaggregatiohVomen are the majority for those with elementary jobs
(69.2%); men are the big majority for those with relementary jobs (90 %);

Type of job(abroad) DWor not (ISCEB8 classification)

-Majority (51.8%)are also in notDW jobs &lthoughthis isat amuch lower
proportion than those wih jobs in the home country onlyThis means that a
higher proportion (48%) arein DWjobs(compared to 30%only for respondents
with jobs in the home countiy

-Gender disaggregatioVomen are the overwhelming majority (95.3f6) those
with DW jobs; men are the big majori(85.6%Yor those with noRDW jobs.

Top jobgabroad)(IS©-88 clasification)

-The top jobsare (% respondents who cited this job; descendimder):
HementaryDW/cleaner (42.5%); elementalgborer (17.6%); driver (4.2%);
elementarybuilding caretaker (3.7%); housekeeping & restaurant service workers
(3.7%); buildingifiisher (2.8% sales (2.3%); trades (2.0%);

-Jobs where wmen are the majorityOther professionaléntertainers (100%);
elementarybuilding cleaner/ caretaker (69.2%); elementary
DW/cleaner/launderer (95.3%); health professionals, including nurse/midwife
(100%); personal care worker/caregikahild care/beautician (100%);

-Jobswhere nen are the majorityBuilding finisher/carpenter/painter/mason/etc.
(100%); computing associates, architects, engineers, etc. (100%); driver (100%);
electrical/electronic/ca technician, repairer mechanic (100%); elementary
garbage collector/sweeper (100%); elementdaigorer (91.8%); elementary
messenger/doorkeeper/porter/etc. (100%); fishery/forestry worker (100%);
restaurant, housekeeping services, cook, waiter, barter{@®0%); machine
operator (100%); markedriented grower, gardener (100%); metal
molderwelder/blacksmith (100%); profession@dgal, economics, social sciences,
business, religio)g100%); salespersons (75%); teaching professionals (100%);
trades(printing, wood, leather, shoes, garments, food, bak€i¥0%).

Stability and security of joabroad)

-The bg majority of respondents haveenewablejobs(83.4% of respondents);

-The significant number of these are temporary jobs (39.7% of retgrus);

-Gencer disaggregation: Men are the majority for those with regular jobs (58.2%).
Women are the majority for those witlemporary/renewable jobs (69.6%gnd
temporary but norrenewable jobs (69.6%).

Employment contrac(job abroad)

-Written contract: The bignajority have written contrats (74.4% of respondents);

this is in contrast with jobs in origin only (majoy2 y Qi KI @S gNRAR GG Sy
-Length of contract: e big majority (73.7%wof respondenthavedefinite contract
periods.Again, this contrast&ith those who have jobs in the home countijhe

average comiact length is 27.0 months (2y2ars)
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-Gender disaggregatioVomen are the majority (55.8%) for those with written
contracts. Men are the majority for those without written coatts (60.2%)

-Men are the big majority (79.1%) for those with contracts with no definite length;
they are also the majority (56.4%) for those who do not know the length/period of
their contract. Women are the majority (60.5%) for those whose contracis ba
definite length;

-On average, men havenger contracts than womer25.0 monthsZ.1 year$for
women vs. 29.8 month(5 year$ for men

1 Length ofservice(length of stay in the job abroad)
-The averagés 4.7 year#n the joh This is much shorter stay thanrfthose with
jobs inthe origin country (6.2 years);
-Gender disaggregatio®n average, men stayed longer in theirgdhan women
(4.2 years for women vs. 5.5 years for men).

2. Working conditions

Respondents Whose jObS arelwere in 0Q13: Current or last job (home country): monthly pay (USD)

the origin country only

40

Mean = 151.99
Std. Dev. = 101.75
N =125

1 Monthly pay(job in origin 3
country)
-The average monthly pag
US$ 152;
-Gender disaggregation: On \
average, womemnd men ot
have nearly similar wages
(USD155 for women vs. ‘b(
USD152 for men). 1 T

0Q13: Current or last job (home country): monthly
pay (USD)

Frequency
3

1 Hours of work
-The average hours worked 200 N
per day is 9.8 hours; i
-Gender disaggrgation: On —
average, women work bit
longer than men (10.8 hours
per day for women vs. 9.4
hours per day for men).

0Q13: Current or last job (abroad): monthly pay (USD)

Frequency

1 Days off
-The average is 0.92
days/week(or 1 day per 7.6 B
days) the big maprity of T Wo g0 150 20 230

0Q13: Current or Iast(thI:rsz()abroad): monthly pay

respondents (72.7%) haw

least one day)ff perweek; Figure5: Average monthly wage of origin survey respondents:

-Gender disaggregation; On those withjobs in origin only (top graph), and those with jobs

average, women get less dayg°"0a¢ (botom graph)
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off than men (0.71 days/week for womem 1 day per 9.8 dayss. 1.0 day per
daysfor men). Men get the standard 1 day off per week, while women do not.

Public holidays

-Majority (54.0%) get no public holidays;

-Gender disaggregation: Men are the big majority among those who get all public
holidays (72.0%); those who get some of the public holidays (84.4%), and those

K2 R2y Qi 3IS0 Fyeé LlJzotAO K2f ARIFI& O0Tndc:0

Insurance and social piection

-Accident/life insurance: The big noaity (76.4% of respondent®r more than

three-quarterg donot have accident/life insurance. Combining those without

AyadaNr yOS FyR (K2a$S ¢gK2 R2y Qi (1y26 YSIya
potentially or actudly have no life/accident insurae;

-Gender disaggregation: Men are the big majority among those who have

life/accident insurance coverage (78.9%), and those without (74.0%). Women are

GKS YIF22NRAGe | Y2y 3 (K2 idlife/acsifledt infugngeQl |1y 2 6
(54.5%).

-Health/medical insurance: The big mafp (79.1% of respondent®r almost 4

out of every 5o not have health/medical insurance. Combining those without
AyadzaNI yOS IyR (K24a4S ¢K2 R2y Qi 1y2¢ YSIya
potentially or actually have no health insamce;

-Gender disaggregation: Men are the majority among those with health/medical
AYyadzNI yOS o6cndo203 (K2aS A0K2dzi 6T1Tc ®dH: 0
covered (53.8%).

-Retirement protection: The big majority (836 of respondents) are nobvered

by a retirement scheme. Combining those without retirement protection and

0K24aS ¢gK2 R2y Qi 1y2¢ YSlIya GKIFIG G0KS 2@SN
or actually have no retirement protectionthis is almost all theaspondents;

-Gender disaggregation: Men are the big majority among those covered by a

retirement scheme fully or partly paid by employer (100%), those who are not
O2@BSNBR O0TMDYy: 203 YR (GK24S ¢gK2 R2y Qi 1y2

Respondents whose jobs are/were abroad

M

Monthly pay(job abroad)

-The averagamonthly payis US$306; which is more tharmdouble (02%) the
average wage for jobs in the origin country

-Gender disaggregatiof©n average, men gsignificantly highemonthly pay than
women (USD231 for women vs. USEBfor men).

Hours of work

-The average i42.5 hoursof work perday, much longer tharthe averagehours
workedin origin country(9.8 hours) 2.7 hours (28%) longer
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-Gender disaggregatio®n average, women workdgnificantly longer hours than
men (4.4 hours/day for women vs. 10.4 hours/day for men).

Days off

-The averageas 0.71days/week; a lower majority (56280f respondents) have at
least 1 day off a week;

-Gender disaggregation: On average, women haueh less days off per wke
than men (0.34lays/week fowomen vs. 1.1%lays for men). Indeed, womentge
only 1 or 2 days off each month, far below the grer-week international
standard; in contrast, the men genore than 1 day off per week.

Public holidays

-The situation isimilarwith respordents who work in the home country only: the
majority (682%)of respondentggetno public holidays;

-Gender disaggregatioien are the big majority (82.7%)mong those who geall
the public holidays, and those who ggome of the holidays (75.5%). Womare
the majority (68.2%) Y2y 3 (i K 2 & §et adykhdlidags? y Q

Insurance and social protection

-Accident/life insuranceThe majority (62.80)R2 y Qi KI @S t A TSkl OOAR
this is similar to respondents with jobsthe origin big majority haveno

AYyadzaNI yOSO® / 2Y0AYAY3I (GK2aS gAGK2dzi Ay ad
that the big majority (78.2%) potentially or actudtisgive no life/accident

insurance;

-Gender disaggregatioiMen are the big majority (77.5%)mongthose with

life/accident nsurance; they are also the majority (52.08#%)ongthose who do

not know if they have life/accident insurance. Women are the majority (64.0%)
amongthose with no life/accident insurance.

-Health/medical insurancethe majority (63.1%)do not have health/nedical

insurancethis is compares with respondents with jabsthe origin big majority

KFE@S y2 AyadaNIyoOoSoud /2Y0AYyAy3d (K2asS gAi0K
means that the big majority (77.4%) potentially otuadly have no health

insurance,

-Gender disaggregatioiMen are the big majority (77.0%mongthose with

health/medical insurance. Women are the majormongthose without

KSFf KKYSRAOIf AYy&adz2N»y yOS o6codm:03 2N (K2
such insurance (53.2%).

-Retirenent protection:Alarmingly, the majority (53%) of respondentdo not
know if theyare covered by aetirement scheme; a big proportion (426) also
saidthat they are not covered by a retirement schengghis meanghat an
overwhelming95.9% of thosewith jobsabroad potentially or actuallyhave no
retirement protection ¢ again,this means almost all the respondents

-Gender disaggregatioiMen are the big majoritamongthose covered by
retirement scheme fully or partially paid by the employer (83.3% &50%,
respectively). They are also the majoriynongthose not covered by retirement

56



scheme (66.2%). Women are the majoatypongthose who do not know if they
have retirement protection (69.9%).

3. Labor rights and freedoms
Respondents whose jobs arefere in theorigin country only

1 Feedom ofmovement: The big majority (824 of those with jobs in the home
country have full/gneral freedonmof movement;
-Conversely, 17% have no or severely restricted movement; this is alarming
consideringhatthisi@ Ay (GKS NBALRrYRSyiQa K2YS 0O2dzy
-Men are the big majority among those who have full freedom of movement
(81.0%), and those with gerarfreedom of movement (85.0%);
-Women are the majority among those with severely restricted movement
(55.6%), and theig majority among those with no freedom of movement (84.6%).

1 Feedom to communicateThe overwhelming majority (92%) have general or full
freedom to communicatg
-Men are the big majority among those with full freedom of communication
(78.9%); they aréhe majority among those with general freedom to communicate
(61.9%), and those seveyalestricted by employer (60%);
-Women are the overwhelming majority among those with no freedom/prohibited
by employer to communicate (100%).

1 Feedom to unionize/joirorganizationsMajority (54.4%) saidhat they were
prohibited (by employers or the government) to unionize/join organizatidimss is
alarming considering thatll of the origin and destinatiortountries surveyed
(except Taiwanare membes of the ILO;

-Men are the majority across all categories: those with freedom to join
unions/organizations (78.6%), those with no freedom/prohibited by employers
(67.2%), and those prohibited by law/government to join unions/organizations
(100%).

1 Freedom to join protets/to assemble/to seekedress for grievancesirilarly, the
majority (55.P%0)said that theywere prohibited (by employers) in joiniqmiblic
actions andorotests
-Men are the big majority in both categories: those who can freely join
protests/public acbns (81.1%), and those who could rex prohibited by
employers (66.2%).

Respondents whose jobs are/were abroad

1 Feedom ofmovement: Themajority of thosewith jobs abroad (62.%) have no or
severelyrestricted freedom of movement. This contrasts witlose who work in
the origin country only (big majority havellfgeneral freedom of movement);
-Men are the big majority for those who have full freedom of movement (87.7%);
they are also the majority for those who have general freedom of movement
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(53.8%. Women are the big majority for those with severe restrictions on
movement (81.8%), and for those with no freedom at all (57.7%).

1 Feedom to communicateThemajority (591%)have full or general freedom to
communicate. This is a much lower majority leser, compared to those working
in the origin country only (overwhelming majgyrhave full/general freedom);
-This means that a significant 486%f those with jobs abroad i@severely
restricted or no freedom to communicate (comparedaA®%o for those wrking at
home);

-Men are the big majority for those who have fiskedom to communicate

(75.6%);

-Women are the majority for those with general freedom to communicate (53.6%);
they are the big majority (85.1%) for those with severe restrictions on
commurication, as well as those who have no freedom of communication at all
(63.9%).

1 Feedom to unionize/join organization¥here is a more pronouncedstriction
abroad (compared to those working in the origin country ortlyg: overwhelming
majority (91.8%)of those with jobs abroadaid that theyare prohibited by
employers or the government jeining unions or organizations;

-Again, his is alarming considering thall of the origin and destinatiocountries
surveyed(except Taiwanare membes of the ILQthis isan almost total flouting

of the fundamental ILO convention;

-Men are the big majority (77.8%) for those with full freedom to join
unions/organizations; they are also the majority for those who said they are
prohibited by law/governmento join unions/organizations;

-Women are the majority (59.0%) for those prohibited by employers to join unions
or organizations.

1 Freedom to join protestslssembleseek redress for grievanceieloverwhelming
majority (931%)said that theyare prohibited @y emplg/ers or the government) in
joining public protest actions;

-Men are the big majority (72.7%) for those with full freedom to join
protests/public actionsthey are also the big majority amotigpse who said they

are prohibited by law/governmérto join suchactions (69.0%);

-Women are the majority (59.6%) for those who said that the employer prohibited
them from joining such actions.

4. Abusesand violationsexperienced by the respondents
Respondents whose jobs are/were in tharigin country only
1 CGomplainedagainst labor (contract) violations:small but significant number
(11.4%) of those with jobs at home filed complaint against labor/contract
violations. Note that the incidence of labor/contract violations will be much higher,

since the 11% represent ortlyose who actuallyiled complaintsagainst the
violations;
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-Men and women are evenly split (50%) among those who filed complaints against
labor violations. Men are the big majority among those who did not file complaints
against labor violations (75.0%).

1 Abusesby employergphysical, verbal, sexuahd similar abusgsA significant
proportion (26.4% or more than a quartgrof respondents working in the origin
country said that they experienced at ledstype of abuse (verbal, physical or
sexual)or more than 1 in every four respondent®f these7.1% suffered multiple
abuseq2 or more types of abusg)

-Men are the big majority (82.4%) among those who did not suffer any abuse.
Men are the slight majority (51.9%) among those who experienced onedbrm
abuse. Women are the big majority (80.0%) among those who suffered two or
more forms of abise;

-In terms of specific abuses: 18Gexperienced verbal/psyclogicalemotional
abuse,7.9% suffered physicaiolence(with physical contact); 3% experiened
sexual harassent (no physical contact), and 34suffered sexuabuse (with
physical catact);

-Men and women are evenly split (50.0%) among those who experienced
verbal/emotional/ psychological abuse (no physical contact). Women are the big
majority (72.7%) among those who suffered from phybkigalence(with physical
contact);

-Women are the majority (60.0%) among those who experienced sexual
harassment/ abuse (no physical contact). All the sexual diiasencecases with
physical contact (100%) ppened to the women respondents.

