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Foreword

In June 1998 the International Labour Conferenceptati a Declaration on
Fundamental Principles and Rights at Work and alofv-up that obligates ILO member
States to respect, promote and realize freedomssbcation and the right to collective
bargaining, the elimination of all forms of forced compulsory labour, the effective abolition
of child labour, and the elimination of discrimifwat in respect of employment and
occupatior- The ILO Programme for the Promotion of the Declaratisnresponsible for the
reporting processes and technical cooperationiaesvassociated with the Declaration; and it
carries out awareness raising, advocacy and kngelédnctions — of which this Working
Paper is an example. Working Papers are intendstinioilate discussion of the issues covered
by the Declaration. They express the views of titb@, which are not necessarily those of the
ILO.

As part of these broader efforts, a Special AcRoogramme to Combat Forced Labour
was created in 200t seeks to help member States address the preldéforced labour and
human trafficking through promotional means anchmézal cooperation, including research
and knowledge sharing on different forms of fordaour today, their causes, and the
appropriate remedies. Field projects are also imetged throughout the world.

This study in Bangladesh was commissioned agawesbackdrop of growing concern
globally about the particular vulnerability of botagular and irregular migrant workers to
exploitation, trafficking and forced labour. It wasdertaken to inform dialogue between Asian
sender and Middle Eastern destination countries, @ulf Forum on Temporary Contractual
Labour, held in Abu Dhabi in early 2008, along watlsister study addressing similar questions
in Pakistan. While provisional findings were figesented at that time, we are now pleased to
publish the full findings of the research, follogithe launch of the ILO’s third global report
on forced labour, entitledThe cost of coercidron 12 May 2009.

The influx of foreign workers to Gulf countries oube last few decades has created a
unique situation in the region, with the majoritiytbe labour force comprising non-nationals.
It is estimated that at least 10 million foreignessrk in the Gulf Cooperation Council (GCC)
countrie$, most of them unskilled and semi-skilled migraMsst of these temporary contract
workers, both women and men, come from South anghSeast Asian countries (notably
Bangladesh, India, Indonesia Pakistan, the Philggiand Sri Lanka). They work in a variety
of sectors — women largely in domestic work andfantories, and men in construction,
manufacturing, security, transport and other sector

This qualitative study of returned migrants by Rita Afsar of the Bangladesh Institute
of Development Studies (BIDS) in Dhaka has shed Ingiwt on some of the complexities and
problems faced by Bangladeshi migrant workers legatie country to work in the Gulf States,
as well as the benefits that such migration cangorit demonstrates that, despite the many

The text of the Declaration is available at: http://www.ilo.org/declaration

2 Further information is available at: http://www.ilo.org/forcedlabour

3 United Arab Emirates, State of Bahrain, Kingdom of Saudi Arabia, Sultanate of Oman, State of Qatar and State
of Kuwait
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legal and institutional safeguards put in placeti®y Government of Bangladesh to protect its
migrant workers, abuses unfortunately still occuarging from delays in wage payments and
non-respect of rest days to, in the most extrenses;aviolence and sexual abuse. It shows
clearly that efforts need to be steppedinfer alia to regulate the unlicensed, informal sub-
agents who recruit migrant workers in rural ar@aswell as to make information more widely
available to prospective migrants on channels $afé” migration, on workers’ rights and on
how to seek assistance in case of difficulties entered overseas. It also underlines the need
for continued dialogue between sender and destimabuntries in order to resolve outstanding
problems, including closing those legal loopholes imay allow the minority of unscrupulous
recruiting agents and employers to derive unfauaathge at the expense of migrant workers.
ILO stands ready to work closely with our partner8angladesh and elsewhere to tackle these
issues.

| would like to extend my thanks to Dr. Rita Afsamd her research team at BIDS for
undertaking this research under a very tight defigehedule, and the ILO Office, Dhaka for
their support. | would like also to thank Caroli@dReilly of the Special Action Programme to
combat Forced Labour for supervising the reseat,for extensive editing of this Working
Paper; and to Flory Liuchi de Lopez for formattthg final text.

——

Roger Plant
Head, Special Action Programme to Combat Forceaduab
Programme for the Promotion of the Declaration andamental
Principles and Rights at Work
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Section1l INTRODUCTION

1.1. Background

Migration is a politically sensitive issue that &es heated public debate in
developed and developing countries alike. The xfd foreign workers to the Gulf
countries over recent decades has created a usitpsion in that region, with the
majority of the labour force comprising non-natindt is estimated that at least 10
million foreigners work in the Gulf Cooperation Gmii (GCC) countriel most of them
unskilled and semi-skilled migrants. The majoritlytbese workers, both women and
men, come from South and South-east Asian counfnesably Bangladesh, India,
Pakistan, Sri Lanka, Indonesia and the Philippin€sey work in a variety of sectors —
women largely in domestic work and in factories,damen in construction,
manufacturing, security, transport and other ssectdhe demand for labour in GCC
countries has — at least until very recently — beenhe increase, along with the number
of migrants wanting to move to this region to work.

The export of labour from Bangladesh began in tiek-1870s, when there were
an estimated 6,000 Bangladeshis working abroathdriast three decades, this number
has increased dramatically to an estimated 5.3%omilBetween 2001 and 2007, an
annual average of more than 400,000 workers migrgaésar, 2007a). In 2007 alone, a
staggering 832,609 workers migrated abroad, moaa tiwice the number in 2006,
representing around 2% of the country’s total laldowce. The bulk of these migrants —
nearly 82% — were destined for GCC countries.

Migration has both direct and indirect benefits.r Fostance, migration can
improve the economic situation of the migrants’ $eholds, reduce the unemployment
rate, increase the country’s foreign exchange egspi and, through remittances,
positively impact national economic growth. Remmttes also indirectly assist in
generating employment opportunities and in fadiht@trade. Furthermore, monies sent
home by migrant workers lay a better foundation Hioman capital development, as
expenditure on children’s education tends to ireeeagnificantly as a result of migration
(Afsar et al., 2002).

Nevertheless, there are indications that some weyrkeespective of their country
of origin, suffer from severe working conditionsdagxploitation while abroad. This may
be due to the fact that migrants tend to clustenfiormal and insecure employment and
are frequently considered as flexible and expered&ilour. Initial research has shown
that the problems faced by some migrant workend ateeady in their home countries,
linked to the recruitment process.

® United Arab Emirates, State of Bahrain, KingdomSafudi Arabia, Sultanate of Oman,
State of Qatar and State of Kuwait
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1.2. The pitfalls of recruitment

Private recruitment agencies are often poorly nooed and, in many countries,
few regulations exist to control and monitor theeleof fees charged to workers. This
leads to situations where the migrant workers aamdavily indebted before they leave
their home countries. Many do not see their empkryincontracts prior to departure, and
are promised conditions of work that are not subsetly met. Even if they see their
contract before departure, it may contain falsermftion about wages and working
conditions. Deception during the recruitment prgcests workers up for subsequent
abuse that can amount, in extreme cases, to kiafic¢or forced labour.

1.3. Justification for the study

In contemporary development discourse, the pratectif workers’ rights and
migration management have emerged as major chabediog both sending and receiving
countries. On the one hand, Bangladesh wants tiincento expand its labour export. On
the other, it is concerned about the plight of nigtionals working overseas. The
Government has initiated certain measures, incuttimough labour consuls, to ensure
the fair treatment of its migrant workers and ttabbsh means of recourse should this
not be the case. However, at the receiving end, GQftries are also grappling with
their own ‘labour pains’. It is encouraging thafoefs are underway in some of these
countries to improve the situation of contract wesek Such efforts include reviewing the
“Kafeel' system of visa sponsorship by employers; stresgtig the labour inspection
and labour law enforcement mechanisms; revisiotalodur legislation and adoption of
new legislation on forced labour and traffickingdathe signing of bilateral memoranda
of understanding with sending countries to regutateflow and working conditions of
temporary contract workers.