1 Complained against abuséghe overwhelming majority (97%6) of those working
at home did not file or make formal complaint against the ahuse
-Women are the majority (66.7%) among those who filed complaint/sought
redressagainst physical/sexual abuses. Men are the big majority (72.5%) among
those who did not file complaints/sought redress for the abuses.

Respondents whose jobs are/were abroad

1 CGomplained against labor (contract) violatiosslittle over10%of those withjobs
abroadfiled complaints against labor/contract violationghis pattern is similar to
but even lower thanthosewith jobsin the origin country only
-Men and women are evenly split (48.5%) for those who filed complaints against
labor violations. Vdmen are the majority (53.9%) for those who did not file
complaints against labor violations.

1 Abusesby employergphysical, verbal, sexuahd similar abusgsMore than a
fifth (21.0%) experienced at least tiype of abuse of which5.7% suffered multipd
abuseq2 or more types)this is slightly lower than the incidence thioseworking
at home, but still means more than 1 in everyeSpondentsare abused;
-Men are the majority among those who did not experience any physical or sexual
abuse (52.2%). Wnen and men are evenly split (50%) among those who
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experienced 1 form of abuse. Women are the big majority among those who
experienced two or more forms of abuse (77.8% and 108%pectively).

-In terms of specific abuses: 1%o/0f those with jobs abroaekperienced
verbal/psychdogicalemotional abuse; 7.% suffered physicaiolence(physical
contact); 23% experienced sexual harassment (no physicataci), and 23%
suffered sexual abugéolence (with physical contact);

-Women are the majority (50%8mongthose who experienced verbadmotional/
psychological abuse (no physical contact); they are also the big majority (75.0%)
for those who suffered physicalolence(with physical contact). Women are an
even bigger majority (87.5%) for those who expeced sexual harassment, and
those who suffered sexual abuse (with physical contact) (87.5%).

1 Complained against abuséghe overwhelming majorityd{7.2%) did not make any
formal complaint against the abuse€his is very closely similar to those working
the origin country (97.%did notfile or make formal complaint against the ablise
-Women are the majority (55.6%) for those who filed complaints against abuses;
they are also the majority (52.9%) for those who did not file complaints against
abuses.

5. Reasomswhy respondentlost or left last job
Respondents whose jobs are/were in tharigin country only

Respondents were asked to give their three main reasonaving/losingheir last job; all
the reasons were coded into 14 categories, aggregatedmocessed as multesponse
variables in SPSS.

Following are the top reasonsf respondents whose jobs are in the origin country q@byof
respondents who citethis among their top 3easors; descending ordgreach reason is
gender disaggregated:
1 (1) Wageincomeproblems [ow, poor, not sufficient, inadequate; need better
income/salary. 32.1%of respondentsthe overmhelming majority (97.8%@re
men;
1 (2)Job/income (home country)tregularjob/unsteady incomeunemployed/can't
find proper job: 8%o0f respondentsall (100%are men,;
1 (3)Hours of work: long, ‘on call', long hours but low pay, unlimited work: 7%
respondentsthe big majority (75.0%pare men;
1 (4)Resigned/left last job: to go or process new job abroad: ®Oféspondents;
all (100%)are men;
1 (5)Health: iliness, sickness, disease; poor health; physically unfit; health problems:
4.3%of respondentsevenly split (50%) between women and men;
1 (6)Abuse: physical, verbal, emotional: 3.6% of respondehtsmaprity (60.0%)
are wormen;
1 (7)Family pressure, problem, needs (e.g. marriage, parents, emergencies); miss
family, visit family: 2.9% of responles; all (100%) are men;
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1 (8)Jobnature: difficult/hard work; monotonous; don't like job; overworked, little
rest, too much pressurexploited: 2.1% of respondenttie maprity (66.7%)pre
women,;

1 (9)Wage payment problemgunderpaid; not paid; not paid on time, delayed;
wage cut, reduced 1.4% of respondest all (100%are women;

1 (10)ettle down; marry, start family; reunite, stayith/take care of family: 1.4%f
respondentsgvenly splif{50%) between women and men;

1 (11)Contract: completed, ended, finished; not renewed after contract ended: 1.4%
of respondentsgevenly sgt (50%) between women and men;

1 (12)Benefits: problems wit paid holidays, leaves, days off: extra pay (e.g.
overtime), etc.:1.4%of respondentsall (100%) are men.

There are a few other reasons listed in the appendix (cited by less than 1% of the
respondents.

We can further classify the above reasdrasedon the type/motive of the reasofo
respondents, descending order)

Type of Reasoiwhy I_eft/lo_st Ia;t_Job)c respondents with # Respondents As% of Total
jobs in origin Respondents

Personal/family: economic, income, financial reasons 48 out of 140 34.3%
Personal: job nature, working conditions, terms of work 15o0ut of 140 10.7%
Personal: find job, opportunities; (un)employment problem 13out of 140 9.3%
Personal/family: noreconomic, health, other reasons 6 out of 140 4.3%
Personal: abuses at work 5 out of 140 3.6%
(Not applicable) 21out of 140 15.0%

*Note: tems are not additivemulti-response (¥ariables) set

The table shows that the top reasons cited by the respondatieaving/losingheir last
jobs(in the origin countrygare all persaal and/or familyrelated (i.e. not macro or
communty/society-related). The topeasons aralmost alleconomicor job-related-- the
dominant reasonlly 3%% of respondentss economicihcomerelated (poor or insufficient
income, need to improve finandiaconomic condition); the nexivo reasons are job
related & y RYS O S y (i, ér probieidd with the worke.g.poor working conditions,
unsatisfactory terms of work, efg.or wanting to get better jobs, including abroadheTrest
are non-economic reasonfamily needs, health, abuses).

Respondents whose jobs are/were abroad

For those working abroad, following are the top reasons (% of respondents who cited this
among their top Jeasors, descending order); each reason is gender disaggregated:
1 (1) Contact: completed, ended, finished; not renewed after contract ended: 31.8%
of respondentsthe big majority (87.5%are women;
1 (2)Abuse: physical, verba@motional: 5.4% of respondents; the big majority
(89.5%)are women;
1 (3)Wagdincomeproblem {ow, poor, not sufficient, inadequate; need better
income/salary: 4.0% of respondentshe big majority (8.7%)are men;
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1 (4)Visa, work permit: expired, ended (but not overstay): 3ef¥espondentsall

(100%)are men;

1 (5)Wage payment problemsynderpaid; not @id; not paid on time, delayed;
wage cut, reduced 3.1% of respondentshe big majority (72.7%)yre men;

1 (6)Health: illness, sickness, disease; poor health; physically unfithhe@blems:
3.1% of respondentshe maprity (54.5%)are women,;

1 (7)Retun, reintegrate: personal reasod®mesick; can't manage; pregnancy;
study; rest br a while: 2.6% of respondent$ie maprity (55.6%)re women;

1 (8)Job nature difficult/hard work; monotonous; don't like job; overworked, little
rest, too much pressurexploited: 2.3% of respondentsie big majority (75.0%)

are men;

1 (9)Family pressure, problem, needs (e.g. marriage, parents, emergencies); miss

family, vsit family: 2.0% of respondenttie big magrity (71.4%)yre women;
1 (10)Work/living conditions: por; problemsfood/facilities/etc.; harsh, risky work
condition; no freedom in workplace: 1.18brespondentsgvenly spti (50%)

between women and men;

1 (11)Return: sent back home by employer, recruiter, government; sent home due

to pregnancy, jealousyie; deported: 1.1%f respondentsthe big majoity

(75.0%)yre women;

1 (12)Hours of work: long, 'on call’, long hours but low pay, unlimited work: DfL%

respondentsthe big najority (75.0%#are men;

1 (13)Employer: 'not good' (problem not specifieddpot strict; bad treatment: 1.1%

of respondentsall (100%pare women;

1 (14)Abuse: sexual harassment, sexual abusébflrespondentsall (100%jpre

women.

There are a few other reasons listed in the appendix (cited by less than 1% of the

respondents).

We can further classify the above reasons based on the type/motive of the reason (%

respondents, descending order):

Type of ReasofWhy Igft/lost last job) ¢ respondents with # Respondents As% of Total

jobs abroad Respondents
Personal: job nature, wonkg conditions, terms of work 146 0ut of 353 41.4%
Personal/family: economic, income, financial reasons 25out of 353 7.1%
Personal/family: want to return for good/reintegrate 21 out of 353 5.9%
Personal: abuses at work 19out of 353 5.4%
Personal: visawork permit status 18 out of 353 5.1%
Personal/family: noreconomic, health, other reasons 11 out of 353 3.1%
Personal: find job, opportunities; (un)employment problems 3out of 353 0.8%
Community/society concerns 1 out of 353 0.3%
(Not applicable) 26 out of 353 7.4%

*Note: tems are not additivemulti-response (3 variables) set.

The top tworeasonsare similar tareasons ofespondents with jobs in therigin country
only. For those with jobs abroade predominantreason in leaving/losing thiast job (41%
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of respondent$is jobrelated (nature or terms of work, problems with tieorking

conditions); this implies thahe respondentsfound the termstonditionsof work abroad
unsatisfactory i.e. the work abroad does not necessarily improverovide better

G2N)JAy3 O2yRAGAZ2Yyad {AyOSs Ay GKA&A O2y(GSEGX
the home country, then the same logic applidee respondent left thelocaljob to seek

(better) work abroad. The next majogasonis economicincomerelated (need for higher

or more steady income, better financiaZonomic condition for family).

Reintegration/wanting to return for good to the origin countfigures among the top
reasons why respondents (with work abroad) left their last Me. can use thislataasa
counterargument to the oftentimes unfounded fear that lowskilled migrants are out to
flood the destination country, steal local jobs and stay/settle theeemanently the desire
to return back to their families in the countof origin remains high in thagenda of the
migrant workersThe rest of theeasonsare mostly noreconomic Note that abuses at
work is the top noreconomic reason for leaving/losing the jdtbealth issues/problems is
also a major noreconomic reason.

C. REASONS AND DECISIAAKING IN WORKIN@GROAD

In examiningthe reasonsvhy the respondent decided to go abroaahd how the decisn
was madethe location of theNB & LJ2 y]jdd & yidi @b dssue; so let uww lookagainat all
the (888) respondents of thorigin country survey

Currently processing work abroad?

At the time of the survey, the overwhelming majority (93.2%) of all origin country
respondents (888 respondents) were processing their work abhdammen are the
majority among those currently pcessing their work abroad (57.9%).

LA GKA&a 220 GKS NBalLRyRSyiQa FTANRG 220 | 0NRI

Majority of respondents (57.8%) satiuht this wasnot their first job abroad; meaning, they
are repeat migrantsWomen are the majoritamong those who are st-time workers
abroad (60.1%).

How decision to go abroad was finalized

Majority of the respondents (65.3%) sdiftht they initiated the decision, then
discussedinalized the decision anprepared with family (65.3%). A significant 25.5% said
they decided by theselves.

Women are the big majoritgmong those whanitiated the ideathen discussedinalized/
prepared withthe family (73.2%). Men are the majoriyznong those whalecided by
themselveq61.7%) those who werenot planningto go but thefamily suggeted andthey
decidedprepared together (62.5%#nd among those not planning to go but the
opportunity just cameup (0.6%).
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Reasons for working abroad

Following are the top reasonsf the respondents in deciding to work abroad (% of
respondents who cite thisamong thér top 3 reasonsdescending ordgr each reason is
gender disaggregated:

T

T

(1) Earn, get more income, save: general (purpose not specified): cited by 49.2% of
respondentsthe majority (66.4%are women,;

(2) Earn, get more income, save: reclel poverty, financial problems, improve poor
economic status: cited by 32.9%reEpondentsthe big magrity (88.0%pre

women,;

(3) Earn, get more income, save: support family, children, myself; social protection,
retirement: 29.5% ofespondentsthe bigmajority (75.4%arewomen,;

(4) Better life, future; improve quality of life: 13.2% m#spondentsthe big

majority (80.3%arewomen;

(5) No job or steady income in home country; lack of jobs, opportunities: 6.1% of
respondentsthe big majority (86.8%@re men;

(6) Earn, get more income, save: for education (children, siblings, self): 5.9% of
respondentsthe majority (51.9%pare men,;

(7) Get a job, find a better job, better opportunities or working conditions: 5.7% of
respondentsthe big najority (706%)are men;

(8) Personal reasons: independence, sieffprovement, social status: 4.7% of
respondentswhich is evenly sjtl(50%0 between women and men;

(9) Get experience; experience work/life abroad; new skills/horizons/place: 4.3%
of respondentsthe majority (63.2%arewomen;

(10) Earn, get more income, save: pay/repay debts, loans: 4.3féspondents;

the big majority (78.4%pare men;

(11) Earn, get more income, save: for house, property, land: 3.4%sfondents;

the majority (63.3%parewomen;

(12) Earn, get more income, save: help parents, siblings, relatives: 3.0% of
respondentsthe maprity (55.6%are women,;

(13) Society: contribute to society, community, country: 2.7%@$pondentsihe

big majority (87.5%are men;

(14)Earn, get more inome, save: for business, livelihood (start, expand, build):
1.8% ofrespondentsthe big magrity (81.2%parewomen;

(15) Society: general problems in the country (political, seeamnomic): 1.7% of
respondentsthe big majority (73.3%pare men;

(16) Personal: social security, retirement, olage; get married, settle down, have a
family: 1.0% ofespondentsthe big najority (77.8%pare men,;

(17)Influence, suggestion, pressure from family, friends, peers, etc.: 0.8% of
respondentsthe big najority (85.7%are men;

(18) Personal: family or relationship problems; leave partner; family crisis; abusive
spouse/partner: 0.7% akspondentsthe big magrity (83.3%)are women.

We can further classify the above reasons based on the type/motive of the reason (%
respondents, descending order):
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As% of Total

Type of ReasofWwhy work abroad) # Respondents Respondents
Personal/family: economic, income, financial reasons 612out of 888 68.9%
Personal: selimprovement, social status 79 out of 888 8.9%
Personal: fid job, opportunities; (un)employment problems 54 out of 888 6.1%
Personal: job nature, working conditions, terms of work 51 out of 888 5.7%
Community/society concerns 37 out of 888 4.2%
Personal/family: noreconomic, health, other reasons 22 out of 888 2.5%

*Note: tems are not additivemulti-response (3 variables) set.

The runraway top reasorfior working abroadcited by a 69% majority of respondents) is
economic/financidlincome related The rext highest, although cited by only a $8nority,

is personal and noreconomic:selfgrowth, independence, improvinthe NS & LI2 Y RSy (i Q&
social statusfor respondents, going abroad is a way to achieve fobrelated reasons
(unemployment/finding job abroad, or finding better jobs or better terms/working

condtions abroad) are the other top motivations of respondents in wanting to go abroad.