Under its broader decent work agenda, ILO’s Spe&igtion Programme to
combat Forced Labour (SAP-FL) has initiated redeax better understand labour
recruitment systems, in order to contribute to infed policy dialogue between sending
and receiving countries aimed at eliminating thekgiposed by exploitative practices,
including trafficking for forced labour. As part diiis research programme, this study
examines the perspective of Bangladesh as a seodimgry.

1.4. Purpose and objectives of the study

This study aims to examine the situation in Bang$dg as a sending country of
migrant workers to the GCC countries, and seeksrtderstand and compare the
experiences of both regular and irregular migraatg] of women and men, using a
variety of recruitment channels. Its focus is oraraiming the various recruitment
mechanisms, processes and contractual arrangemgresenced by migrant workers in
different sectors, and their different outcomes,tenms of working conditions and
workers’ rights in the country of destination.

2 WP 63 Unraveling the Vicious Cycle of
Recruitment.doc



1.5. Methodology

This is a qualitative study. It seeks to examine tkcruitment processes of
migrants and their varied outcomes in terms of waylconditions and workers’ rights in
the country of destination. Comparisons betweerranig are made at three levels. First,
both male and female returnee migrants were irdemd to examine the types of
recruitmentthey underwent and the subsequent impact of treitenent process on their
entitlements. It is important to note that it wagremely difficult to find migrants who
used clandestine migration means, because Banplgaessport holders require a valid
visa for departure for overseas migration. Secomdrants were compared by types of
visa with which they migrated and their experiencesesssd to identify conditions and
processes that may have led to them becoming laedthird, migrants were compared
by types of occupationp determine to what extent the sector of emplaynmapacts on
overall migration outcomes. The findings from iniews with returned migrants were
supplemented by interviews with private recruitiagencies including sub-agents, and
other stakeholders.

1.5.1. Sampling criteria and the sample selection
process

Selection of the migrants

Following the Bureau of Manpower, Employment andifing’s (BMET) district-
based statistics on migrants and in consultatigh thie sub-district administration, the
elected representatives, functionaries of the etelctcal body — UniofParishad NGOs
and local community-based organisations (CBOs)rékearch team gathered
information about the Unions with a high proportafmmigrant workers, especially those
migrating to GCC countries.Areas for which extensive and consistent infoiamawvas
available were given priority in the selection @ss.

Box 1.1:  Key informants at the local level

Sub-district Executive Officer

Chairman and members of the Union Parishad

Female ward members

Young returned migrants

Experienced returned migrants

NGOs, local leaders, Community-Based Organisations e.g. youth clubs

Both key informants and snowball sampling technsqueere used to identify
different categories of return migrants. In to&0, migrants were interviewed from four
Thanas, 15 from each— Keraniganj Thana of Dhaka district, BandafThana of

® Unions are the third tier or the lowest unit ofdbadministration in rural areas after the
district and theThana (sub-district). A Union is created with six or movélages and is
divided into nine wards for administrative purposes
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Narayanganj district, Balagafjhanaof Sylhet district and Laxmipur Sadahana of
Laxmipur district, which is a part of greater Noakhdistrict. Keraniganj and Bandar
Thanas were selected in particular for female migrdnt®iagram 1.1 presents the
research design and its stages. As the study edhasgely on recounting of personal
experiences by return migrantscomplemented by stakeholders’ opinions — ther@nis
obvious risk of recall bias. To minimise this, temple respondents were selected from
among those migrants who had returned home withonea year period prior to the
survey. Efforts were made to include a wide reprig®n of occupational groups, both
male and female migrants and also migrants whorbecaregular” after their migration
overseas.

Selection of the recruiting agencies and the stakeholders

With the help of representatives from the Ministdy Expatriate Welfare and
Overseas Employment (MEWOE), the Bureau of Manpp®&erployment and Training
(BMET), the Bangladesh Association of InternatioRalcruiting Agencies (BAIRA) and
the Bangladesh Overseas Employment Services Limite(BOESL),
managers/management staff of ten recruiting agsrana five sub-agents (popularly
known as theDalals) were selected. Both the selection of recruitigereeies and
obtaining relevant information from them were céafling tasks which the team had to
carry out with patience and tdcfThe purpose of thesiaterviewswas to carry out a
mapping exercise of the recruitment processes lokig at: information sources
regarding overseas employment opportunities andigsemination of such information,
including job advertising; interview and selectiprocesses; fees charged; terms and
information provided to workers; contracts, theiration and conditions; pre-departure
training and other pertinent information

Finally, the team conducted in-depth interviewshwepresentatives of MEWOE,
BMET, BAIRA and BOESL. The purpose was to discuse tnajor problems that
emerged from the interviews with return migrantd aecruiting agencies, and to assess
the effectiveness of existing government policipgpgrammes and practices. In
particular, the interviews examined the effectivanef the monitoring and regulation of
recruiting agencies by Government, and the chadlemgvolved in following-up on those
whose practices do not conform to the law, in otdeterive policy recommendations.

" Due to the concentration of women migrants in ¢h€sanas Keraniganj and Bandar
Thanasreplaced Golapganj and Hathazahanaswhich had originally been considered for
the study.

8 Management of recruiting agencies is often suspicabout any research which they think
may jeopardize their business. The team visitechtfencies several times in order to build a
good rapport with the management. Sub-agents weleeted from the areas of origin of
migrants whilst recruiting agencies were selectethfDhaka city.

4 WP 63 Unraveling the Vicious Cycle of
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Diagram 1.1:

Stage| | <——

Sampling method of the study

Return migrants
(RM): male-
female, regular-
irregular + diff.
jobs

showballing techniques to
identify return migrant (RM)
households

Methods: Key informants ang

RM selection: 60 from Zhanas:
Keraniganj, Bandar, Laxmipur Sadar and

Interviews of
Sub-agents of
private recruiters

Stage Il

1.6. Research Assumptions

Balaganj from Dhaka, Narayangan;,
Laxmipur and Sylhet districts

PR selection:
Stakeholders
help + RMs
experiences

Interviews of
Private
Recruiters (PR)

Stage Il

Interview of
govt. officials +
other
stakeholders

From a thorough review of the existing researchh o the country and outside,

the following assumptions are drawn for this study:

Process, experience and outcomes of migrationtwagender of migrants
Channel of migration and process of recruitmenteddpon migrants’ source of
information, level of education, skills, risk-takinattitude, strength of social
capital, nature of occupation and economic condlitio

Nature of migration and type of recruitment will pact the outcomes of
migration.
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1.7. The analysis plan

Findings of this study are analysed thematicallgctt®dn 2 presents the first
theme — the search for BHald (or good) visa. It consists of a contextual asayin
order to understand the context of the migratiocisien-making process and migrants’
experiences. Section 3 presents the second them-Andhare’ (or twilight) — that
examines the amount and quality of information thanigrant has to process his/her
overseas migration. It seeks to address the ‘hosrt pf migration by examining
experiences of migrants at the different stagemigiration, from looking for overseas
employment opportunities through the actual migratprocess. The third theme —
‘Pawa-Napawa(or benefits and losses) — examines impacts giration. Thus, Section
4 focuses on changes that have occurred as a ofsuigration, what influences it has
had on the lives of the migrants and their famjliasd to what extent the recruitment
process affects these outcomes. Finally, key polioplications are presented in
Section 5.

6 WP 63 Unraveling the Vicious Cycle of
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Section 2 THE SEARCH FOR A ‘BHALO' VISA

2.1. Contextual analysis of the migrants’ situation S

In order to generate insight into the factors thiience the migration decision
process, the paper examines the contexts in which slecisions were made. It is
assumed migrants’ skills, socio-economic charasties and family background and
support networks, including their marital statusiss and fallback position both within
the family and outside, are likely to influence thigration decision-making proce$s.

2.2.  The migrants’ socio-economic characteristics

Of the 60 sample respondents, 45 were male andet& fgmale migrants. The
majority of the male migrants were drawn from thexinipur and Sylhet districts, while
all the female migrants came from Dhaka and Narmggandistricts. Laxmipur is part of
the greater Noakhali district and both Noakhali &yhet are known as conservative
strongholds, which do not have female migrants. &emmigrants are concentrated in
Dhaka and its surrounding areas (Afsar, 2003; §iddR002; INSTRAW, 2005).