Reasons for returning home

Following are thedp reasongjiven bythe respondents why theleft the host country and
returnedto their countryof origin(% of responders who cited thismong ther top 3
reasors, descending ordgr eachreason is gender disaggregated:

T

T

(1) Contract: completed, ended, finished; not renewed after contract ended: 19.9%
of respondentsthe big majority (87.0%gre women;

(2) Wage: payment prolemsunderpaid; not paid; not paid on time, delayed; wage
cut, reduced: 5.2% akspondentsthe big majority (80.4%gre men,;

(3)Wage, income: low, poor, not sufficient, inadequate; need better
income/salary: 4.5% atspondentsthe big majority (75.0%gre men;

(4) Visa, work permit: expired, ended (but not overstay/undocumented): 4.3% of
respondentsthe big majority (73.0%gre men;

(5) Return: family pressure, problem, needs (e.g. marriage, parents, emergencies);
miss family, visit family: 3.8% k#spondentsthe majority (72.7%are men;

(6) Job (abroad): difficult/hard work; monotonous; don't like job; overworked, little
rest, too much pressure; exploited: 3.3%re$pondentsthe big majority (75.9%)
aremen;

(7)Health: iliness, sickness, diseapeor health; physically unfit; health problems:
2.9% ofrespondentsthe majority (65.4%are men;

(8) Return, reintegrate: settle down; marry, start family; reunite, stay with/take
care of family: 2.7% okspondentsthe big majority (79.2%gre men;

(9) Abuse: physical, verbal, emotional, etc.: 2.7%espondentsthe big majority
(75.0%)arewomen;

(10)Work/living conditions: poor; problerafod/facilities/etc.; harsh, risky work
condition; no freedom in workplace: 2.1%reSpondentsthe big majoity (73.7%)
aremen;

(11)Return, reintegrate: start, build livelihood, business, investment in home
country; work/live on income in home country: 1.7%e$pondentsthe big

majority (86.7%gare men;
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1 (12)Hours of work: long, 'on call’, long hours buivipay, unlimited work: 1.6% of
respondentsthe big majority (85.7%gre men;

1 (13)Contract: violations, substitution; job/wage not according to contract; no job
as promised in contract: 1.6% rspondentsthe overwhelming majority (92.9%)
aremen;

1 (14)Return, reintegrate: personal reaschemesick; can't manage; pregnancy;,
study; rest for a while: 1.5% oféspondentsthe majority (61.5%are men;

1 (15)Closure of company, workplace: 1.5%edpondentsall (100%pare men,;

1 (16)Benefits: problems with @d holidays, leaveslays off extra pay (e.g.
overtime); other benefit problems: 1.5% wspondentsall of who (100%) are
men;

1 (17)Visa status: undocumented, irregular, overstay: 1.1%espondentsthe
overwhelming majority (90.0% e men;

1 (18)Empoyer: 'not good' (problem not specified); too strict; bad treatment: 1.1%
of respondentsthe big majority (70.0%gre women;

1 19)Host country: adverse socieharsh/unfair laws, restrictions; difficulty:
language/culture; high cost; economic crisis: 1@¥&spondentsthe big majority
(88.9%)yre men.

The appendix lists severdl6)other reasons (cited by less than 1.0% of respondents

We can further classify the above reasons based on the type/motive of the reason (%
respondents, descending order):

As% of Total

Type of ReasofWhy returned home) # Respondents Respondents
Personal: job nature, working conditions, terms of work 2800ut of 888 31.5%
Personal/family: economic, income, financial reasons 82 out of 888 9.2%
Personal/family: want toeintegrate/return for good 75 out of 888 8.4%
Personal: visa, work permit status 57 out of 888 6.4%
Personal/family: noreconomic, health, other reasons 26 out of 888 2.9%
Personal: abuses at work 24 out of 888 2.7%
Personal: find job, opportunities; ilemployment problems 14 out of 888 1.6%
Community/society concerns 11out of 888 1.2%
(Not applicable) 13 out of 888 1.5%

*Note: tems are not additivequlti-response (3 variables) set.

The predominant reason for returning to the origin country Is-felated (32% of
respondents); i.e. thejob nature, terms of employment, conditions of wakroadis not
satisfactory. Eamomid financialreasons come second (basically insufficient/unsteady
income, wage/income problems abroad)

Again, the agenda teeintegrate/return for good is among the top reasons for leaving the

host country and going back to the origjrin variouscontexts,including pressure/desire of

the family for the respondent to return, family needs/problems, reuniting with family,

startind k 0 dzA f RAY 3 dzLJ NBaLRYyRSy(iQa odzaAMNgnSaakt A DSt
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economicreasongncluding visa issues, healthbuse come next. Findingjob (backin the
home country is low in the list ofeasons.

D. CHAPTER SYNTHESIS: KEY RESULTINGSEBAPTER 2)
1. Profile of respondents in the origin survey

a. Migrant workers(respondentshat the originare ayoung work forcdaverage age is
34 yearsht the prime oflabor productivity with high potential for mobility The
majority are women; havelower levels of formal educatiofnone orup to primary
level; women are the majority among those without, or with up to primary
education);are married/have familiesa{thoughafifth are single/never married,
mostly men), and provide regulafinancialsupport to at leastfour dependents

b. Mechanisms, policies, programsrategies, interventions and reforms aimed at
protecting (international) migrant workers against abuses, violations and
exploitation, including recruitment abuses, trafficking and forcdzbfahave to
take stock of the above demographsf G KS daG@LIAOFf ¢ YAIANI yi
(origin survey respondents)

2. Location of(current/last) job

a. The bigmajority of theorigin surveyrespondentshave/had jobs abroad i.e.they
I NBE y 2 {r firét-tint® éngran? workers many are back in their home
countries after their work abroad have been completed or terminated; others on
vacation or leave. Therefore, thénavederivedincome fromoverseaswvork, and
haveexperienced the life and conditiore work abroadMen and women are
fairly evenlydistributed among tem.

This also shows the repeating or cyclical pattern of working abroad, in temporary
and lower paid jobs, where the migrartigpicallygo through recruiters in each
cyclecg thus repeatel exposure to abusive and exploitative recruitment practices.
Another implication is the strong dependency of the respondents on overseas
income.

b. The big majority wdted in West Asia/Middle Eaahd southeast AsiaGiven the
largeinter-Asian labor migraton flows és exemplified by this set of respondepts
andthe prominent role ofWest AsiaNliddle Eastasa destinationregion, reforms
and interventions to protect migrant workers from abuses, violations and
recruitment problems have to strongly involtleese Asiancountries.

Therefore, in addition to operationalizing the international standards at the
country leveljt is critical to also havbilateral, multilateraland Asian regional
agreementsstandards, instrumentsmechanisms and cooperatiam the
recruitment, placement, employment and protection of migrant workers
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3.

4.

Main source of income

a. Respondents whose jobs are/were in the origin country @ri§ajority depend on

regularwageincome(regular paid joh)Women are the big majority among thes
with no income (no paid jobMen are the big majority among those witlcome
(regularwage incomeselfemploymentincome,irregular income)This illustrates
the gendered economic marginalization of womgseparation from sources of
(productive) incone, and their home/careelated work being unpaid.

. Respondents whose jobs are/were abraaMajority depended on regular wage

income (regular paid job); women are theajarity among thosevith regularwage
income.Notice thatfor this group ofrespondentghave/had worked abroag

women now have income power; they are the majority among those with regular
wage incomgcompared to respondents who have never worked abroad: majority
of women have no income/no job). This indicates that working abroad is a
financially empowering option for women, transforming them from being long
term unemployed, to regular wagearners(as migrant workersbroad.

This also shows the dependency of respondents on income from oversea work
including the women (migrants) thise.

Current enployment status(at time of survey)

a. Respondents whose jobs are/were in the origin country @ri§ajority are

currently employed (at the time of the surveyput this largely reflects the
employment of themen, men are the majority amondnbse with jobs (currently
employed, recently resigned, current unsteady joomen are the majority

among the longerm unemployedThis reinforces the earlier observation about
the gendered economic marginalization of women. The earlier result also showe
that seeking work/income abroad is one way by which women try to overcome
this situation.

Therefore,men and women may have different motivations in seeking work

abroad, even if they may have similar (economic/income) reasons.

1 For the menunemployments not necessarily the top driver of the
respondentdan seekingvork abroadg differentialsin wage, benefits, working
conditions etc. could be the stronger motivatordote that nmen are thebig
majority among theecently resigned, many to process thework abroad.

1 Forthe women, whohave no income&nd many ardongterm unemployed
the majority may be seeking accessincome and jobsThis means that in
targeting overseas work, menaytend to get jobs that pay or provide better
terms (compared toheir current job/income); womemaytend to get any
available job abroad.

. Respondentsvhosejobsare/were abroad; Majority are recently unemployed;

this contrasts with those who have jobs in the origin country ohhys may reflect
more on the loss gbbs of thewomenmigrants at the destinatior- men are the
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big majority among those with curremegularjobsat the destination women are

the majority among the recently unemployetdsigned. This may indicate the
current job market situation in the dgtination countries, where many migrants
(especially women migrants) may have lost their jobs for various rea$biss.

shows that jobs abroad are vicarious, and migrants, specifically the women in this
case, can easily lose their jobs abroad.

5. Type of jots

a. Respondents whose jobs are/were in the origin country @gnMajority have/had
non-elementary jobsmen are the majority amonthose with norelementary
jobs. The overwhelming majority have nddW jobs indicating that @mestic
work is typically not @opular choice of job for respondents in their home
countries Men are the big majorityn nonDW jobs; vomen arethe overwhelming
majority in DW jobs.

1 The pp jobs although not predominantly elementatype job, are still largely
lower-paying jobs; elementary (laborer)driver, building finisher sales,
elementarydomestic work, machine operator (factory). Professionals (legal,
social science, economic, business, etc.), trades (printing, wood, ceramics,
garments, leather, food, etc.), hotel/restaurawbrkers, and personal care
workers are also among the top jobs.

1 Therearevery strong gendeand classtereotypesin the jobsin the home
countries¢ women being thanajority in carerelated work, and the
overwhelming majority in domestic work; men beitigg majority among
laborers, building/construction work, drivers, efdW is still predominantly
G2YSYQa ¢2N] X SOSYy T2 NhedmjoriyofAy (GKS 2 NA:
respondents, having lower levels of education, end up in predominantly lower
paying jobs.

1 Thelower-paying genderbiased job categories of workers at the origgem
to carry-over to the destination countries anmbnstrainthe jobsthat are
accestble or available to them overseas.

b. Respondentsvhosejobsare/were abroad; Majority have/hadelementary jobs;
this contrastawvith those who have jobs in the origin country only. Women are the
majority among those with elementary jobs.

1 Majority are also in noiDW jobs although the proportion of those in DW is
much higher than in the origin countrieBlen are the big majority in neBW
jobs; women are the @rwhelming majority in DW job3his indicates that
while workers and women shy away from DW in their own countries, it
becomes a more common option abroad, particularly for women.

1 The bp jobs arealmost all elementary or lowepaying jobs; DW, elementary
labor, driver, building caretaker, restaurant housekeeping, building
finisher/workers being the top most jobs

For all origin country respondents, we can sé®ng gender and classereotypesm the

jobs, both in the origin and destination countriasigrantworkershiredin lowerpaying,
WBDE 220aT GSNE aldNRPy3d Ihdhg Eeddfjabs-dondreaee LISa | YR
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predominantin carerelated work,DW, entertainment workhealth servics, personal care
services men mostly work asuilding/construction workrs, architecture/engineering/
computerassociates, driverglarbage collecta/sweepers, laboress, etc.

6. Stability and security of job

a. Respondents whose jobs are/were in the origiuitry only¢ There is some
stability in the jobgin origin countries)although long term sustainability is
doubtful. Majority of the jobs are renewable, but temporary. Which suggests
these do not provide wages/income sufficient fitgcent life/surwalfor life in the
origin country.

1 Men are the big majority in renewable, even if temporary jobs; men
overwhelming dominat@onrenewable temporary jobsthis contributes to
the pressure/motivation to find better jobs abroad.

1 Employment contracg the big majority donot have written contracts;
majority have no definite contract period hisreinforces the observation that
job in the origin seem not to provideng term sustainabilitand decent
returns.Men are the big majority among those with no weitt contracts This
also fosters high mobility, since the worker is not legally obliged to stay with
the employer.

b. Respondents whose jobs are/weabroad¢ There isittle stability and securityf

jobs abroacithe big majority of jobgabroad)are also reewabk (like jobs in origin

country),but almost 40% are temporary. Mare themajority in regular jobs;

womenare themajority in temporary jobs.

1 Big majority have writtencontracts; this contrasts with jobs in origim{ajority
haveno written contrac.

1 Women majority among those with written contracts; majority among those
whosecontractshave definite lengte 2 2 YSy Qa O2y G NJF Ol &aK2 NJ
Y2y iKa { Klthgughw&of thosedwith contracts is higher for job
abroad, the main issue if the visa@pnit to stay, permit to work , which trumps
written contracts makingnigrantQ A Gl @k 62NJ] | 6 NBI R @SNE ¢

7.  Working conditions Monthly pay

a. Respondents whose jobs are/were in the origin country @nlye average
monthly payis USD 152Women and me have nearly similar wages.

Is this fair or decent wage in the origin country? This can be compared with
2dza ik RSOSy Ul aftAQGAy3a 461 3S¢ | RO20FGSR o0& L
SIOK 2F GKS 2NAIAYy O2dzy i NA Safmowkhes SOSNE &
low/insufficient wage at the origin, and the big wage differential between the

places of origin and destination (within the country or between countiaes)

major drivers usually pointed ouh the analysis of migrant worker flows.
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8.

b. Respondentsvhose jobs are/wer@broad¢ The average wnthly payisUSD 306,
which is double the average monthly wage floose workingn the originonly.
Men get significantly higher monthly wage than women

The same question applies: is this just/decent wagéaendrigin country (even if
earned abroad)? An illustrative comparison can be the minimum wage mandated
by the Philippine government for the Filipino domestic workers abroad: USD
400/month. The USD 306 monthly pay of respondents in the origin with jobs
abroad is lower than this prescribed wage for migrant domestic workers.

Working conditions:Hours of work, rest days, holidays

a. Respondents whose jobs are/were in the origin country pnly

M

Hours of work Theaverage(9.8 hours/day is almost two hourtonger han

the 8-hour day this will be within standards if rest hours are included and
there is extra pay for the extra hours workedn average, women woikbout

1.4 hourdonger than men; therefore even if monthly wages are nearly equal
for men and women, wome are still paidessif they work longer hours for the
same amount of pay.

Days off On average, respondents get less than the standard 1 day off per
week. Women get less days off than men; men get the standard 1 day off per
week, but women get less thahis (0.71 days per week, or about 1 day off
every 10 days)lhis is another typical exampié gendered exploitation, where
women are treated below standard in terms of rest days and holideyesn in
their own countries

HolidaysMore than half do not gt the (paid) public holidays; men are the big
majority among those who get all the public holidays, but they are also the big
majority among those whdo not get any public holiday.

b. Respondets whose jobs are/were abroad:

T

Hours of work: Thewerage(12.5hours/day) ismuch longer than the Biour

day; this is 28% (2.7 hours) longer than the average work day in the origin
country. This longer average hews closelythe length of work of DWand
indicatesthe big number of DW among the respondentédomen wak
significantly longer (14.4 hours/day) than men (10.4 hours/day); again, the 14
hour work is indicative of DW jgoland reflects the greater exploitation of
women. The longer work hours abroad also reflect the greater exploitation of
lower-paid migrant wokers in general, because they (specifically those in
elementary and DW jobs) are generally not paid for extra or overtime work.
Days off: Bnilar to jobs at the origin, respondents get less than the standard 1
day off per week (average is 0.71 days/wemk]l day off every 10 days).
22YSy R2y QG 3ISG GKS ¢SS1fte RIe 27FF
days). Men get more than 1 dayf per week (1.25 days/weekAs earlier
mentioned, this is a strong gender pattern in the jobs in the origin as well as
abroad.