The mean age of the respondents was 27 years @nghef their migration; more
than 80% were under 30 years of age (Table 2.1inénwith existing research, this study
also found that the migrant women were younger thenmen. Future research should
examine whether it is a deliberate strategy onpée of the employers or recruiters to
send younger women so as to ensure greater logalproductivity, as argued by the
author elsewhere (Afsar, 2005).

Three-quarters of the men and all but one of then@owere or had been married
prior to migration, which may be explained by pyréand pollution considerations as
argued by Afsar (2005) and Raghuram (2005). Maeriagplies obligations and
responsibilities for men and women that in turn nmalgice migration. Half of the women
migrants were divorced or widowed; unlike their rmeat counterparts, these women tend
to have greater responsibility for family maintecenAbsence of an adult male, more
particularly the male ‘guardian’, also enhances woim mobility, as they face fewer
barriers and enjoy greater freedom in their denigi® migrate than do the married
women migrants.

° Fallback position refers to a person’s standindpiwithe family support system.
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Table 2.1 Socio-economic characteristics of respotalbefore migration

District of origin Male | Female| Socio-economic characteristics | Male | Female
Dhaka 10 5 | No cultivable land 1] 14
Narayanganj 5 10 | Less than 1.0 acre land 17 1
Laxmipur 15 -- | Own house 44 9
Sylhet 15 -- | Rented house il 6
Total sample size 45 15
Mean age (years) 277 26.8| Mean family size 7.4 4.4
Age distribution Households having only one 18 11

<30 31 10 | earning member

30+ years 14 5 | Mean hh. income (Tk/month) 6,842 4,098
Marital status before migration Sources of family income* (%)
Never married 9 1| Agriculture 32.8 15.4
Divorced/widow - 7 | Transport and construction 39 6.6
Currently married 34 7 | Salaries/wages 15)7 6.5
Educational status Services 4.3 45.7
Av.education (yrs) 5.3 2.7 | Petty business 1983 122
No schooling 13 8 | Remittances 22.6 3.2
Primary 10 4 | Others* 0.4 6.9
Secondary 1§ 3
High school 4 --

Note: *includes rental incomes; gifts, financialgh&om family members, pension,
welfare/insurance payment; income from savingsétments, etc.

Half of the female migrants had no formal schoolargl the remaining attained
primary or junior secondary school. By contrastf b&the male migrants had obtained
secondary or high school level education. With &iglevels of education, the male
migrants had greater options in the overseas joltkehawhile women were mainly
concentrated in two sectors: domestic work anddkaning sector. Compared to the
author’s survey in 2000, the average level of etiocaf male migrants decreased from
7.2 years to 5.3 years. However, there was nofgignt change in women’s education
during the same period (Afsar et al. 2002).

The distribution of the respondents by level of@tion and overseas occupation
(Table 2.2) shows that the factory workers, theehbbys and the fitters had the highest
levels of education, followed by the foremen anelghlesmen. For all other categories of
occupation, the level of education of the employeesnixed, from illiterate up to
secondary education. This may be because thesesiilbabsorb both the skilled and
unskilled labourers e.g. construction, domestiphetc. The analysis of wage levels and
the supply-side factors in Section 4 suggests tlmtsystematic relationship exists
between the respondents’ level of education and wWages. However, as the sample was
small and purposively drawn, it is difficult to nmeakany conclusive statement in this
regard.
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Table 2.2 Distribution of respondents by overseasipation and level of education

Migrants’ overseas No education Upto5years 6-10years 11 yearsand
occupation more
Business (8) 3 1 3 1
Carpenter (3) 1 1 1

Cleaner (4) 2 1 1

Construction labour (9) 4 2 3

Driver (1) 1

Factory worker (3) 2 1
Farm labour (6) 4 1 1

Fitter (7) 1 3 2 1
Foreman (1) 1

Hotel boy (3) 2 1
Housemaid (11) 6 3 2

Salesman (4) 1 3

All occupations (60) 21 14 21 4

2.3.  The migrants’ family background

The average monthly family income of the male drelfemale respondents was
Tk.6,842 and Tk.4,098 respectively. The sample lfasiiincomes were slightly higher
than the rural and national averages recordederhttusehold expenditure survey (BBS,
2006). Nearly two-thirds of the migrants’ famili€38 out of 60) were nonetheless
earning less than Tk.6,000 per month, which workisto roughly Tk.30 per person per
day, indicating that a large majority were belove thoverty line. High inflation has
further exacerbated the situation.

The women migrants’ poorer background is reflectiedtheir landlessness,
overwhelming dependence on a single earning mearmtower overall family income
compared with their male counterparts. Out of éiftevomen migrants, fourteen families
had no cultivable land and one had less than ome Bgisting research also suggests that
women migrants tend to come from poorer backgrouhds do their male counterparts
(Afsar, 2003).

High levels of landlessness among female migramggest that the majority of
these women come from urban locations, unlike treenmigrants, many of whom
migrated directly from rural villages. Women's aess migration is often preceded by
internal migration and hence, may be consideredtap’ migration. This pattern is also
manifest in the fact that 40% of the women migrariganilies lived in rented
accommodation, as opposed to only one male migrant.

Male migrants’ families derived income from agricué, remittances, small
business and wages, whereas for women, the maimmsource was services followed
by agriculture. That women had very little incomenfi remittances may reflect the fact
that women’s migration was discouraged for manys/dsy policies and socio-cultural
barriers, whereas male migration has been encadifagenore than 30 years.
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2.4. The context of migration decision-making

Existing theories often emphasize the ‘pull’ fastoin particular the wage
differential between the home and the host cowti@és the most important factors in
explaining overseas migration. But in reality, naigpn decision-making is far too
complex to be narrowed down to a simple calculatidnthe wage differential, as
envisaged by the neo-classical econontfts.

Despite the escalating cost of overseas migratius, study confirmed that the
poorer segments of the population are increasiagbpting emigration as an important
livelihood strategy to overcome poverty. This may due not only to their economic
situation, but also reflect their social networkghbat home and in the host countries as
well as their attitude to risk.

Diagram 2.1 attempts to capture the context of atign decision-making,
showing also the factors that received prime caraitbn and the major barriers to
implement the decision to migrate overseas. Inftionafrom the in-depth interviews
helps generate an understanding of the reasonprandsses of selecting — willingly or
otherwise — the particular recruitment channel.

Bhalo visa: A route to advancement or
entrapment?

Conventional wisdom presumes that poverty-strickepulations seldom adopt
emigration as a livelihood strategy given the hegist involved in the migration process.
However, findings from the in-depth interviews witeturn migrants revealed that,
irrespective of the economic standing of the mitgathe search for 8hald visa (one
that would yield better work opportunities and fegincomes) often triggers migration.
Indeed, nearly half of the men and one-fifth of W@men migrants expressed that their
decision to migrate was prompted by the severeaoandifficulties they faced at home.

19 See for example Todaro (1969)
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Diagram 2.1 Dimensions of migration decision-making

Context of the Migration Decisior-
Making
e Economic scarcity
* Indebtedness
» Decrease in Income —
* Unemployment
* Marital discord, domestic
violence, divorce/ desertion
» Social problems e.g. family
feud, drug addiction, laziness
» Demonstration effect of
neighbours

Major Considerations

= Scope for gettingBhald’
visa

* To earn more income

= Employment/ better
employment opportunity

= |mprove skills

= Escape from family dispute,
abuse or marital conflict

= Accompany husband

= Perform Hajj and visit &oly
place

= Previous work experience

= Limited involvement in
family income-generating

activities

Major Constraints
Limited options to finance migration
High rate of interest from moneylender
Husband’s objection ordiscouragement
Risk of sexual assault

Finding trusted person to look after
children, family and business

Other factors such as decline in income (mainly fbe women), sole
responsibility for family maintenance and indebtesshwere also manifestations of the
economic crunch faced by migrants. For some othees; the major motivations for
migration were social in nature e.g. to escape framily disputes, marital problems and
drug addiction.