HolidaysThe situation is similar with respondents who work in the home
country only: the majority of respondents get no public holidéyen are the
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big majority among those who get all the public holidays. Women are the
majority among those wh& 2 y Qi 3ISG |yeé Lzt A0 K2f AR

9. Insurance and social protection

a. Respondents whose jobs are/were in the origin country only

1 Big majority have no life/accident insuranaegn are the big majority among
those who have life/accident protection. Women are timajority among those
who do not know if they are covered.

1 The big majority have no health/medical insurance (paid by employer). Men
are the majority among those with health/medigakurance

1 The big majority have no retirement protection. Men are the bigjority
amongthose withretirement protection (fully or partly paid by employer).

b. Respondents whose jobs are/weabroad:

9 AM1S Ay GKS 2NARAIAAY O2dzy GNBX YI22NAd& oA
insurance; men are the big majority among those Miin insurance. Women
are the majority among those with no life/accident insurance.

1 Majority do not have health/medical insurance, like jobs in the origin. Men are
the big majority among those with health/medical insurance. Women are he
majority among thge without health/medical insurance, and among those
who do not know if they are covered.

1 The majority do not know if they have retirement protection; a big proportion
(42.2%) are not covered by retirement protection; together, an overwhelming
96% have pantially or actually no retirement protection. Men are the big
majority among those with retirement coverage (fully or partially gaydhe
employer); women are the majority among those who do not know if they are
covered.

The overwhelming lack of sotjarotection (particularly health/accident insurance and
retirement coverage) among migrant workers at the origin, and even if they work abroad, is
very alarming. These can become devastating shocks to the migrants/families, which can
drive them to extremepoverty, even if they have (temporary) work abroad. Ultimately

social protection and safety nebecome the responsibility of the home country

particularly when the worker retires, becomes unemployed, returns for good from abroad,
gets sick or disabledleasures have to be put in plabeth by origin and destination
countriesto ensurethat all workers(at the origin and destination countrieaje covered by
adequate social protectiofpartly or fully paid by employersincludng retirement scheme,
while the workersare still working and productive.

10. Labor rights and freedoms

a. Respondents whose jobs are/were in the origin country only
1 Freedom of movemeniThe big majority have full or general freedom of
movement, but 17% have no or severely restricteovement This is Erming
since this isn the home country. Womerare themajority among those with
severely restricted or with no freedom at all.
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1 Freedom to communicatél he overwhelming majority have general or full
freedom, but 8% have severely rested or no freedom at alWwomenare the
overwhelmingmajority among those with no freedom to communicate.

1 Freedom to unionize/join organizationslajority (54%) said they were
prohibited (by employer or government) to join organizations/unidviien are
the majority among thoserohibited to join.This is alarming considering that
all of the origin and destinatioicountries surveyedexcept Taiwanare
membeis of the ILOIf true, this is a blatant and widespread violation of
fundamentallLO standards; ifot, it reflectsmassive failuréo inform, or
widespread misconceptioamong the lochworkers.

1 Freedom to join protests/assemblekek redress for grievancadajority
(56%) saidhat they were prohibited (by employers) to join public actions or
protests.Men are the majority among those prohibitéd join. This is not
illegalper se but can be a violation of the right to seek redress if this is used to
threaten or prevent the migrants from airing their legitimate grievances.

b. Respondents whose jobs areéne abroad

1 Freedom of movement Majority have no or severelsestrictedfreedom This
contrasts with those who work in the origin country only (big majority have
full/general freedom of movement). Men athe big majority among those
with full or generafreedom. Women ar¢he big majorityfor those with severe
restrictions @ no freedom at all

1 Freedom to communicateThe majority have full or general freedom to
communicate (but much lower majority compared to those working in the
origin country only)41% haveseverelyrestrictedor no freedomMen arethe
big majority among those with full freedom; women dahe majority among
those with severeestrictionsor no freedom at all.

1 Freedom to unionize/join organizatiomsThere is a more pronounced
restriction abroad (compared to those working in the origin country only): the
overwhelming majority (91%)said that they argrohibited by employers or
the government in joining unions or organizatioAgain, his is alarming
considering thagll of the orign and destinatiorcountries surveyedexcept
Taiwan)are membes of the ILO; this flogtthe fundamental ILO conventign
Men are the big majoritamongthose with full freedomwomen are the
majority among those prohibited by employers.

1 Freedom to join ptestdassembleseek redressf grievanceg; the
overwhelming majority said that they are prohibited in joining public
actiongprotests. Men arethe big majority among those with full freedom;
women are the majority among those who s#ét they are prohbited from
joining publicactiongprotests.

11. Laborviolationsexperienced by the respondents
a. Respondents whose jobs are/were in the origin country n@lymplainedagainst

labor (contract) violationg Few (11%) filed complaints against labor (contract)
violations. Men are the big majority among those who did not file complaints.
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b. Respondents whose jobs are/weabroad:Complained against labor (contract)
violations¢ Few (10%) filed complaints against labor/contract violations, similar to
respondents whavorked in the origin. Women are the majority among those who
did not file comphints against labor violations.

The proportion of those actually filing complaints against labor violations is low but
significant, and could be increased if access to comglaedress procedures and access to
justice is improved, especially for migrant workers who, as foreigners, face many deterrents
in makng complaints/seeking redress.

12. Physicalyerbal,sexual and similar abuses lige employer

a. Respondents whose jobs d@weere in the origin country onty

1 More than a quarter of respondents said that they experienced at least one
type of abuse, of which 7% experienced multiple abuses. Men are the big
majority among those who did not suffer any abuse. Women are the big
majority among those whauffered multiple abuses.

1 An unacceptable 8% suffered physical violence (with physical coraadty}%
suffered sexuadiolence (with physical contact)

1 Theresearch validates thstrong gendetbased pattern of violence/abuse:
Women ae the big majority among those who suffered physical violence;
women are the majoritamong those who suffered sexual abuse/harassment
(no physical contact); women are the overwhelming majority of those who
suffered sexual abuse/violence (with physical teat).

1 Complained against abuselhe overwhelming majority (98%) did not file
complaints against the abuses. Women are the majority among thosdilgdo
complaints against abuses.

b. Respondents whose jobs are/were abroad:

1 More than a fifth experienced déast 1 type of abuse, of which®suffered
multiple abuseq2 or more types)this is slightly lower than the incidence for
those working at home, but still means more than 1 in evergspondents are
abusedMen are the majority among those who did matffer any abuse.
Women are the big majority among those wegperiencednultiple abuses.

1 An unacceptable 8% experienced physical violence/abuse (with physical
contact); 2.3% experienced sexual abuse/violence. Women arbig¢imaajority
of those who suffephysical violence/abuse (with physical contaetjen
bigger majority among those wauffered sexual abuse/violence.

1 Complained against abuséghe overwhelming majoritgid not make nay
formal complaintagainst the abuses; this is very closely simdaespondents
who work in the origin onlyWomen are the majority among those who filed
complaints against the abuses.
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13. Reasons why respondent lost or left last job

a. Respondents whose jobs are/were in the origin country only

1 The top reason why respdents in originalmost a third ofespondent$
left/lost their last job (jobs in the origin countries only) is wage problem
(low/poor wage; not sufficient; need better income/salary).

1 Thisaffirmsthe earlierobservationof low pay/wage andvork that isnot
sufficient to sustain a decent life for the worker and her/his family. This is one
of the main drivers of overseas labor migration.

1 The top reasons cited by the respondents for leaving/losing their last jobs (in
the origin country) are all personal éfor family-related (i.e. not macror
community/societyrelated). The top reasons are almost all economic orjob
related-- the dominant reason (by 34% of respondents) is economic/income
related (poor or insufficient income, need to improve financial/ecomc
condition); the next two reasons are [0S f | 1 SRYO SIWRY 62N = 2 N
problems with the work (e.g. poor working conditions, unsatisfactory terms of
work, etc.), or wanting to get better jobs, including abroad. The rest are non
economic reasons (faigineeds, health, abusg.

b. Respondents whose jobs are/weabroad:

1 The top two reasons are similar to reasons of respondents with jobs in the
origin country only. For those with jobs abroad, the predominant reason in
leaving/losing the last job (41% ofsgondents) is jobelated (nature or terms
of work, problems with the working conditions); this implies that the
respondents found the terms/conditions of work abroad unsatisfactprg.
the work abroad does not necessarily improve or provide better vingrk
O2yRAGAZ2Yyad {AyOS>: Ay GKAa O2yGSEGX afl
job in the home country, then the same logic applies: the respondent left the
local job to seek (better) work abroad. The next major reason is
economic/income related @ed for higher or more steady income, better
financial/economic condition for family).

1 Reintegration/wanting to return for good to the origin country figures among
the top reasons why respondents (with work abroad) left their last job. This is a
counteragument to the oftentimes unfounded fear that lowskilled migrants
are out to flood the destination country, steal local jobs and stay/settle there;
the desire to return back to their families in the country of origin remains high
in the agenda of the mrgnt workers. The rest of the reasons are mostly non
economic. Note that abuses at work is the top regonomic reason for
leaving/losing the job. Health issues/problems soah major noreconomic
reason.

14. Decisionrmaking in working abroad
a. Atthe time of the survey, the serwhelming majority (93%) of all origin

respondents were processing for work abroad. Women are the majanityng
them.
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b. Majority saidthat this was not their first time to work abroad (i.they arerepeat
migrants). Women are the majity among firsttime migrants. Men and woman
are fairly evenly distribted among the repeat migrants.

c. Majority of therespondentssaid that they initiated the decision, then
discussed/consulted and finalized the decision with fdu@ily. More than a
quarter of the respondents said &t they decided by themselves.

-Women are thebig majority among those who initiated the move then
finalized/prepared with the family. Men are the majority among those who
decided by themselves.

These results show the higével of dependency of respondents mtome/work abroad,
through repeated cycles of vicarious, temporary jabsoad as mentioned, this cyclical
pattern repeatedly exposes the respondents to unscrupulous recruitment practices,
especially exorbitant fees

There is also high level of individual/personaitiative in starting the decision/plan to go
abroad, with women being the big majority amotigpse who do thisbut the final decision
is still made together with the family. This indicates that amgportion of women at the
origin take a more practive role in initiating the move to work abroad. The results also
show the traditionapower of men to initate andfinalizedecisiondy themselvegsincluding
in working abroad

15. Reasons for working almad

a. The research validates that the foremastison for working abroad (cited by a
69% majority of respondents) is eaamnic/financial/ incane related. The research
shows that it is not joblessness per se that is the top motivator, but the desire to
impro'S G KS NBALRYRSYGIQa AyO2YSKkTFAYLIYOALf O

b. The nextmain reasonalthough cited by only a 9% minority, is personal and-non
economic:sSelINR 6 1 KX AYRSLISYRSY OS> AYLNRGAYy3A (K
for respondents, going abroad is a way to achits.

c. Jobrelated reasons (unemployment/finding job abroad, or finding better jobs or
better terms/working conditions abroad) are the other top motivations of
respondents in wanting to go abroad.

16. Reasons for returning hom&om abroad
a. The predominanteason for returning to the origin country is joblated (32% of
respondents); job nature, terms of employment, conditions of work abroad is not
satisfactory. Economic/financial reasons come second (basically insufficient/

unsteady incomgewage/income prblems abroad).

b. Thedesireto reintegrate/go homefor good is among the top reasons for leaving
the host country andeturningto the origing in various contexts, including
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pressure/desire of the family for the respondent to return, family needs/problems,
NBdzy AGAY3 6AGK FlLYAfe&s adlNIAYy3Ikodzit RAY 3
home country, etc.).

Noneconomic reasons including visa issues, health, abuses come next. Finding a
job (back in the home country) is low in the list of reasons.
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CHAPTER 3
KEY RESULTSTHESURVEY INESTINATIONOUNTRIES

JOB PROFIKEWORKING CONDITIONS ABROAD

This chapter presents the results of the baseline survey irsith@untriesof destination
focusingon theworking conditions andctual situationof the migrant workers
(respondents)n thosecountries.We want toanalyze if the respondents, who went through
the various recruitment and labor migration channels, ended up in decent jobs and fair
working conditions in the countries of employment. Halve international, bilateral and
national standards helped protect the respondents against recruitment adause labor
rights violations, and enabled theto secure decent jobs abroad?

A. PROFILE OF RESPONDENTS IN COUNTRIES
OF DESTINATION

Sex (Male/Female only)

female male

1. Demographic prafe

SeeAppendice and 4for the summary of
statisticalresults.The results are gender
disaggregated.

Age
aby

The destination countrgurveyinterviewed atotal
of 1,265migrantrespondents based in six 8 N N — ]
countries, distributed as follows: Bahrain (9%), Freauency
Lebanon(10%), Malaysia (8%), Singapore (9%), Marital statws
Taiwan (32%), and Thailand (32%).

Following are the demographic characteristics off - -
the respondents:
1 Origin:Thetop countries of origin of the
respondents ar¢descending order
Philippines (39.9% of respondents); o] —

Myanmar (30.8%Bangladesh (8.3%); L L == [ |
Indonesia (4.5%)ietnam (3.8%)Sri
Lan ka (3 5%)nd|a (2 . 9%)N epal (2 . 2%) . Highest level of education

Otherorigin countries cited by
respondentsare: Egypt, Ethiopia, Ivory 5 —
Coast, Kenya, Nigeria, Pakistan, Sudan

The big majority(79.0%) cme from
SoutheastAsia. ﬁ I ——

1 Gender:Majority of therespondents are
women (59.3%). :

Highest level of education

Figure6: Graphs of selected demographics of

. . 0
T Formal educatlonMajorlty (64'5 /0) have Fespondents in the destination survey
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below college/university education. In contrastthe origin countrythe
destination country respondents have higher levels of fdreducation more
respondents withuniversity/college education (10.5% originsurveyvs. 35.5%n
destinationsurveyrespondents)andlessrespondents with nfprimary educaton
only (59.7% in origisurveyvs. 29.0% in destinatiosurvey).

Women respadents are the majoty among thosewithout formal education
(58.5% of respondentsand those withvocational/technical education (55.0%)
But women are also the majority among those with higher levels of educgtion
those withsecondary/junior HS (57.2%iniversity/college (69.8%#andpost-
graduateeducation(92.9%).

Marital status:Majority of the respondents (50.6%) are single/never married. This
contrasts with the origin country respondents where married/living with
spouse/partner are the majorit{76.4%)Women are the majority across almost

all categories of marital status: single/never married (64.1%); widowed (89.5%);
divorced/separated (85.7%). Males have a slight majority (50%) among those
married/living with partner.

Age: The werage age ofespondents is 31.8 years. This is near, but lower than, the
average age of origin country respondents (34.1 years). Again this means that the
destination country respondents are at the prime of their labor productivity.
Average age of female and male respents are nearly the same, with females
being very slightly older at 31.78 years, compared to males at 31.69.

Number of dependentdOn average, theespondents regularly support

(financially) 3 to 4 peopléhis is slightly lowethan the average for agin country
respondents (4 to 5 dependents)n average, female and male respondents
regularly support almost the same number of dependents (3.30 and 3.34 people,
respectively).