Whilst the contexts in which migration decisionsrevéaken were dominated by
the “push” factors, the main motivations for migpatwere to earn more money and for
better employment opportunities i.e. “pull” factoEven the poorer people were willing
to take the risk of migration, despite incurringgbuliabilities to repay its cost. This
perhaps is due to their high resilience or to catgtlesperation. More than 70% of the
migrants (both male and female) mentioned that thigyyated to the GCC countries with
the hope of getting better wages and a more sédiéer®ayment of children’s education
also featured prominently in their motivation.
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The major constraints were largely economic in regtrelated to the financing of
migration. Many migrants did not have cultivabledaor other resources, nor enough
savings or access to low-interest credit schem#éen@hey had to borrow from informal
sources with high interest rates of 10% per moAthother concern was the need for
“replacement” labour in the case of the single nemers and, for married women, for
care-givers for their children. Some women respotgl@lso faced strong opposition,
mainly from their husbands, who were concerned tlibeir security and marital
faithfulness, and who were hostile to women'’s mitbih general.

The following paragraphs examine in greater depth factors influencing the
migration decision.

Low incomes hunger and desperation

Severe economic circumstances and the lack of mptisave turned many
migrants into desperate risk takers. Nearly 13%thef male migrants were the only
earning members of the family and the vast majaftyhe respondents were landless.
When they experienced severe economic pressumsddtided to migrate. Rather than
giving up, the migrants had high hopes and confidein their ability to earn higher
incomes, even if they were in the most severe eoanoircumstances (Box 2.1).

As well as from iliness, respondents encounteretiop in income due to the
death of the main bread winner, loss in the busiaesl a host of other factors, amongst
which divorce and abandonment are critical for womall these factors induced
migration. Being isolated from traditional sociast and social protection including
credit, crop insurance and other safety-nets, &msdand land-poor households have little
capability or options to manage risks (Kuhn, 20@9x 2.2 illustrates the economic
crunch with the help of four case studies.

Box 2.1: Poverty, hunger and the need for children’s education

Karim and his joint family, including two married brothers, their children and parents were in a
terrible financial situation prior to his migration to KSA as he had only a small plot of cultivable land of 60
decimal. Although he and his brothers used to cultivate that land, in addition to taking up share-cropping,
what they produced was not sufficient for a family of 15 members. Karim could still recall “how often other
family members and | remained half fed and starving”.

Raisul, another returnee, revealed his desperation due to his inability to produce enough paddy to
feed his family for the entire year. Whatever he produced was consumed within 3-4 months and for the rest
of the year, he had to work for land-owning families. However, he still did not earn enough to cover the
family’s food needs nor could he meet the other expenses e.g. for the children’s education. As a result, three
of his children could not study beyond primary level.
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Box 2.2: Decline in income: The multiple causes
» Death of the main bread winner

Helal Miah, a young returnee said that his family had no land of their own to cultivate. Along with
his father and brothers, he used to work as a ‘kamla’ or agricultural labourer. He earned between Tk. 100
and Tk. 200 for an entire day's work. Given the seasonality of rice production, he had agricultural work for
three-quarters of the year and the rest of the year he worked as a construction labourer. Neither he nor his
brothers had formal education. His family was always short of food. The situation further deteriorated when
his father died and all responsibilities of family maintenance fell on his shoulders. With little or no options to
increase his income, he decided to migrate.

» Loss in business

Before migration Aiyub Ali had a hotel which was running at a loss. He started this business in
partnership with one of his friends. He believed that his friend had misappropriated money that he invested,
money which he earned when he had migrated overseas previously. Aiyub was frustrated, and he decided
to migrate overseas again to earn more money.

» Family breakdown

Nazma and her nine month old son were abandoned by her husband. She had no land and no
earning member in the family. She migrated to earn enough income for her family’s maintenance and for the
child’s welfare and education.

Rumana was the second wife of her husband. He had a job as a sub-agent and earned between
Tk. 10,000 and 20,000 per month. However, after some time he migrated to Dubai as a factory labourer. By
that time, Rumana already had another child. When her husband returned, he did not give her enough
money and they often quarrelled. At one stage she separated from her husband and decided to migrate
overseas.

The debt trap

Economic hardships entangled some respondentsaidibt trap. Nearly 7% of
the respondents — both male and female — decidedigmate when they saw no other
option to get out of their indebtedness. For exanplatin recalled how he struggled
with his meagre monthly income of Tk. 4,000-5,00@upport a family of eight. In order
to meet the family’s daily basic needs, he graguadicame indebted to the local grocer
for such supplies as rice, lentils, oil and soathiv a short time he owed Tk. 20,000 to
the grocer which was beyond his capacity to regdmder the circumstances, he
considered migration as ‘the only way out’.

The debt trap often exacerbates multiple vulneitadsl especially for women, as
may be seen from box 2.3.
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Box 2.3: The debt burden, iliness of spouse and domestic violence

Moina was living with her husband and three baby boys in an old house made of corrugated iron. Her
husband was a petty vegetable seller whose income barely exceeded Tk.4,000 per month — not sufficient
for the family’s maintenance and the children’s education. Their situation deteriorated further when her
husband fell ill. As a face-saving measure, Moina borrowed Tk. 10,000 from the nearby Grameen Bank
office to cover the medical expenses, against an instalment of Tk. 250 per week. Due to his illness, her
husband could not sell vegetables everyday and the income loss was adding to the family’s misery. After a
month her husband recovered and resumed his work, but the family expenses had multiplied, as they had to
pay the monthly instalments on the bank loan. This tension created a disruption in their conjugal life. Her
husband resorted to beating her quite frequently — twice or thrice a month. Even though she was illiterate,
she thought of migration as a way to escape the abuse and to increase her family’s income.

Unemployment

More than 90% of the male respondents were emplpyied to migration — with
two-thirds engaged in non-agricultural activitiascls as construction, manufacturing,
services and petty business. The final third wegaged in agriculture, both as labourers
and as owner/operators. Whilst agricultural labmimrmade up most of the internal
migrants, the non-agricultural workers dominated thale overseas job-seekers. The
female respondents were mainly housewives prianigration and the lone exception
was Fatema (Box 2.4). In-depth interviews also akuwbat the migrants who were
unemployed had a higher level of education tharsehwho were employed prior to
migration. This might suggest that those with ehbrgeducation level could “afford” not
to work while waiting for overseas employment.

Getting away from family discord and anti-social
habits

Unhealthy habits, particularly drug addiction aranfly discord can also spark
migration. For exampleSabur decided not to continue his studies anymdrenwhe
failed his high school examination. He was spendilg time with friends and was
addicted taganja (opium) andPhensidyl(cough syrup). He often fought with his parents
for money to buy drugs. To rectify his behavious, father was anxious to engage him in
some productive work and decided to send him abrivadnother case, family discord
pushed the parents of Akkas Ali and Masud to amavigas for their sons to migrate
overseas.

Box 2.4: Unemployment — a push factor

Fatema was looking for a well-paying job as she had acquired a secondary-level education. She was not
willing to work as a house maid and thought of starting a small business. But she needed capital and skills
e.g. training on sewing or animal husbandry, neither of which she possessed. So she decided to migrate to
Bahrain.
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After completing his high school education, Md. Zafar tried to get a job, but it was not possible to get a
‘good’ remunerative job with this qualification. Hence, he decided to migrate to KSA.

Demonstration effect of fellow villagers

The demonstration effect emerged as an importarf factor. Rapid changes in
the fortunes of the illiterate, semi-literate, tineskilled and poor fellow villagers as a
result of migration to Gulf countries often triggdrmigration by their neighbours (Box
2.5).

Box 2.5: Demonstration effect — a ‘pull’ for overseas migration

Abdul Jabbar realised that if he continued to work as a day labourer he would never change his miserable
condition. Motivated by his fellow villagers who successfully changed their economic situation, he decided
to migrate abroad to earn more money and reduce his family’s suffering.

Kamal Uddin, 31, used to work in a small grocery shop with his father at a local market. In the boro season,
he grew potato, onion and other crops which he stocked and sold in the lean season. In this way he earned
about Tk. 30,000-35,000 in a year. However, due to the ever-unpredictable weather conditions which
caused crop damage, his income was unstable. Kamal found that his friend’s family could continue the
same business smoothly with the help of the remittances sent by his friend. So, Kamal also decided to
migrate to earn enough to restart his family’s business.

The other ‘pull’ factors that influenced the migoat decision were previous
migration experience as well as the presence ofalsoetworks at the destination
country. An overwhelming majority of the respondertmore than 90% men and 80%
women — already had one or more relatives abrodiitléover half of the male migrants
had previous experience of overseas migration tekms (Table 2.3) while among
women, for the majority (66%) it was their firstgration.

Table 2.3 Distribution of the respondents by tipeist experience of overseas migration
and the number of family members/relatives livibhgoad

Number of relatives abroad Male Female All
No family members / relative 4 3 7
One family member/ relative 21 7 28
Two family members/ relatives 16 3 19
3 + family members/ relatives 4 2 6

Migration experience

First time migration 22 12 34
Second time migration 16 3 19
Third time migration 3 2 5
Four and more times migration 4 0 4
All migration experiences 45 15 60
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Section 3 ALO-ANDHARE’”: THE MIGRATION
PROCESS

3.1. Channels and mechanisms of recruitment
for temporary contract workers

Field research confirmed that people seeking worthe Gulf States make use of
a range of sources of information and services gsisa them in identifying job
opportunities and in undertaking the journey tochesen country of destination.

Stages and process of recruitment: An overview

During the in-depth interviews, one of the sub-ageNMohammad Mansur
described the process of recruitment as follows:

“During my stay abroad, | observed that some expétrBangladeshis were involved in
collecting information about the companies/indiatiu that made applications to the
Saudi Government to hire new labourers. In the sewf time, those observers attempted
to establish contact with the applicants and/or tteenpanies. They also proposed to
recruit labourers for them if they sold work persnito them. In this process of
negotiation, they bought visas by paying 2,000®,®yals per permit from those
companies/individuals, depending on the natureobf jduration of contract, types of
entitlements, etc. Then they sold these visas nglBdeshis or to recruiting agencies in
Bangladesh, keeping a profit marginranging betw86A-2,000 Riyals per permit. If a
Bangladeshi expatriate bought a visa, he would thend it to his family
members/relatives with the help of a recruiting rage as under the existing laws of
Bangladesh, only listed agencies can buy and s&lsv If an agency bought the visa, it
would then recruit manpower through its own netwoflsub-agents or by advertising in
the daily newspapers. As | developed interestghgad myself in this business. When |
was in KSA, | sold visas to different recruitingeagies after buying them from several
companies or bona-fide individuals. | have alsodsweisas to my cousins and other
relatives through an agency. Over time, | found effysonnected to a growing network
related to this business.”

From the in-depth interviews both with the sub-dgesnd return migrants, it
appears that the recruitment for overseas joblsaerGulf countries involves at least three
stages. First of all, a prospective migrant is leabky the idea of éBhalo’ visa from an
informant, i.e. his/her expatriate family membeigftives, friends/fellow villagers or
sub-agents working in the village or adjacent gdalnitially, the would-be migrant gets
only sketchy information about the job e.g. salémpad type of occupation and perhaps
a rough idea about the migration cost. In the cwktime, the migrant may show
interest but express his/her difficulties in managihe cost of the visa (although none of
the respondents declined the offer on account gh ltost). In the second stage, the
informant purchases the visa and then declaresdsieto the would-be migrant. While
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the migrants try to come up with the finances, itifermant then proceeds to send the
work permit, with the help of a recruiting agenay,the third stage. The migrant would
generally make a lump-sum payment to ttedals (sub-agents) and sometimes to the
recruiting agencies, to cover the cost of the wmekmit, air fare and other fees. In order
to get the job, the migrant then gets his/her passpady along with other formalities

e.g. health check-up with the help of sub-agendsarthe recruiting agencies.

The role of social networks in the recruitment
process

The bulk of the respondents — two-thirds (30 mesh Hh women, out of the total
sample of 60) — secured placements abroad withh#e of their family members,
relatives and friends (see Table 3.1). Nearly 753%e® visa holders and 66% of those
who procured contractual visas did so with the talpheir social networks. For those
respondents who used thlenra visa to travel to KSA, they did so with the helptioeir
family members/relatives or on their own, as mast previous experience of migration
to that country

Social networks played the most crucial role byeading information about
opportunities and risks in the country of destimtiby providing migration assistance
and helping in the integration process in the losintries. In-depth interviews suggest
relatives/friends or village acquaintances weresthgrces that informed two thirds of the
migrants about the possibility of work andBhald visa at the country of destination.
They also purchased visas and sent them througtktimvn recruiting agencies.

Social networks were also instrumental in creafiogvs of irregular migrants
who go to a particular place because someone they ks already there or they have a
reliable contact to help them with the bureaucrary with evading immigration
authorities (Zeitlyn, 2006: 73). This is typicallye case for migrants who learnt about
the cost-effectiveness of thermra visa from their own previous experience and,hwit
the help of their social networks, managed to aireent its restrictions on working and
staying long periods e.g. by working in areas wltkege is little chance of a police raid.

' As indicated earlier, thelmra visa is not a work permit. Pilgrims come to KSApay
homage befor&id-ul-Azhato the holy places of Mecca and Medina, which isvin asHajj.
However, if a person wants to pay homage at angrdiime of the year, he is also allowed to
do so. That pilgrimage is known Bsnra and the visa as thémra visa.
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Table 3.1 How migrants secured their job and \ngagender

Male Female

Family member/relative /villager/friend 30 10
Subagent 3 5
Individual initiative through Umra visa 4 -
Private recruiting agency 6 -
Government 1 -
Direct hiring by employer 1 -
Total

45 15

For example, Mohammad Ali confirmed his idea of raigpn to KSA after
speaking with his friends and fellow villagers, thsre is large concentration of Saudi
migrants in his village. They assured him that for more than Tk. 55,000 he could
easily go to KSA, if he could manage to procurdJamra visa. Although he liked the low
cost of theUmra visa, he was afraid that he would have to worketgcand illegally.
His friends told him that he could avoid the ridkpmlice arrest if he worked with his
acquaintances and did not go to the main road rofréan his residence. Some of the
current migrants in KSA also extended an invitatiorhim to stay with them upon his
arrival in Jeddah. Moreover, while he was workitiggally, he could potentially earn
enough money to buy a legal free visa for his nésit.

The role of sub-agents

The sample sub-agents were aged in their fortiesveere mostly high-school
graduates. There is a need for at least a mininewal bf education in this profession, as
one must be able to read the contracts and othewngents, and to write necessary
correspondence with private recruiting agencies atiter relevant stakeholders. By
virtue of their education, they enjoy social lagiéicy in contacting and convincing
people to take overseas job opportunities and itewyuthem, largely on behalf of
recruiting agencies. As one of those sub-agends sai

“The villagers of my area do not understand anyghabout the process of
migration as they are illiterate. So they come te and ask many
questions like who they should contact to go abydamv should they
proceed; what should they do to obtain an overgeas As | am an

educated person, people also seek help for theupeoment of visas. |
usually send people to recruiting agencies for maofermation. Through

this process of connecting local villagers with tleeruitment agencies, |
became familiar with the agency people and | haeeetbped good
relationships with some of the agencies.”

All the sub-agents were married and lived with tHamily. They started their
careers at the age of 30 to earn money, as thegidsed it “a profitable business that
helps one to earn enough money within a short tirgiwever, they also believed that
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by virtue of their profession they were also helpihe villagers to migrate overseas and
earn considerable amounts of money. All the sulmMsgenterviewed had personal
experience of overseas migration and many of them family members/relatives
currently working in the Gulf countries. Many retee migrants were engaged in this
profession, in collaboration with their relativesfiends who own recruiting agencies, or
who work with the recruiting agencies.