Employment/incomeprofile and security of stayf respondents(current/last job
abroad)

Appendix 4gives the summary statistical results. The results are gender disaggregated.

Current anployment status (in destination country)

The overwhelming majority92.3%) of respondents are currently employ@domen are the
majority amongthose who areunemployel/no steady employment (53.5%j)ainees
(54.5%), andhe employed(59.4%).

Type of job (ISC@8 classification)

The big majority of respondents (896) have elementary jobg/omen are the majority in
both elementary and nomlemertary job categories (59.8% and 53.6%, respectively).
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The big majority (78%) have nofDW jobsthis means that a significant 21.7% have DW
jobs. Women are the overwhelming majority (94.6%) in DW jobs; males are the majority
(51.1%) in nordomestic workgbs.

Top jobs(ISCEB8 classification)

The top jobs arddescending order)Hementarylaborer (49.7%f respondent$;
elementary-DW/cleaner (19.2%); machimmperator (5.3%); personal care worker, caregiver,
etc. (2.8%); electrical/electronic mechaniendcer (2.2%); building finisher (1.5%d
elemertary-building caretaker (1.3%).

Women are the majont in the following job types: &nentary jobdomestic worker/
cleaner (94.6%); machine operatfactory (67.2%); personal care worker, caregiver,
beauician (97.1%); plant operator (90%); teaching professi¢h@0%); trades/artisan
(66.7%).

Men are the majoty in the following job types: Blding finisher (84.2%); computer
associates, architect, engineer, physical science workers (66.7%); dr@¥s)(1
elementary jobbuilding caretaker/cleaner (82.4%); elementary j¢hisorer (52.0%);
elementary jobporter, messenger, watchperson (75.0%); elementarygales/vendor
(100%); fishery/forestry worker (100%); metal works (80.0%); protective servicesitye
guard (100%); salesperson/marketlselcall center worker (54.5%).

Stability/ security of joband stay abroad

1 Valid visa The lig majority (874%) have valid visdNomen are the majority in
both categories: those with valid visa (58.5%), and ¢hwighout (63.0%).

71 Valid work permitThe big majority (864%)havevalidwork permits. Women are
the majority in both categories: those with valid work permit (58.6%), and those
without (62.9%).
1 Written employment contractOnly alittle over half (534%) havewritten
contracs; i KS NBad SAGKSNI KI @S y2ifteN\daied Sy 02y
contracts at allWomen are the majority in all categories: those with written
O2y (NI OGad O0cpdm:0T GK2AaS gAGK2dzi opnow:0

1 Contractperiod: For those witltontracts, the big majority (75Yhave contracts
with definite length;the average contract period is 31.2 mont{s6 years).

1 Renewable contractless than half (49%) havenewable contracts; the rest are
not renewable (39%) oktS& R2y Q. (Y26 OMHD:U

1 Length of stay in this destination countryhe aerage is 5.2 years

1 Length of stay abroadlhe aerageis 5.7 years
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B. WORKINGONDITIONS, LABOR RIGHTS, ABUSHSRENT JOB ABROAD

1. Working conditions

This destination: monthly pay (USD)

Monthly pay and hours of wadk T e 64 372

N =1,035

1 Monthly pay Theaverage
monthly payis US$134; 1
majority of respondents
(57.2%) have wages below
this average

Frequency
g
1
|
I
|

This is more than 2.85 times
(185%higher thar) the
monthly wage of
respondents in the origin
with jobs in the origin . —
country only (USD 152this [Figure 7: Average monthly pay (based on destination survey) |
Is 1.2 times @2% higher

than)the monthly wage of respondents in the origin who have/had jobs abroad
(USD 306)As discussed in the previous chapter, the big income differential
between jobs in the origin compared to jobs abroad is a top reagon
respondents seek work abroad.

b

500 1000 1500 2000 2,500 3,000
This destination: monthly pay (USD)

Gender disaggregatiohe women and men have nearly the same average
monthly wage(USD 434or women vs. UB 439for men).

1 Hours worked:The average i$0.7 hous/day. Amost half (47.96) have working
hours longer tharthis average; less than a third (3%) have wrking hours of 8
hours or lessThis is 9% (almost 1 hour) longer than the average work hours of
respondents with jobs in the origicountry only (9.8 hours/day).

Gender disaggregatioVomen on averageyork longer hours than men (11.1
hours/day for wanen vs. 10.1 hours/day for men; or 1 hour longer work for
women).

Days off, holidaysaccommodations

1 Days off Theaverages 3.96 days off per montfD.99 days ofper week; or 1 day
off every 7.1days). Thdig majority (713%) have weekly days off (at ledst
days/month).This is below the standard 1 day off per week; this is similar to the
situation of respondents with jobs in the origin country (0.92 days off per week).

Gender disaggregatioomen on average, have less days off per month (3.77
days/month for women vs. 4.24 days for men). Note that women have less than 1
day off per weeK0.94 days/week, or 1 day off every 7.4 dayg)ile men have

more than 1 day ofévery 7 day¢l day off every 6.6 da)
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1 Public holidaysOnly 282%get all the public holidayésame holidays as aither
workersin the hostcountry) 29.6% gé no holidays at allThis is actually better
than the situation of respondents with jobs in the origin countries (19.8% get al
the holidays; 54.% get no holidays at all).

Gender disaggregatioomen are the majorityn all categories: those who gall
the public holidays (53.5%), those whotgmly some holidays (51.1%#@ndthose
who do not get any holiday (75.1%). Note th@omen arethe large majority
amongthose without public holidays.

1 Quarters/accommodations provided by employé&nly 304%are provided free
acconmodationsby the employer, the majority (51.P6)do notaccommodations
paid by theemployer.

Gender disagggation:Women are the majority in all categories: those provided
with free accommodatios (68.7%); those who partly p&yr it (60.2%); and those
who fully payfor their accommodations (53.0%).

1 Enoughprivacy The lig majority (760%) havesnough privag.

Gender disaggregatioomen arethe majority among those who hawnough
privacy (62.3%); men atbhe majority among those who daot have enough
privacy (51.5%).

Insurance and social protection

1 Accident/life insuranceless than half (41%) haveaccident/life insurance paid by
the employer. The rest havao accidentlife insurance paid by employé46.6%),
2NJ R2y Qi | TYiddewho de nobhaie insurance, and those who do not
know, compose the majority (57.4%). This is a big problem, buasietidespread
as among the origin responden®: ¢ A G K2dzi Ay adzNk yOS 2NJ R2

Gender disaggregatioomen are the majority across all categories: those with
insurance paid by employers (58.6%)K 2 &S ¢ K2 Ranfe(paidyr S Ay ac
employer) (8.9%), andi K24S 6K2 R2y QO 1y26 o6cndcsz0d

1 Health/medical insuranceMajority (581%) got health/medicahsurancepaid by
employet The rest haveo insurance paid bgmployer(31.6%), oR2 Y Qi 1Yy 2 4
(9.6%) In contrast to the respondents in the origin gtuy, only a minority
(41.2%) of the destination respondents are potentially or actually not covered by
health insurance. Still, this is a significant number (more than 2 iryé)ewithout
health insurance.

Gender disaggregatioomen are the majorityacross all categories: those with
KSIfGK Ay&adzNI yOS LI AR o0& SYLX 28SN) 0cMDH?
08 SYLX 28SNDL O6pHDc0T 0

A

e
K2asS 6Kz R2y Qi 1Y
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1 Retirementprotection: The g majority (741%)are not covered byanyretirement
scheme;19.6R 2 yk@bi. The combined number of those without retirement
protection and those who do not know is an overwhelming 93.8% of the
destination respondents. This echoes the situation of the origin respondants (
least 96% of respondents potentiallythdut retirement protection).

Gender disaggregatioomen are the majority in all categories: those with
retirement scheme fully paid by employer (62.2%); scheme partly paid by
employer (62.5%); paid fully by worker (85.7%); not covered by any scheme
58P 0T R2Y QU (1y26 O0pydE:0d

2. Contract problems, including contract substitution

1 Written contract before departureMajority (614%) gota copy ofthe written
contract before departure; this nans a significant proportion (384 did not get
acopy before departure.

Gender disaggregatioomen are the majority in both categories: those with
written contract (i.e. got written copy, or read the full contract but not given copy)
before departure (66.1%); and those with no written contract (i.e. shown but not
read full contract, only verbal contract, or no terms of work at all) (51.0%).

Further disaggregation of data shows that men are the majority among those who
were showna contract in danguage they could not understand (53.8%), or only
had verbal agreeent (55.0%). Those with no verbal or any terms of work is almost
equally split between women and men (50.6% and 49.4%, respectively).

1 Actual pay vsamountstated in contractThe ig majority (784%) got same or
higher pay than stated in contract; #rineans a significant number (2¥4) were
paid lover than stated in the contract.

Gender disaggregatioomen are themajority across all categories: those who
said actual pay is the same/better than amount stated in the contract (62.0%); and
those who sal that actual pay is lower than the amount stated in the contract
(62.6%).

1 Contents of the contradvefore departureand after: For the big majority (83/8),
the contact hadthe same or better provisiorfpr 14.3%,the provisionsare worse.

Gender disggregationWomen are the majority in both categories: those who

said that the contents of the contract before departure and the one on site is the
same or better (64.8%); and those who said that the contract on site is worse or no
way of comparing becaughey had no/not allowed to read the contract (60.2%).

1 Contract substitution All contractproblemsconsideredthe big majority(83.4%)
did na suffer contract substitution (contract before departure not honored, or the
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terms became worse, at the destitian); this means that a significant 86
suffered contract substitution

Gender disaggregatioomen are the majority(60.9%)among those who
experiencecdcontract substitution.

3. Labor rights, freedoms, abuses
Labor rights and freedoms

1 Freedom of ma@ement Thebig majority (86.86)are fully or generally free to
move; this means 12% had no oseverelyrestricted movementThis is similar to
(slightly better than) the situation of respondents with jobs in the origin country
(82.5% full/general freedn; 17.3% severely restricted/no freedom).

Gender disaggregatioomen are the majority across all categories: those with
full freedom of movement (51.6%); those with general freedom/some restrictions
(67.1%); those with little freedom/severe restrictio(®.2%); and those with no
freedom to move (81.6%). Note that women constitute the big majority for those
with little or no freedom to move.

1 Feedom to communicateTheoverwhelming majority (941%)are fully or
generally free to communicate; this meab$% severely or no freedom to
communicate This is similar to (slightly better than) the situation of respondents
with jobs in the origin country (92.1% with full/general freedom; 7.8% with
severely restricted/no freedom).

Gender disaggregatioomen ae the majority across all categories: those with
full freedom to communicate (54.3%); those with general freedom/some
restrictions (75.8%); those with little freedom/severe restrictions (90.9%); and
those with no freedom to communicate (93.8%). Note aglaat women

constitute the great majority among those with little or no freedom to
communicate.

1 Feedom to join unions/organizationdlajority (642%)arefree to join;34.6%
prohibited by employer; ® 1"z R 2 Y Thi$ isattyally better than the situatin
of respondents with jobs in the origin country (45.6% free to join; 54.4% prohibited
by employer/government).

Gender disaggregatioomen are the majority across all categories: those who
can freely join unions/organégtions (57.6%}xhose who cannojoin/prohibited by
employer (62.6%), anithose who do not know (75.0%).

1 Feedomto join protests Majority (54.6% arefree to join; 442%are prohibited
by employes; 1.2: R 2 y Q iThisfsy@udlly better than the situation of
respondents with jobs ithe origin country (44.3% free to join; 55.7% prohibited
by employer).
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Gender disaggregatioomen are the majority across all categories: those who
can freely join protests/mass actions (56.2%); those who cannot join/prohibited by
employer (62.6%), anithose who do not know (75.0%). Again, the proportion of
women are much higher among those who are prohibited to join or do not know if
they can join protests/assemblies.

Physical, verbal, sexuabusesby the employer

More than a quarter of responden{26.6%) experienced at least 1 type of abuse
(physical/verbal/sexual/etc.), of which 4.4% experienced multiple (2 or more) types of
abusesThis is nearly the same situation as the respondents with jobs in the origin country
(26.4% experienced at leastyipe of abuse)Womenare the bigmajority (73.6%) othose

who suffered multiple abuses.

In terms of specific types of abuseedtly a quarter of respondents (23.4%) experienced
verbal/psychological/emotional abuse (no physical contact): a small bufisatinumber
(4.2%) experienced physleaolence(with physical contact)A small but significant number
(2.8%) of respondents (almost 3 in every 100 respondents) experienced sexual harassment
(no physical contagtand 1 in every 100 (0.9%)d#hat they suffered sexual abuse (with
physical contact).

Gender disaggregatioM/omen are the majority (58.2%f those who suffered from
verbal/emotional/psychological abuses (no physical contact). Women are an even bigger
majority (69.8%pf those who sufferedrom physicalviolence(with physical contact). They
are also the big majority (80.0%fthose who experienced sexual harassment (no physical
contact), and those who suffered sexual abuses (with physical contact) (75.0%).

Confiscation by employer afavel andpersonal documents

Almost half (49.2%) of respondents experienced having been asked to surrender and/or had
at least one of their personal documents (passport, ID, work permit, bankbook) taken/held
by the employer; some of the respondents refusedjive their documents. Of these, a
significant number (41.5%%r more than 2 out of every iespondentshaveat least 1 of

their personal documentactually takerby the employer. The 7.7 percentageint

difference represent the 7.7% of respondentsandiid not give/surrender their documents

even if the employer asked for it.

Of the respondents whose documents were taken by the employer: 2Ba#donetype of
document confiscatedand 13.1% had multiple (twar more) types of documents taken.

More than a quarter of the respondents (27.6%) st at least oneof their documents is
still with the empbyer at the time of the survey.

Gender disaggregation: Women are the majority (60.5%) among those whose personal

documents (at least one) were askedkén or kept by the employer. They are the majority
(56.2%) of those who said that the employer still keeps at least one of their documents (at
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the time of the survey); of these, almost 1 in every 7 women (15%) said that the employer
will keep their documet throughout their employment.

Specific documents taken/kept by employer:

1 Passport: 37.5% of respondents had their passports taken by the employer; 9.4%
of respondents said passport still with erapér at the time of the survey. On
average, the employereld the passport for 30.9 month2.6 years);

1 Identity cardor document 4.4% of respondents had thedrentification documents
taken by employer; 0.9% sdideir IDwasstill with the employer at the time of the
survey. On average, the employer held tdentity card for 16.9 months (1.4
years);

1 Work permit: 14.4% of respondents had their work permits takemh®employer;
4.9% said work permit still with enfigyer at the time of the survey. On average,
the employer held the work permit for 25.8 monthsZ3/ears);

1 Bankbook/ATM card: 1.3% of respondents had their bankbook/ATM taken by
employer; 0.4% said bankbook/ATM still with employer at the time of the survey.
On average, the employer held the ATM card/bankbook for 28.7 months (2.4
years).