The main responsibility of the sub-agent is to $yppanpower, as per the
demand from the recruiting agencies. While placinders, recruiting agencies usually
brief them about the nature of the job, visa typaary and the working conditions,
destination country and most importantly, the adsmigration. The sub-agents work in
remote villages which they consider ‘ideal’ to lezgotential migrants. They mainly
look for illiterate persons or those with low leself education, as it is easiest to convince
them to migrate.

The sub-agent discusses the risks and benefitsegbb with the clients in their
mother tongue. After convincing a client, sub-agargually help by providing assistance
in the administrative procedures such as lodgirsgpert applications; helping the clients
to undertake medical tests needed for the destimabuntry, and also in dealing with the
recruiting agency in order to obtain their visa. dome cases, the sub-agents also
accompany their clients to the airport and helpnthmeet all necessary departure
formalities. By establishing rapport with the resjpee agencies and authorities, sub-
agents were able to help their clients in the precient of necessary services.

The majority of the migrants, both male and fematsgd the assistance of the
sub-agents and/or recruiting agencies to applyaftd purchase their passports. But
despite this help it still took an average of fausix weeks to obtain a passport.

All the female migrants, with one exception, met tiecessary formalities (e.g.
medical check-up, visa processing and flight areamgnts) with the help of sub-agents,
as most of them were illiterate and also first timigrants (Table 3.2%% A majority of
the male respondents also used the services aifitiagragencies or sub-agents.

Nearly 25% of the respondents (9 men and 5 womletaireed their overseas jobs
and visas through sub-agents and private recruitagencies. Family members/relatives
and other acquaintances of migrants also advisextl@cting private recruiting channels,
including the sub-agents. The majority of men amamen procuring visas from the
recruiting agencies and sub-agents used thosewvitrat recommended to them by their
social networks.

The sub-agents and even a large number of retumegcnts reported that they
obtained those services free of charge, which alslohelped the former to build up

12 Note that 18 migrants who moved to UAE did notché® go for a medical check-up in
Bangladesh.
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goodwill. However, the in-depth interviews with tlmecruiting agencies reveal that
actually the sub-agents received between Tk. 10a0@0Tk. 60,000 as commission from
the agencies on a case-by-case basis, which issiuel of all types of services that they
provided to clients. Th®alals’ proximity to and trust of the local people madenth
indispensable sources for the private recruitingnages to recruit migrants. Some of the
management staff of the recruitment agencies Saithout the Dalals it is impossible to
run this business”; “Villagers trust the Dalals”; Rural people do not know the
recruiting agencies, do not believe the officidishe recruiting agencies but are ready to
pay more to the Dalals, because they know them

Table 3.2 Types of services provided by the reicrgiagencies and sub-agents

Lodging application for passport Male Female

Self 13 0

With the assistance of social network 4 2

Through sub-agent 22 8

Through an agency 4 2

Through a local journalist 0 1

Service provided by the recruiting agency

Assisted to do medical check up 7 1

Made all necessary arrangements to get visa and flight 22 1

Service provided by the sub-agent
Arranged the whole process (medical check-up, visa processing
and flight arrangements) through an agency 7 14

The study also suggests that with more experienggants tend to have a better
understanding of the recruitment channels availedodel therefore have a greater
propensity to change them. Table 3.3 presentsxperience of the 26 migrants who had
migrated twice or more. Most changed their recraitinchannel and occupation, some
changed their visa type, but the majority chosestitae destination countty.

Table 3.3 Migration experience of repeat migrants

All 2+ time Channel Occupation Type of visa Destination country
migrants

(26) Same Different ~ Same Different =~ Same Different Same Different
Number of 7 12 9 16 11 14 18 6
migrants

13 Reasons for which respondents embarked on se@ordt more frequent migration are —
to obtain a ‘free visa’ for the next trip; to woldgally; to do business and to generate more
savings.
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3.2. The reasons for choosing a particular
recruitment channel

Sample respondents mainly considered trust andi&aityi with the employers or
recruitment agencies (either directly or througéirtlsocial networks) as the reasons for
selecting a particular channel for overseas mignaéind for the procurement of visas and
work permits.

Trust and loyalty

Family members, relatives and other social netwarksthe most trusted source
of information about recruitment becaugbey live in the destination country and have
information about a ‘Bhalo’ visa They played at least three major roles at the- pr
migration stage — providing information about jgiportunities, procurement of the work
permit and identification of bona-fiderecruitment agency.

For example, Matin's brother-in-law processed hisavthrough a local
recruitment agency. As Matin had full faith in bither-in-law, he did not bother to find
out any of the details or conditions of the jobmifarly, Naila never asked for the details
about her job in Kuwait, for which her husband séet work permit. In fact, it never
occurred to her to ask for the details, as sheebedi that her husband would only do
what is right for her.

Assurance of support at destination

Some respondents, who organized their work pemmittsthe help of their fellow
villagers working in the destination country, weassured accommodation and other
necessary assistance at destination e.g. foodmatmn about the job, transportation,
etc. by their fellow villages. A case in point &t of Omar Faruque, who was invited to
stay with his fellow Bangladeshis upon arrivaltie thost country.

Familiarity and proximity

The main reason given by the respondents for appnog a sub-agent was their
familiarity and proximity. The sub-agents are nolignanhabitants of the same or the
adjacent village of the migrants. The migrants sh&l had full confidence in the sub-
agents and believed they could recover their foilt af the sub-agent tried to cheat them.
In-depth interviews with the sub-agents supporteel migrants’ conviction, as they
admitted that, if they had any doubts about tha,wisey would not give it to their fellow
villagers but rather sell it to migrants that tlteg not know.

Some of the sub-agents were also close relativegeads of the respondents. For
instance, Jahid’s father-in-law used to work aalaagent and played the most pro-active
role in sending Jahid abroad. Korimon approacheeceuiting agency in Dhaka as she
knew an employee of that agency who was a felld\ager.
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Despite such familiarity, women and the poor,eligte migrants still ran the risk
of becoming victims of bribery, forgery and chegtioy the recruiting agencies and the
employers. Private recruiters have often been @tavgth dishonesty in relation to the
job contract. All too often there are large disenegies found between the promised
wages and entitlements and the actual benefitsvestdy the emigrant labourer. This
will be discussed in depth later in this report.

3.3. Visa category and recruitment channels

Three types of visas were used by the male migtamsake their passage to the
Gulf countries — the fixed oAquamawork permit, the ‘free’ or ‘Kafeel’ sponsored @s
and the Umra visa (Figure 3.1). Unlike the female migrants wih@nt overseas
exclusively with a fixed work permit, the male rmagts were almost equally distributed
between those who migrated with a fixed contrasa\and those who migrated with a
‘free’ visa. This diversity no doubt reflects merssronger social networks, greater
mobility, longer experience of migration and greadecess to information and other
resources, as compared to women. This is not sumgrigiven that overseas labour
migration is in its second generation in the cakenen whilst women are only just
beginning to migrate overseas.

The ‘free’ or ‘Kafeel’ sponsored visa is the mosipensive and coveted one
because respondents believed tliaaltows us to engage in a wide range of occupwtio
and at times in multiple occupations, unlike thesdi work permit In reality, however,
the so-called ‘free’ visa is not without its protg, particularly when the ‘Kafeel’
(sponsor) turns out to be unscrupulous and gregdigh is not at all uncommon. More
than 70% of the male migrants organised their *fugga through their family members
and relatives (Figure 3.2).

By contrast, the fixed work permit visa is for aesfied job. Under this
arrangement, a migrant is supposed to know the ingr&onditions, wages and other
entittements prior to migration. However, the studyealed that most of the migrants
were unaware of all necessary informattérizorty four per cent of the male respondents,
and all of the women, migrated with fixed work p@snAs with the ‘free’ visa, family
members and relatives were the major providersioh sisas, although women migrants
relied heavily on the sub-agents (Figure 3.2).

14 This will be discussed in the next section. Eventractual visas were often manipulated,
through discrepancies between the promised jobesvagd working conditions and what
migrants actually received.
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Figure 3.1 Types of visa obtained by male migrémtsnigrating to the GCC

O Fixed contract
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O Umra
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More than half (56%) of the male migrants procuaéftee’ visa or artmravisa and
did not have job-related information. Thenra visa is often preferred by migrants as a
means to enter KSA, mainly because it is cheayzer the fixed work permit. Although it
does not permit a migrant to work, migrants oftesrknillegally with the help of their
social networks.