Gender disagregation: \omen are the big majority of the respondents whose personal
documents were taken by the emplaye passport (62.6% are women); ID c&r®.2% are
women); work permit (69.6% are women); M/bankbook (62.5% are women).

hy | @SNJ 3S brts ¥ yiddkdpermils &eielldeloy employers longer than the
g2YSYNEY Qa LI aa L2 NlaveméeiB9. K nont@.F y2aidyd. 37.54

months(2.3 years) forwomeh YSy Q& @2 NJ LISNX¥AG& (¥85¢8B) KSt R -
vs. 23.13 month§l1.9 years) for women

22YSyQa L5 OF NRa ¢ SNE.5KGNR.4feargfa Sowdenivik 165 Y Sy Q&
months(1.4 years) for mertheir ATMcards/bankbook were alsoeld much longethan
Y S y: 8820 monthg2.75 yearsjor women vs. 18.7 monthd..6 years) for men

C. COMPARING JGBONDITIONS OF RESPONDBNTHE ORIGIN & ABROAD

Let us bring together the results fro@hapter2 (working conditions of respondents in the
origin) and this chapter (working conditions of respondents in the destinatimg table
below summarizes and compares the conditions of work for jobs in the origin country vs.
jobs in the destination countries. (For jobs in the origin country: the table below refers to
respondents whose jobs are in the origin country only, anduebes respondents at the
origin whose jobs are abroad.)

Jobs in the origin country (based on| Jobs abroad (based on destination| Which situation
origin survey; excluding jobs abroad) survey) is better?
1 Big majority(73%) non-elementary | 1 Big majority(80%) elementary
jobs; but mostly laver-paying jobs; jobs; women are the majority in
1 Men are the big majority among elementary jobs;
those with nonelementary jobs; 1 Big maprity (78%): norDW jobs;
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Jobs in the origin country (based on

Jobs abroad (based on destination

Which situation

origin survey; excluding jobs abroad) survey) is better?

1 Overwhelming majority95%): non 22% DW; women overwhelming
DW jobs; 5% DWjl (100%) those majority (95%) of those with DW
in DW jobs are women. jobs.

1 Big majority(85%)haverenewable | § Minority (49% oress than half Origin is
contracts but many are temporary] haverenewablecontracts better.

1 Big majority(76%)havenowritten | T Majority (63%)havewritten Abroad is
contracts; men are big majority contracts; women are the majority better.
(83%) among those with noritten (65%) of tlose with written
contract; contracts

1 Majority of contracts(55%)haveno | 1 Big najority of contract{75% Abroad is
definite length for those with havedefinite length;average better.
definite period,averages 2.3 contract period is 2.6 years
years

1 Average wage: USD 152 per mon{ § Average wageJSD 434 per Abroad is
similar wage for men and women. month; similarwagefor men and better

women.

1 Average 9.8 hours work per day; | 1 Average 10.7 hours/day Origin is
1 Women work 1.4 hours longéhan | T Women workl hourlongerthan better; but
men. men. not for

women

1 Less than 1 dayfilweek (0.92 1 Less than 1 day off per wedk 99 Abroad is
days/week, orl dayoff every7.6 days/week, orl day off every 7.1 better,
days); women get 1 day offvery days);women get 1 day ofévery including for
9.8days; men get 1 dayff every7 7.4 daysmenget 1 day off every women.
days 6.6 days

1 20% get all public holidays; 54% g 1 28% get all public holidays; 30% Abroad is
no holidays at all. get no holiday at all. better.

1 Big majority §5%) have no life/ 1 Majority (57%) have no life/ Abroad is
F OOARSY U AyadzNT FOOARSY (i AyadzNT better.

1 Menare the big majority(74%) 1 Women are the majority59%)
among those withno insurance. among thoseawith noinsurance.

1 Big majority 89%) havenohealth/ | § Minority (41%) haveo health/ Abroad is
medical insurancep@id by medical insurancépaid by better.
employer)2 NJ R2y;:Q0 1] employer)2 NJ R2y Qi 1\

1 Men are the majoritf76%)among | T Women are the majority53%)
thosewith no health/ medical among those witmo health/
insurance medicalinsurance.

1 Overwhelming majority97%) have |  Overwhelming majority (94%) Equally bad,
NNBGANBYSyYy (i LINE haveno retirement protection or but origin
know; R2y QiU 1y26T even more

1 Men are the big majority72%) 1 Womenare the majority(58%) e}
among thosewith no retirement among those witmo retirement
protection. protection.

91 Big majority (83%) have full or 1 Big majority (87%) have full or Abroad is
general freedom of movement; general freedom of movement; better.
17% have no freedom or are 13% have no freedom or are
severely restricted; severely restricted;

1 Womenmajority among those 1  Women are thebigmajority
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Jobs in the origin country (based on| Jobs abroad (based on destination| Which situation
origin survey; excluding jobs abroad) survey) is better?
severely regicted (56%) big among those severely restricted
majority (85%) among those with (79%)andwith no freedom
no freedom of movement (82%).

1 Overwhelming majority (92%) havi Overwhelming majority (94%) 1 Abroadis
general or full freedom to have full or general freedom to better.
communicate; 8% are severely communicate; 6% have no
restricted or no freedom at all; freedom/severely restricted;

1 Womenare overwhelming majority Women are overwhelming
(100»)among those with no majority among those severely
freedomto communicate. restricted (91%), and with no

freedom (94%).

1 Minority (46%) have freedom to Majority (64%) have freedomto | 1 Abroadis
join organizations/ unions; majority join organizations/unions; 36%re better.
(54%) are prohibited (by employer LINE KAOGAGSR 2NJ R
or government);

1 Men are the majority(67%) among Women are themajority (63%)
those with no freedom/prohibited among thosewith no freedom/
by emgoyers to join unions/ prohibited by employers
organizations.

1 Minority (44%) have freedom to Majority (55%) have freedomto | 1 Abroadis
join public actions or protests; 56¥ join public actions or protests; better.
are prohibited (by employers); np: FNBE LINPKAOGA

1 Men are the majority(66%) among Women are themajority (63%)
those prohibited by employers to among those who are prohibited.
join protests/public actions

1 More than a quarter (26%) More than a quarter (27%) 1 Similar
experienced at least one type of experienced at least 1 type of levels in
abuse of which7%suffered abuse of which4%suffered general;
multiple abuses; women are the bi multiple abuses; women are the higher
majority (80%) among those who big majority (74%) amonghose proportion
suffered multiple abuses who suffered multiple abuses in origin of

1 8% suffered physical violence (wit| 4% suffered pysical vitence multiple
physical contagt 4%suffered (with physical contact); 3% abuses,
sexual harassmergho physical suffered sexual harassment (no physical
contact); anothe®% suffered physical contact); another%a violence,
sexual abuséwith physical suffered sexual abuggvith sexual
contact) physical contact) abuse

1 Women arethe big majority (73%) Women are thebig majority (70%)
of those who suffered physical of those who suffered physical
violence majority 60%)of those violence;big majority (80%) of
who suffered sexuabuse (no those who suffered sexual abuse
physical contactlpverwhelming (no physical contact); big majority
majority (100%0)of those who (75%) of those who suffered
suffered sexualiolence(with sexual violence (with physical
physical contact) contact).

Thewage differantial is the most significant advantage of the jobs abroad. But it can also be
seen thatjobs abroad seem to provide better benefits to the workers than jobs in their own
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countries: bettedevek of insurance coveragenore formalized employment relations
(written contracts, definite contract period), better terms of work (holidays, days off),
better upholding oflabor rights and freedomsnd even slightly lower levels of abuses

These seem to be strong enough to offset the longer working hours abrbdie a
recruitment costs and hurdles, separation from the family, and the osloeral, gender,

racial and class issuesated to staying and working abroad as laborer, domestic worker or
migrant worker.

We can also note that the gender biases experiehog women respondents in the origin
countries, are still present, and are also prevalent, in the destination countries. But the
wage-earning power, and the more formalized employment relations and status of women
migrants as workers abroad, afford thengificant improvements in their economic and
social status.

D. CHAPTER SYNTHESIS: KEY RESULTS & HEBAFGER 3)
What can we conclude and recommend based on the results presented in this chapter?
1. Profile of respondentsin the destination countries

a. Thetop countries of origirof the respondentare in southeast AsiaPhilippines,
Myanmar (Burma), Indonesia and VietnaBangladesh is the top origin in south
Asia.Recall that these are respondents only in the six destination countries
surveyed (Bahrair,ebanon, Malaysia, Singapore, Taiwan and Thailand).

b. Majority of the respondents argoung (average 32 years oldjpmen, with up to
secondary (below university) education, single/never married, and regularly
supporting at least 3 dependents.

c. Compared tahe origin survey respondents, the destination resdents are
about the same age, i.goung and at the prime of labor productivity; men and
womenhavenearly similar age. The destination respondents@re level higher
in terms of formal educatiorike in the origin surveywomen are the majority
among those withoubr with lower formal educationin contrast to the origin
respondents, the majority of destination respondents are married/living with
partner. Thedestinationrespondentsare supporing ane lessperson than the
originrespondents.

Except for the marital statushe averagedemographic®f the destination and origin
respondentsare fairly similar. The labormigration flows also have strong intfsian

features. Therefore, recruitment and nnagion policies and programs in the origin and
destination countries need to involve these Asian countries and deal with a similar group of
young, mobile workers, majority of who are women, with at least 3 dependents, and have
lower-levels of formal educain.
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2.

Current enployment status(in destination country at time of survey

As to be expected, the overwhelming majority are currently employed in the destination
country. However, almost 8% of respondents were unemployed at the time of the survey.
Womenare the majority among those employed, and also the unemployed

3.

4.

Type of jols

a. The big majority have elementary jobs; women are the majority among those with

elementary, and also with neelementary, jobs in the destination country.

. The big majority haveon-DW jobs in the destination country; but a significant

22% have DW jobs. On a geb basis, those in DW jobs are tbecondbiggest
cluster of workergsecond only to laborergimong the respondents in the
destination country. Women are the overwhelmg majority (95%) of those in DW
jobs; men are the majority among those in RNV jobsg affirming the very

strong gener stereotype in domestic work.

. The top jobs are all loweraid types of workAlmost 50% of all respondentseain

the elementary (labp job. Thetop elementaryjobs combinedléborer plus
DW/cleane) constitutesthe big majority (69%) of all the destination survey
respondents.

. The jobs show very strong gendered division of labor or gender stereotypes in the

hiring of migrant workers aload. Women are the majority icarerelated work,
factory work, teaching jobdven are the majorityamongbuilding'construction
workers,computers/architecture/engineeringiorkers,drivers,elementary
(laborers), elementary (sales/vendors), metal worksptective services/security,
etc.

. Thesdob patterns also validate the observation about the race, class and gender

stereotypes in labor migratiogthe big chunk of the respondents (migrant

workers) are absorbed inlowérdr A RS do05¢ O0ARAMNIBRSERRKRD yASNR
abroad; they are primarily hired in temporary, vicarious jobs abroad, with little job
security/continuity, and no or minimal social protection. The differentials in wage,

benefits and working conditions between the job at the origin andgblmad must

be significant enough to draw the migrants to the work abrgaat the migrants

are ill or misinformed about the realities of overseas work (if the differences in
wage/benefits/working conditions are not actually significant).

Stability/security of job and stay abroad

a. The big majority(87%) have valid visa; the converse means that a significant 13%

(or more than 1 in 10 respondents) areegular migrantsWomen are the majority
among those with valid visa and those without.
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b. The big majoritjhave valid work permit; but a significant 14% have no work
permit. Women are the majority among those with and without valid work permits
in the destination country.

c. Only a little over half (53%) have written employment contracts. Women are the
majority among those with and without written contracts.
{1 For those with contracts, the average contract perio81is2 months (2.6
years);
Less than half49%) have renewable contracts;
On averagethe respondents have stayed f&r7 years abroad, of which 5.2
yeas are in the current destination countryhis means that they are generally
on their second contract period in the current destination.

T
T

Given that the jobs are mostly elementary or lowgid, that close tohalf have no written
contracts,that majority of the contracts are not renewable (and only lasts an average of 2.6
years), andhat not allhave validvisaor work permit¢ this means that the majority of
NEBAaLRYRSy(Ga R2yddviskdtad$® théidesiiziol codh@yo Tais is

affirmed by theaveragdength of stayabroad by the respondents of 5.7 years, or 2 contract
periods. This would suggest frequent turnover and labor/job movemerisd thus
recruitment and placement processif the workersfor jobs abroad.

Women are in the mayjity in many of these situations. Combining the above
mobility/unsecure employment situation with the youngngle/unmarried, lowereducated
demographics of the respondents means a high potential for mopidityor/migration
vulnerability, and therefor@pportunities for abuse and exploitation of teemigrant
workers.

Recruitment and migrant protection policies and regimes must therefore, be based on the
framework/assumption of protecting migrant workers who have general and particular
vulnerabilitiesg as foreign workers and as women in temporary/lowpaid sectors, with

lower levels of education, who are in cyclical labor mobility, and who will be drawn into/by
temporary, lower paying jobs with no or little social, legal and/or human rights protection
the destination countries.

International laws and standards obligate the dimyarers (States of origin, transit and
destination) to prevent abuses and exploitation of the workers in the recruitment,
placement and employment procegsand to eliminaé violence, forced labor, trafficking

and exploitation of workers, including migrant women and domestic workers. The research
results indicate structural and systemic risks and vulnerabilities of migrant workers;
therefore, State/government intervention rgecessary in each country and between/among
the States; the migrant workers in the vulnerable job categories could not be consigned to
the forces of the market, particularly opportunistic, pregieeking recruiters and traffickers.
This suggests that theecruitment, placement and employment protection processes for
migrant workers in these vulnerable job sectors mostt the control and effective
management or supervision of the State, not in the hands of psafikers. This reaffirms

the foundationallogic and principle of the international (UN/ILO) standardisat
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employment services (including recruitment/placement of migrant workesra)public
service rendered free as part of the duties of the State.

5.  Working conditions Monthly pay
The averag monthly pay of the respondenis USD 434

Is this fair/decent wage this significantly better than the monthly pay in the home

country, such that migrants are drawn to overseas wadrk@re is really no hard and fast
standard on what amount qualifeeas fair/decent/just wage for migrants in each destination
country and/or job, for that mattef® Onepracticalreference maybe the USD 400/month
minimum wage that the Philippine government requires employers to pay for hiring Filipino
domestic workers almad. The average monthly wagéthe respondents in the destination
surveyd 2yfe > KAIKSNI 0KIFy (GKS tThi&isduitdlIA y SQa&
consistent with our earlier findings thatbig proportionof the respondents aren the

elementary (labrer and DWjobs.

Another comparison is the average wage ofp@sdents in the origin surveghapter 2
revealed thathe average monthly pay of jobs in tleeigin countries iUSD 12
(respondents with jobs abroad have an average monthlyya) 305 Therefore, the
average wage of respondents in the destination surii¢$D 4345 2.9 (almost three times)
the monthly pay of jobs in origin countriesnd 1.4 timeshe monthly pay dorigin
respondentswith jobs abroad) This is a big wage differentialhigh makes the wage in the
destination very attractive to migrant workers in the elementary/lovpaid job sectors.

The survey shows thatajority of the respondents actually have wages below this average
it also shows that theaverage wage for womema menin the destination survegre

nearly the same (USD 48 menvs.USD434 for women)Note though (see next section)
that women work much longer hours for the same pay; therefore, women are still
effectively paid less than men.