While the type of visa is important in determinitige rights and obligations of
migrants in the destination country, they alonendb automatically ensure these rights
and obligations are realised in practice.

Figure 3.2: Types of visa by the channels of reorent
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3.4. Level of migrants’ information at the pre-
departure stage

The respondents mainly understood that in ordevdrk overseas, they needed a
“Bhalo visa” or a work permit for the proposed destinatamuntry. Very quickly they
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were told about the cost of the visa but were seldwen a break-down of overall costs.
The information they had about the type of vise, tifpe of work, the working and living
conditions as well as other entitlements, generaliyained incomplete and vague.

Half of the sample migrants, both male and femhba] post factoinformation
about the visa cost. In other words, they learri®mliithe cost after purchasing the visa.
However, those who migrated with Bimra visa knew about the costs involved.

An overwhelming majority of the female migrants hirteen out of fifteen (as
opposed to more than half of the male migrantshdidget any information regarding the
work conditions at the destination country (Figs), notwithstanding their fixed
contract visa. Thirteen male respondents — ortlems 30% — had information about the
daily work hours. Only a solitary migrant had aradabout the weekly holiday on
Friday.

Although more than half of the respondents haddaa iabout their future wages
prior to migration, what they received was veryfaeliént from what they had been
promised. This discrepancy will be discussed iatarlsection. At this point however, it
should be emphasised that those who have a fixedqgatract are supposed to have all
the relevant information about their job prior teecseas migration. The study, on the
contrary, shows that almost all the women and gelanajority of men with such a visa
did not have relevant information about their janditions, irrespective of their source
of visa procurement.

Prior to overseas migration, would-be migrantsracpiired to register with BMET
and to have a certificate of attendance at a ppartiere briefing training programme run
by BMET. However, in this study, only one respordatiended BMET pre-departure
training and the rest claimed not to be aware chsaurequirement. Interviews with the
recruiting agencies suggest that they obtained BMEifificates on the respondents’
behalf by offering extra money to the desk officéhus, a large majority of the
respondents did not have any briefing prior to @mtign, while a few attended a “mock”
briefing programme run by the private recruitingages.
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Figure 3.3 Information on working conditions andg&a by gender
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3.5. Determining factors for choosing a
particular country of destination

A marked gender variation can be observed withreetathe destination country.
KSA was the major destination for more than 60%hef male respondents. By contrast,
the women’s destinations were more evenly spreagdasm Kuwait, KSA and UAE. Due
to its relatively liberal labour laws compared tther Gulf countries, women prefer
Kuwait. Men, on the other hand, prefer KSA becanfsthe strong social networks that
have been established over time and also becauke option of going there on &mra
visa. Income generated in KSA is estimated to levden 20% and 66% higher than in
UAE and Kuwait.

The various issues that the respondents considarestlecting the destination
country are discussed below.

The strength of social capital in the destination
country

More than one-third of the male and female respotsdenentioned that it was
natural to go to the country where they have famigmbers, close relatives and/or
friends. For example, Karim went to KSA to workancarpet company because two of
his elder brothers were working there and theyngied a ‘free visa’ for him.
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Chance to visit a religious place

Many male migrants attached religious value to gdm KSA. Latif was happy
when he was offered a job in a leather company $AKy a representative of the
company, because he considered it asare opportunity to visit the holy city of
Mecca and Medina

Job opportunities available

Often it was not a matter of choice but the maderhand that determined labour
migration. For instance, Baker’s father approacheecruiting agency to facilitate
migration for him and his brother. The agent sugggeshat he should send his elder
son — who possessed skills in electrical servioglsrapair — to Kuwait due to the high
demand for skilled labour there, and Baker to Dw#isahe did not have any particular
skills. The agent added that due to an increasiugstment in infrastructure, Baker
had good prospects to find a job in constructioBurbai.

The Umra Visa and the reduced cost of migration

Some respondents preferred KSA as it was easy teanoAnUmra visa which
also reduced the cost of migration. Omar Faruqick tbat many of his friends and
acquaintances went to KSA with &hmra visa which reduced the cost of migration
by more than Tk. 30,000. By contrast, to procuffeeg’ visa one has to spend more
than Tk. 150,000. Given his financial situation,dexided to migrate by purchasing
anUmra visa.

Migration by default

There were a few respondents who tried to mig@ther countries but failed to
obtain a work permit and hence, they decided idsteanigrate to the Gulf countries.

3.6. Problems faced during the migration
process

3.6.1. The cost of migration

The cost of overseas migration emerged as the mia@biting factor in the
migration decision-making process. The average cbshigration is estimated at Tk.
144,584 for male migrants, 2.3 times that for feamaligrants. Only one woman spent
more than Tk. 100,000 to procure her visa, comparédlf of the men. When looking at
types of visas, those migrants who obtaikkdra visas themselves paid the lowest cost
on average, followed by those who obtained a fij@xvisa. The “free” visa was the
most expensive. When looking at recruitment chanhelvever, the lowest cost was for
those who used formal channels (the Bangladesh s@asr Employment Services
Limited, BOESL), followed by those who used thevgmss of sub-agents and those who
arranged migration themselves (Table 3.4). Thedsgleosts were borne by those who
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relied on friends for their migration (although taevere only two of these in the sample,
reducing the reliability of the figures). The Gowerent has fixed the recruitment cost at
Tk. 84,000. However, this is mainly applicable f@pour recruitment to Malaysfa. The
total cost of migration to the Gulf countries shibutormally be lower than this
government figure, as can be seen in the case gfanis recruited by BOESL. The
remainder of the respondents, however, spent rharethe rate stipulated for Malaysia.

Table 3.4 The cost of overseas migration

Mean cost (TK.) N
Male 144,584 45
Female 62,547 15
All migrants 124,075 60

The channels of recruitment
BOESL 61,500 2
Self 106,250 4
Family members/relatives 120,475 38
Friends 237,500 2
Recruiting agency 176,575 6
Sub agent 98,000 8
Types of visa
‘Free’ or Kafeel sponsored 166,872 21
Fixed job contract 102,737 32
Umra 93,229 7
Destination country
Bahrain 40,000 1
Kuwait 107,561 9
Saudi Arabia 120,749 32
United Arab Emirates 142,915 18
District of origin

Dhaka 162,177 15
Laxmipur 161,858 15
Narayangan; 73,767 15
Sylhet 98,497 15

A migrant has to pay on average Tk. 60,000 morg¢Hermprocurement of a ‘free’
visa as compared to a fixed contract. As sub-aggarterally supply fixed job contracts,
their overall cost may thus be lower. A breakdovirihe cost shows that agency fees,
along with air tickets consumed more than 90% efttital cost'® In 2000, the average
cost of migration to the Gulf countries was appmeiely Tk. 94,500. There has thus
been an average 4% annual increase in migrationcw@s the last seven years. This

15 \www.bmet.org.bd/ministry/htm, accessed on 24 208

18|t was almost impossible to get a breakdown ofratign expenditure, as respondents had
either forgotten or had no idea of the costs, &ey tid not keep invoices. The information
they provided was just a rough estimate.
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suggests that the private recruiting agencies ddallow the ceiling for visa fees fixed
by the Government. In Section 4 of the report, vleexamine whether wages have kept
pace with this increase in costs.

The respondents who migrated to the UAE incurredhighest cost. The lower
costs incurred by themra visa procurers may explain the lower migrationt t0KSA.
The fact that women predominated in the migrativaasn to Kuwait could lead to the
lower cost of migration there.

Respondents from Dhaka had the highest averageatioigrcost, whereas those
from Sylhet paid the least. However, the Dhakasosre inflated by the fact that two of
the respondents there who procured a ‘free’ visanftheir friends paid an excessive
amount, more than Tk. 250,000 per visa, compardidet@average cost of Tk.124,000.

Migrants from lower income families predominantlgtained their visa with the
help of their social networks and the sub-agen&bl@ 3.5). With an increase in family
income, there was also greater diversity in thesypf channels used.