6. Working conditions:Hours of work, rest days, holidayfiving conditions

a. Hours workedRespondents work longg¢han-standard hours: an averagd 10.7
hours per dayThis is not necessarily a violation of th&©8-hour standard,
especially if this includes rest hours amekrtime/extra pay. The survey did not ask
if the extra hours (beyond 8 hours per day) is paid overtime wi.also do not
have data how 10.7 hours/day compares with the work hours of the other
workers, especially nemigrant, in the destination countrge

The survey reveals thatds than a third of all the respondents have 8 or less hours
of work per dayand that vomenrespondentswvork longer (11.1 hours/day) than

the men (10.1 hours/day)rhe longer hours for women might be partly due to the
fact that a big portion of the women respondents are in the DW jobs, which are

Y A

BESS ac! Qa LkRtAOe 0 NOANST 2NB ViKS O2F DS LAi2 WFI RA&AOdzaaAz2y

MFA website, www.mfasia.org.
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G 2 f f diveiing/ RO | & A &dedtnAtion douhtries AuB/eyed, and
therefore have longework days?

b. Days off On average,aspondents have 3.96 days off per monivhich isbelow
the internationalstandardof 4 days off per month (1 day off per week). Women
have significantly less days off (3.77 days/month) than men (4.24 days/month);
note that men get at least 1 day off per week, while women do not.

c. Public (paid) holidays.ess than 30% of respondents got all the public holidays
(paid) at par with other workers in the destination country. Indeed, almost 30%
others did not get any of the public holidays at all. Women are the big majority
(75%) among those who did not get gmyblic holiday at all

d. Quarters/accommodationsViajority got no accommaodations paid by the
employer. Women are the majority among those provided free accommodations
by the employer (consistent with results that many are in DW jobs), which are
typically lveA y F NNF y3ISYSyida Ay GKS SYLX 2@ SNDa

e. Privacy The big majority said they have enough privacy. Women are the majority
among those who have enough privacy; men are the majority among thbee w
did not have enough privacy. The situation for men migdtiue to the prevalent
dzaS 2F at 062N OFYLAeE Ay (GUKS RSaGAYylFGAZ2Y
provided by employers (e.g. fopnstruction workers); if not, migrants, particularly
men, usually live in cramped, ssbandard accommodations, even underdges
or other structures or tent camps.

7. Insurance and social protection

a. Accident/life insuranceless than half have life/accident insurance paid for by the
SYLJX 28 SN FfY2ad mm: R2y Qi 1y26® 22YSy
insurance paid by themployer, those without insuran¢g@andan even bigger
proportion of those who dmot know if they have life/accident insurance are
women.

b. Health protection Majority (58%) got health/medical insurance paid by the
employer; but this also means that a sigrant 42% do not have health/medical
insurance paid by the employaNomen are the majority among those with
health/medical insurance, and those without. Again, they are an even bigger
YE22NRGe Y2y 3 (K2 §avesicRinskaegeQl 1y296 AT

c. Rdirement protection The big majority (almost 3 out of every 4 respondents) do
not have retirement protection; the 20% others do not know if they have or not.
Potentially, the overwhelming 94% of respondents do not have retirement

34 Further analysis of the survey data (croabulation of work hours with type of job) shows that domestic
workers, on average, work 12.2 hours /day, conguhto 10.2 hours/day for nedW, and the overall average
of 10.7 hours/day.
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protection. This is a hugproblem, espafter the migrant returns/reintegrates in
the origin country, without retirement benefit&/omen are the majority among
those with retirement protection, those without, and those who do not know.

8. Employmentcontract problems, including cotract substitution

a. Written contract Majority of the respondentgot a copy ofthe written
employmentcontract before departurgbut a big proportion39% oralmost 2 out
of every 5 respondentsyere not provided with avritten copy of thejob contract
before they went abroad. Women are the majority among those who did notaget
copy ofthe written contract.Men are the majority among those who only had
verbal agreemerg

b. Wage before and after placemerftor thebig majority, there is no diminution of
the wage because they gtite same or highefactual) paycompared to the
amountpromisedin the contract/agreenent. But there igairly widespread
violation of internationaktandardshecause22% (more than 2 out of every 5
respondents nearly a quarterwere paid lower than the amount stated in the
contract/agreenent. Women are the majority among thosého were cheated out
of the promised wage

c. Terms of contract before and after placemeRbr the big majoritythe contract
before departure had the same better provisions than the contract/terms of
work after arrival in destinatiorBut asignificantnumber (4% more than 1 out of
every 10)suffered from a worsening of theontents/terms of the contract.
Women ae the majority among those wittvorsened ontracts after arrival in
destination.

d. Contract substitutionAll the above contract problems considered, the big majority
(83%) did not suffer from contract substitution (worsened terms of work)
conversely, a significant 16% suffered from contract sitlosbn. This is a serious
problemof exploitation and breach of agreemeind is fairly commoraffecting
nearly 1 in every 6 respondent/omen are the majority among those who
suffered from contract substitution.

9. Labor ights andfreedoms

a. Freedom oimovement The big majorityof respondentsave general or full
freedom of movement, but 13% have no or severely restricted movement. Women
are the big majority among those with no or severely restricted movenigmns is
a serious form of labor rights vagion affecting a significant proportion of the
respondents. No or severely restricted movement can indicate forced labor or
trafficking situations.

b. Freedom to communicatel'he overwhelming majority have full or general

freedomto communicate, but aroun8% have no or severely restricted
communicationWomen are the overwhelming majority of those with no or
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severely restricted communicatioAlthough not as common as restrictions in the
freedom of movement, denial or severe restrictions in communication,
particularlyin the age of ubiquitous mobile devices and interreatn suggest
situations of forced labor or trafficking@speciallywvhen both movement and
communication are restricted).

c. Freedom to join organizations/unionlajority are free to join urans or
organizations, although more than a third of the respondents are prohibited by
employers. Women are the majority among those who cannot join/prohibited by
employers; they are the big majority among those who do not know if they can
join.

That morethan 1 in every 3 respondents is prohibited to join organization is a
blatant and widespread violation of international law and fundamental ILO
standards.ndeed,ensuring the respect of basic labor rights, especially the right to
organizejs one of thecorecriteria for the fair and ethical recruitment and
treatment of migrant workersas enunciated in the.OMultilateral Fameworkon
LabourMigration, among othersThere is a big proportion of migranéspondents,
especially women, who have little oorknowledge of their basic labor rights in the
destination country; the need remains strong and urgent for basic education on
labor rights especially for migrants in the destination country.

d. Freedom to join public actions/protestEhemajority are freeto join public
actions/protests; but more than 44% are prohibited by employers. Women are the
majority among those who are prohibited; they are also the big majority among
those who do not know if they can join protestis is a higproportion,
approactling half of all respondents. Although not, in the first instance, a violation
of basic labor rights, this can suggest restrictions or denial of access to complaints,
redress or remedieg which could then be cases of injustice and violations of
international standards.

10. Physical, verbal, sexual and similar abuses by the employer

Abuses (verbal, physical, psychological/emotional, sexual) are fairly widespread among
respondentdn the destination survey; more than a quarter (more than 1 in every 4)
experiened at least one type of abuse. This is blatant and fairly widespriedation of
international standards, especially on ending violence against women (\AA¥¥all but
significantnumber(more than 4%gxperienced multiple types of abusgshysicaliolence
(more than 4%)or sexualviolence(almost 4%).

Women are the majority in all categories of abuse; they are the big majority anhasg t

who suffered from physicaliolence (with physical contact); they are an even bigger
majority among those who sudfed from sexual abuse/harassment, and those who suffered
from sexual violence (with physical contact). Clearly, this is a very gendered pattern of
violence and abuse against women migra@spondents.
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11. Confiscation of prsonal documents byhe employer

This is a blatant and widespread problesmost half of all respondents haexperienced
at least one of their personal documer(fgassport, 1D, work permit, bankbook/ATKaving
been asked to be surrendered or actually taken by the employer.

Of thesemore than 41.5% (more than 2 in every 5 respondents) had at least one of their
documents aatally taken/held by the employer; ane than 13% of the respondents had
more thanone document taken. At the time of the survey, more than a quarter (28%) of
those whose document/s were taken said that their document is still with the employer.

Passport and work permit are the mesequently taken documents. Taking phssportds

fairly common, with 38% of respondents reporting this. This is followed by takigréf
permit (14% of respondents). Taking of passport AND work permit is a commo#P case.
Again these are blatant, illegal and widespread practices. These can also strongly point to
situationsof forced labor and/or trafficking.

Women are the majority amanthose whose personal document/s have been asked
taken by the employer. They atlee majority among those who reported that at least one
of their documents is still held by the employsome élmost 15%said that the employer
will keep their passpoftiocumentsthroughouttheir work with said employer. This strongly
suggests a bondagke situation.

Women are the majority in each type of document (passport, ID, work permit, bank
book/ATM) taken by the employer, showing that thisgtice is very comonly done on
women migrants.

hy F@SNF3IST YSyQa LI aalLlRNIa FyR g@2pddspotsS NI A (0 &
are held for 3.3 years for men vs. 2.3 years for women; work permits are held for 2.8 years

for men vs. 1.9 years for womeh.2 Y S y @aids anfl bankbook/ATM cards are held

f2y3SNI GKIFY YSyQao

12. Comparing working condition§obs at the origin country vs. jobs abroad

Theresearch shows (semmparative table of jobs abroad vs. jobs at the oiigjwat the
wage differential is the mosignificantc but not the onlyg advantageof jobs abroad.

The research providesvidence that beyond the wage differential, many other advantages
seem to accrue to jobs overseas, thus drawing workers from the origin to seek work abroad
-- better levels d insurance coverage, more formalized employment relatidmester terms

of work, better upholding of labor rights and freedoms, and even slightly lower levels of
abuses. These seem to be strong enough to offset the longer working hours abroad, all the
recruitment costs and hurdlesnd the various risks, vulnerabilities, and intersecsngial,
gender, racial and class issues related to staying and working abroad

35The next chapter will show that there is perfect statistical correlation between the taking of the passport
and the taking of the work permit.

96



The results also shothat the gender biases experienced by women @sgents in the
origincountriesare still present, and are also prevalent, in the destination countBes.
women migrantseem to gain more economic power and improved stghesng workers,
rather than being unpaid housekeepers) by workasgmigrants abroad
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CHAPTER 4:
KEY RESULTS OF THE SURNESIN & DESTINATION COUNTRIES

RECRUITMENIPLACEMENHROBLEMANDISSUES

Al n many countries, recruitment agencies, | abor br ol
fees to migrant domestic workers and do not provide accurate information, meaningful preparation for
migrants before travel, or written contracts. In particular, migrants are often not provided with

information on their rights and on avenueWokérgr repor
General Comment No. 1, 2010]

In the preceding chapters, we examined the jobs, working conditions and the actual
situation of the migrant workers (respondents) in the origin and destination countries. We
alsoanalyzed their reasons and motivat®m seeking work abroad, most of them not for
the first time, but repeatedly.

The results have shown that despite timernational, bilateral and nationdws and norms
guaranteeing minimum standards of protection and decent work for the migrant weyker
the majority, in many cases women, suffer from abuses, labor rights violations, and
exploitative working conditions both in the origin and destination countries.

Surelythere are many causes and reasons to these problems. In this chapter, we will
analyzethe survey resultgocusing onle labor recruitmentprocesshat the migrant
workers(respondents)vent through the issues, practices and problethey faced; the
recruitment abuses, labor rights violatigres the exploitative conditions they expgenced
in the process of recruitment, placement and employment abroad.

We present theresults belowshowing thedata from the origin survey side by side with the
datafrom the destination survey, for easier reference and comparison.

A. PRPARATORY PROCESH MIGRATION CHANNELS

Appendix 5Parts 1 and 2 shows he summary of statisticaiesults.The results are gender
disaggregated. In analyzing the recruitment issues, the results are also disaggregated along
the key research parametersquntry of originflestination modality of migration, type of

job, whether used private recruiter or not, et¢o enable us to analyze the significant

patterns and factorgffectingthe recruitment situation.

1. Types of peparatory activities undertaken by the respondent
a. Respondents in origin countries

The survey presented a list b0 types of preparatory activities, and asked the

respondentgo mark any or all eivities that theyinvolved in

1 Almost a quarter (24.4%) of the respondents in the origin survey said thgt th
did not undergo anyf the listed preparatory activities

1 For those who did some preparatory activities: On average, the respondents
went through 3.3 (i.e. between 3 and #)pes of preparatory activities;
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1 37% of respondents did 1 type of preparatoryiaty only;51% did 2 or more
types of activities.

Following are the top preparatory activities cited by the respondents in the origin
survey (% respondents who cited this activity; descending order):
Medical test (46.5%f respondenty;

Pre-departure €minar (45.8%);

ills trainindcertification (41.9%);

Languagedraining (41.3%);

Opened bank account (38.3%);

(Mandatory)Pregnancy test (37.2%);

(Mandatory)HIV test (35.7%);

Got insurance coverage (11.0%);

Joined welfare protection scheme (5.1%);

Joinedretirement/social security scheme (3.3%).

=4 =4 8 8 -8 -4 -4 952

Predeparture training providers: Few respondts answered this question. For
those who repliedfollowing are the top training providers: government or its
agencies (cited by 9.6% of respi®nts); trade union (®%); Civil society groups
local or international (0.%); private recruitment agend®.2%).

. Respondents in destination countries

Respondents in the destination survey were also asked to mark the sarob1is

preparatory activities:

1 Almost a third (2.0%) of respondents in the destinatisarveysaid that they
did not undergo anyf the listed preparatory activities;

1 For those who did, the respondents went through an average of 2.1 (i.e.
between 2 and 3) types of preparatory activities.

1 8% did 1 typeof preparatory activity only; 45% did 2 or more types of
preparatory activities.

Following are the top preparatory activities cited by the respondents in the
destination survey (% respondents who cited this activity; descending order):
1 Medical test (44.7%f respondents;

(Mandatory) HIV test (35.7%);

Pre-departure seminar (33.2%);

(Mandatory) pregnancy test (25.9%);

Opened bank account (16.4%);

ills trainindcertification (13.4%);

Language lessons (13.2%);

Got insurance coverage (11.2%);

Joined welfareprotection scheme (9.6%);

Joined retirement/social security scheme (7.7%).

E RE N
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2. Selfrating by respondents on quality dinowledge/information they gotfrom the
preparatory activities

The respondents were asked to rate themselves on the quadiefulnessof the
information andknowledge they got from the preparatory activitiésefore goingabroad);
19topicdinformation itemswere listed The followingselfrating scale was used:
1 =1 got enough useful information and knowledfyem the preparatory activies;
2 =I got useful but limited/insufficieninformation and knowledgé&om the
preparatory activities
3 =1 did not get any useful information/ knowleddeom the preparatory activities
this topic was discussed in preparatory activities;
4 =This tgpic was notiscussedhcluded in any preparatorgctivity | participated in;
5 =1 did not join any preparatorgctivity before departureandla 2 61 ay Q4 | 6t S
anyinformation onthis topic.

a. Respondents in origin countries

The average seffating of respondents in the origsurveyon the

quality/usefulnessof the knowledgéinformation they got nthe 19

topics/information item3 during the preparatory process 2.78.Thismeans that

the respondentdelt that they got betwen dimited/insufficientt | YR Gy 2 dza ST
information/knowledgé FNB Y (KS LINBLI NI} G§2NEBE | OGA QA G,

Following are the averagek-rating of the respondentdorigin survey) oreach of

the 19topicdinformation items(ascending order of average score, i.e. froestb

to worst rating)

1 Selfrating on informatioriknowledge onwage abroad (2.18veragé;

1 Selfrating on information/knowledge orcontract, terms of employment
(2.28);

1 Selfrating on information/knowledge orgeneral living/working conditions
abroad (2.3);

1 Selfrating on information/knowledge oneimbursable costs (2.41);

1 Selfrating on information/knowledge orfamily communication, managing
long distance relations (2.56);

1 Selfrating on information/knowledge orjob-related information, skills (2.60)

1 Selfrating on information/knowledge orife skills, surviving abroad (2.62);

1 Selfrating on information/knowledge orsavings, financial management
(2.68);

1 Selfrating on information/knowledge orpreparing for return, reintegration
(2.71);

1 Selfratingon information/knowledge ontanguage of destination country
(2.71);

1 Selfrating on information/knowledge ommigrant labor protection laws in host
& home countries (2.73);

1 Selfrating on information/knowledge orculture, way of life in destination
country (2.76);
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1 Selfrating on information/knowledge orhuman rights and personal security
abroad (2.95);

1 Selfrating on information/knowledge omecruitment regulations in host &
home countries (2.98);

1 Selfrating on information/knowledge orgender and wome-related concerns
(3.09);

1 Selfrating on information/knowledge orjoining organizations, unions,
protests abroad (3.19);

1 Selfrating on information/knowledge orcomplaint ard redress services
abroad (3.23);

1 Selfrating on information/knowledge orgovemnment services abroad, by own
and host governments (3.34);

1 Selfrating on information/knowledge omon-government services, support
groups abroad (3.38).

Let us examine thaverageselfrating of the respondentgorigin surveypased on
the researchparameters

1 By country of origin (countries in the survey only): Bangladesh (2.53); India
(2.55); Indonesia (2.29); Nepal (3.77); Philippines (2.74);

1 By country of destination (countries in the survey only): Bahrain (2.55);

Lebanon (2.14); Malaysia (3.04ingapore (2.50); Taiwan (2.20); Thailand (no

data);

By gender: female (2.53); male (3.08); others (3.14);

By education: no formal education (2.86); up to vocational/ technical only

(2.95); up to primary only (2.59); up to secondary only (3.09); up to

university/college (2.67); up to posiraduate (2.76);

1 By type of job (elementary or not): elementary job (2.47); etementary job

(2.80);

By type of job (DW or neBW): domestic worker (2.34); nddW (2.84);

If first job abroad or not: first job abroad (2.);ot first job abroad (2.62);

1 If used a private recruiter (in origin) or not: Used a private recruiter (2.80); did
not use a private recruiter (2.66).

= =4

= =4

. Respondents in destination countries

The average seffating of respondents in thdestinationsurveyon the
quality/usefulnessof the knowledgéinformation they got onthe 19

topicdinformation items) during the preparatory process 3.32.This means that

on average, the respondents have a negative experience, where they felt that they
did not get ay useful knowledge/information during the preparatory process

(even if the topics were discussed in the preparatacyivities, or because the

topics were actually not covered/discussiadhe preparatory activities.
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The seHrating by respondentsn the destination survey are firmly on the negative
side of the scale; this contrasts with the sedfingsby respondents in the origin
survey, which are slightly on the positive side of the scale.

Following are the average seHting of the respondentgdesthation survey) on
each of the 19 topidsformation items(ascending order of average score, i.e.
from best to worst rating):

T

T

M

Selfrating on informatiotknowledgeon: wage abroad (2.68verage seif
rating);

Selfrating on information/knowledge arcontract, terms of employment
(2.69);

Selfrating on information/knowledge arfamily communication, managing
long distance relations (2.98);

Selfrating on information/knowledge argeneral living/working conditions
abroad (3.04);

Selfrating on information/knoviedge on culture, way of life in destination
country (3.06);

Selfrating on information/knowledge arlanguage of destination country
(3.22);

Selfrating on information/knowledge arhuman rights and personal security
abroad (3.29);

Selfrating on informaion/knowledge on job-related information, skills (3.31);
Selfrating on information/knowledge argovernment services abroad, by own
and host governments (3.35);

Selfrating on information/knowledge arlife skills, surviving abroad (3.37);
Selfrating an information/knowledge onsavings, financial management
(3.41);

Selfrating on information/knowledge arcomplaint and redress services
abroad (3.46);

Selfrating on information/knowledge arreimbursable costs (3.47);
Selfrating on information/knowledg on migrant labor protection laws in host
& home countries (3.53);

Selfrating on information/knowledge ompreparing for return, reintegration
(3.57);

Selfrating on information/knowledge argender and womesielated concerns
(3.61);

Selfrating on infemation/knowledge onrecruitment regulations in host &
home countries (3.73);

Selfrating on information/knowledge amon-government services, support
groups abroad (3.77);

Selfrating on information/knowledge orjoining organizations, unions,
protestsabroad (3.80).

Let us examine thaverageselfratingbased on the researgharameters

T

By country of origin (countries in the survey only): Bangladesh (4.25); India
(4.09); Indonesia (3.74); Nepal (4.06); Philippines (2.79);
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1 By country of destination ¢uintries in the survey only): Bahrain (4.29);
Lebanon (3.53); Malaysia (3.24); Singapore (3.29); Taiwan (3.04); Thailand
(3.39);

1 By gender: female (3.14);
male (3.61); others
(3.47);

1 By education: no formal
education (3.74); up to
vocational/ technical oly
(3.16); up to primary only
(4.17); up to secondary
only (3.55); up to
university/college (2.93);
up to postgraduate
(3.06);

1 By type of job

(elementary or not):

elementary jOb (3-32); Figure 8: Respondent used a privatecruiter at the origin? (base(

non-elementary job on origin survey)

(3.22);

By type of job (DW or neBW): domestic wiker (3.24); norDW (3.31);

If first job abroad or not: first job abroad (3.34); not first job abroad (3.21);

If used a private recruiter (in origin) or not: Used a private recruiter (3.29); did

not use a private recruiter (3.45).

Used a private recruiter at the origin? (based on origin survey)
Wyes
o

= —a -

3. Use of private recruitelat origin and/or destination) to work abroad
a. Respondents in origicountries

1 Recruiter at the originThebig majority (78.6%) of respondents in the origin
surveyused a private recruiteat the originin order to work abroad.

Women are the majority62.1%) among those who usagbrivate recruiterat
the origin Men are the big majority (75.7%) among those who did notause
private recruiterat the origin

1 Recruiter at the destination:RE big majority (84.6%said that they did not use
an additionalrecruiter at the destinationWomen are the majority (60.7%)
among those who used additional recruiter at the destination. Men are the
majority (55.0%) among those who did not use additional recruiter at
destination.

Following are the main reasons whyethespondent used a second recruiter at the

destination (% of respondents; descending order):

1 Recruiterat the origin asked me to do it (65.8%ajority (58.3%pf thosewho
gave this reason are men;
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1 [I'wanted to do it (12.3%)najority (55.6%pf thosewho gave this reason are

women;
1 Family/friends asked me
to dO |t (96%)major|ty Used a private recruiter at the origin? (based on desti:a:jon survey)

(83.3%)f thosewho
gave this reason are
men;

1 Employer abroad asked
me to do it (8.2%);
majority (66.7%pf
thosewho gave this
reason are men.

Howarethe recruiters at
origin and destination
related (% of respndents;
descending order): , _ . —
. .. Figure 9: Respondent used a private recruiter at the origin? (ba
' Recruitersat the origin on destination survey)
and destination are
business partners (51.6%ypmen are the big majority (74.6%) among those
who said this;
9 One and the same recruiter (39.3%j)en are the big majaty (72.3%) among
those who said this;
1 They have no business relations (8.2&8%@n are the majority (60.0%) among
those who said this.

b. Respondents in destinatiorountries

1 Recruiter at the originThemajority ©9.7%6) ofrespondents in the destination
surveyalso saidhat they useda privaterecruiter at the originn order to work
abroad.

Women are the majoritamongthose who used private recruiterat the
origin (60.9% of respondents); and those who dmt use aprivate recruiterat
the origin(53.6%).

4. Modality or channel of labor migration

We categorized the major channels/ modalities cited by the respondents in migrating for
work abroad.

a. Respondents in origicountries
For respondents in the origsurvey following are the main channels/madties of
labor migration (% respondents who cited this modality; descending order):

1 Through private recruitemdividual (no company or agency) (45.5%); women
are the big majority (70%)amongthose who wenthrough this channel;
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Through private recrudr-agency, company or its agents (29.3%); women are
the majority (52.26)amongthose who wenthrough this channel,

Directly through employer (8.6%); men are the big majority (Zoja&8nong
those who wenthrough this channel;

No intermediary/on my own (5%);

Through private recruitenot specified if individual or agency (3.8%); men are
the majority (62.86)amongthose who wenthrough this channel,

Through government placement (3.5%j)en are the majority (66 %)among
those who wenthrough this channel;

Helped by family, relative, friend, colleag organization, church (3.9%). Men
are the big majority (77%)amongthose who wenthrough the help of
family/relatives. iose who went through the help of a friend, colleague,
neighbor (no relation), orgamation, group or church are also all men (100%).

Mode of labor migration from origin (based on origin survey)

Through private recruiter—
Windividual recruiter (no
agency or company)
Through private recruiter—
M recruitment agency or its
agents
Directly through employer
{person or company)
.Nc-ne of above
intermediary; on my own

Through private recruiter—
[Onot specified if agency or
individual

Through government

placement channel

(origin/destination)
OHelped by family, relative
Helped by friend,

[ lcolleague, neighbor (no
relation)

Helped by org, group,
church, union

|Figure 10: Modes of labor migration (based on origin survey)

b. Respondents in destinatiacountries

For respondents in the destinaticwurvey following are the main
channels/modalities of labor migration (% respondents who cited this modality;
descending order):

T
T

Private recruiteragency, company or its agents (40.2%); women are the majority
(65.1%)amongthose who wenthrough this channel;

Private recruitesindividual (no company or agency) (24.4%); women are the
majority (52.P6)amongthose who wenthrough this chanel;
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No intermediary/on my own (13.2%)Nomen are the majority (51%)among
those who wenthrough this channel;

Helped by family, relative, friend, colleague, organization, church (9\8men
are the majority (58.5%@mongthosewho went through the klp of
family/relatives Men are the majoritamongthose who went through the help
of friends, colleagues or neighbors (not relation) (52.6%);

Directly through employer (6.8%); women are the majority (86)&mongthose
who wentthrough this channel;

Private recruiternot specified if individual or agency (4.9%); women are the
majority (67.%%)amongthose who wenthrough this channel;

Through government placement (1.6%); women are the majority @pabnong
those who wenthrough this channel

Mode of labor migration from origin country (based on destination survey)

Through private recruiter-
recruitment agency or its
agents
Through private recruiter-
Windividual recruiter (no
agency or company)
None of above
intermediary; on my own
.Directl‘,r through employer
(person or company)
CHelped by family. relative
Through private recruiter—
W not specified if agency or
individual
Helped by friend,
B colleague, neighbor (no
relation)
Through government
lacement channel
origin/destination)

[Figure 11: Modes of labor migration (based on diesttion survey) |

RECRUITMMET ANDPLACEMENNAMESTYPES &ICENSETATU®F RECRUITERS

SeeAppendix 5 Part 2for summary ofstatistical results.

Names ofrecruiters

For both the origin and destination surveys, the names of recruiters are listed in the
scorecardgAppendix § and the composite recruitment categoriedgpendix §. Thenames
are based on thanformationrecorded on the survey questionnaires. Oatencies/
companiegnot individual persons) areonsidered for listing in the scorecardamly those
recruitment agenies named by at least 2 respondents are listed. The names are written
based on how the enumerator captured the information from the respongdesgpondents
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do not usually have the full, official registered name of the companyiagé¢he used, only
thekeyg 2 NRa Ay 1 KS . THNBeibNbzanie saidasimaydeanéously

recorded; some names also may be names of individuals (not companies), or vice versa, but
it is beyond the capacity of the research to verify each of the names.

At this point,we wil not discuss each of the named agencige only affirmfor nowthat
the respondents have identified private recruiters who are individuals and
agencies/business entities. We will discuss the record of each agency (in terms of the
recruitment indicators ad parameters used in this research) later in the chapter.

a. Respondents in origin countries

1 Name ofprivaterecruiter at origin (% ofespandents who used this recruiter)
-More than half (50.8%) of origin survey respondents usedwate recruiter
at the origin (agency andividual)who they specifically named/identified.
Women are the majority (66.5%) among those who used recruéetke
originwho they spedically nameddentified;
-More than a quarter (27.8%) of respondents used a private recraitéhe
originthatil KS& O2dzf R y 2k RAR reddmbektieameAr Fe&ky |
of.
-The other respondents used other channels/mbiikes (not private recruiter).

1 Name ofprivaterecruiter at destination (% of respondenigho used this
recruiter):
-The big majority (72.5%) of origin survey respondents used a private recruiter
Fd GKS RSaGAYylFrGA2Y 6KAOK (réntedbete dzf R y 2 |
name of. Wdmen are the majority (52.0%) among those who used private
recruiters at the destinationhat they could not/did not name.
-Only a little more than a quarter (26.1%)reEpondents used a private
recruiter (agency or individual) that they specifically named/identifieénM
are the majority (54.1%) among those who used private recruiters at the
destination country who thegpecifically named.
-The other respondents used other channels/modalities (not private recruiter).

b. Respondents in destinationountries

1 Name ofprivaterecruiter at origin(% of respondents who used this recruiter):
-A pluralty of respondents (39.9%) in the destination survey usedafe
recruiter at the origin (agency andividual)who they specifically
named/dentified.

-Almost 30% used a privatecruiter at the origin who they cold not/did not
VIEYSZT 2N Ol fehameNBYSY o6 SNJ
-The other respondents used other channels/mbiiles (not private recruiter).

1 Name ofprivaterecruiter atthe destination(% of respondents who used this
recruiter):

-Nearly half (48.7%) of respondents in the destination survey used a private
recruiter at the destination that they could natid notnamez 2 NJ O y Qi
rememberthe name of



-The other 45.8% used a private recruiter at the destination that they

specifically named or identified;

-The other respondents used other channels/modalitiest (@rivate recruiter).
2. Typesof recruiters

a. Respondents in origin countries

1 Type of recruiter at
origin: Majority of
respondents (64.2%
nearly twothirds) used
recruiters(at the origin)
who are individual
persons (not
companies/agencies;
not represenatives of
these agencies); only
35.4% went through
recruitment
agencies/companie®r
their authorized
agents)

-Women are the
majority 62.3%) among
those who used
recruiters who are
individual persons.

1 Type of recruiteat
destination:

-Majority of the
respondenty53.5%)
used recruiters at the
destination which are
agencies/companies.
Thisslightmajority
means that a significant Figure 12: Is the recruiter at or_igin.licensed? (top: based on orig
proportion (45.1%) of survey; bottom: based on destination survey)

the respondents went through recruiters who are individual persons (no
agencies/companies).

-Men are the majority (68.3%) among those who used private recruiters who
are individual persons (no agency/company). Women are the majority (64.5%)
among those who used private recruiters who are agencies/companies or
agents linked to these companies.
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