Table 3.5 The channels of recruitment by migrafatsiily income before migration

10,000- 30,000- 50,000-  100,000-

Channel 29,999 49,999 99,999 200,000 200,000+ Total
Social networks 2 10 12 6 3 33
Sub-agent 2 3 5 4 -- 14
Self - 2 3 2 - 7
Recruiting agency -- 1 2 -- 1 4
Formal channel - - 1 1 - 2
Total 4 16 23 13 4 60

3.6.2. Financing migration

The respondents mainly depended on borrowing framily members, relatives,
friends or neighbours. This is consistent with #uwhor’'s survey in 2000 (Afsar et al.
2002). One advantage of this is that the migrantsi@ need to pay interest, although
they of course need to repay the capital. Familynbrexs often raised funds by selling or
mortgaging land and other assets. They did nottdtesto give their savings to the
migrant and in some cases, even covered the ardsteof migration (Table 3.6). That
being said, some 33% of respondents had to restarrowing from money lenders at a
high rate of interest. Furthermore, 57% of respotgldepended on more than one source
of migration finance.

The female migrants depended most heavily on mterelers and other informal
sources. For example, Moina recalled that she andamily decided to raise the funds
by borrowing from two local money-lenders, as theg no other options. She borrowed
Tk. 20,000 and Tk. 15,000 respectively, at a mgnittierest rate of 10%.
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Abul Hossain’s mother sold all of her cows and ealvor Tk. 60,000, and the
remaining Tk. 40,000 was borrowed from a local goidh with a monthly 10% interest
rate. Malek found that the money he obtained af&dling his small plot of cultivable
land was not enough for his visa and other costiheSapproached a local money lender
for a loan. Initially, the money lender was reludtagiven the fact that he had already
sold his only collateral. However, with repeateduests, the money lender agreed to
lend him Tk. 60,000 at 10% monthly interest. To ags Zaman’s migration cost, his
family decided to sell its land. Given the urgencyaise the cash, they sold their only
plot of cultivable land at much lower than the nerikalue. In addition, his eldest sister
sold her ornaments and lent him Tk. 24,000. Eveer ahat, his father sold a tree and
gave him Tk. 5,000 for his clothes and transpartatosts. In fact, five respondents sold
their only plot of cultivable land to finance thegmation process, even though they did
not get the market price. Among other productiveetss some respondents sold cattle,
particularly cows and calves, paddies and treesn&borespondents generally had fewer
options to finance migration compared to the meab(@ 3.6).

Only a handful of the male migrants like Jamal, iRend Saquib were lucky
enough to have family members who lent them momem ftheir savings, and did not
need to sell their assets.

Table 3.6 Measures adopted by the respondentsaode their migration

Male Female

Selling and mortgaging land and other assets 3 -
Selling and mortgaging family members’ land and other assets 2 2
By selling cattle 3 -
By selling crops and trees 2 -
Selling/mortgaging gift items --

Personals savings/own capital 8 2
Family members’ savings/business 5

Other incomes 1 0
Borrowed from family members and relatives 30 10
Borrowed from friends, neighbours and villagers 5

Borrowed from money lenders with interest 11 5
Borrowing from other institutions with interest 3 -
Migration cost borne by other family members from overseas 3 -

3.6.3. Problems in the procurement of migration-
related services

Respondents also faced a host of other problenfscuities and threats in the
process of their migration.
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Changed Identity

In processing passports, sub-agents can do mangsthiFor example, Rahima
was approached by a local sub-agent with an offenvdrk overseas. Confronted with
economic hardships, she expressed her willingreg®t She had no passport, and the
sub-agent told her that she must use another gsrgassport, which already contained a
working visa for Kuwait.

Delay in the delivery of passport

In most cases, the time between submission of pgmication and the final
delivery of the passport took a month or even mdtre respondents also faced other
types of problems e.g. waiting in long queues, latkadequate information about
formalities needed, etc.

For example, Hamid went to the local passport effies a first step in
materialising his dream of overseas migration. Aftlecting a passport form and filling
it out with the assistance of a local level offidee collected a nationality certificate from
the UnionParishad and then paid Tk.1,300 as a fee to process hisppds He then
waited for more than five hours in a queue to lodgeapplication. It took seven follow-
up visits to the office before he finally obtaineid passport.

Pre-migration medical check-up

For the pre-migration medical check-ups respondemte fully dependent on the
recruiting agencies or sub-agents. Many times twent to the designated medical
centres, which were mostly located in the capiityi only to find that the test had been
postponed.

Helal Miah for example, endured three postponemiesfisre he was able to have
his medical check-up. Sharifa also complained alibet high fees charged by the
medical centres and their untimely service. Shedng paying Tk.15,000 for her check-
up.
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Section4 PAWA-NAPAWA: GAINS AND LOSSES
FROM MIGRATION

4.1. The Migration and Post-Migration Stages:
Gains and Losses

This section examines migrants’ experiences dudangd after migration. The
gains and losses are documented and assessedyevhgossible, with a comparison of
the actual experience vis-a-vis the migrants’ etqiens. In doing so, the section
attempts to identify the factors that have influsshthe outcome of migration.

4.2. Insights from the migrants’ work
experiences in the destination country

Immediately after arrival at the destination coyntmost (90%) of the
respondents were received at the airport (Table Bdr women, the employer, his agent
or the representative from the recruiting agencysewiee most common escorts. For men,
it was more often family members, relatives anerfds who met them.

Table 4.1 Who met the respondents at the airport?

Male Female
Family members/relative 21 4
Agency man 2 1
Company /Employer 11 7
Friends/acquaintances who sent visa 6 2
None 5 1
Total 45 15

Some of the respondents (six men and four womeedfaroblems at the airport
after arrival, including long waits from 5 to 13ure before being picked up and resulting
stress and hunger, as they did not have any/erfougiign currency to buy food.

Nazma was cheated even before she started hekffeb her arrival in Jeddah,
nobody came to pick her up. She was stranded iaitpert for more than 24 hours. The
next morning she followed some Bangladeshi menvaden out of the airport. There
she met a Bangladeshi driver who told her thatameecfrom the company that recruited
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her, so she went with him. The driver took heritdifice and contacted a person who
was later introduced to her as her employer anki heo to his hous¥.

4.2.1. Employment-related experience

The majority of the respondents who had eithekedfijob contract or a ‘free’
visa met their employers within 24 hours of theimal. None of the women respondents
had to wait for more than a week to start theisjathile nearly 20% of the men waited
for much longer periods — ranging from two weekfotar months.

Those who went with the ‘free’ visa depended onirtlsecial networks or
recruitment agents to arrange a meeting with Klageel The sponsors often felt no
compulsion to provide jobs immediately to the migsd® The migrant’s technical skills,
goodwill of the social networks and tikafeel emerged as important determinants with
regard to migrants’ entitlements including the matof the job, wages and other working
conditions, and how soon the migrants could starkw

For example, with the help of his brother, Rahiartsd working as a rod fitter
within 15 days of his arrival in Dubai, without &éd work visa. Some of the other
skilled male migrants also did not have to waitlforg to obtain their jobs, irrespective
of the types of visas. Abdul Gani managed to gebaas a carpenter within a week of his
migration, despite having no work permit (he migdatvith anUmra visa). With his
tailoring skills, Nure Hakim managed to obtain @& visa from his employer in KSA as
a second-time migrant, free of cost. He stayedeth@r about five and a half years and
received 1,000 Riyals per month. In addition, mgoyer bore all his expenses for food
and lodging plus medical treatment.

By contrast, some of the unskilled migrants whor have a fixed job contract
had problems finding employment. Abul Hossain hadvait for three months to find a
job as a head loader, with a very low wage andnhewsrking conditions. For the first
seven months his wage was only 200 Riyals per month

For Amin Mohammad, life was not so smooth afterdrisval overseas. An agent
received him and took him to his own small roonaibhoarding house to sleep. The next
morning, the agent took away his passport with gretext of getting a stamp for the

" Nazma was placed with a big Saudi family where sed to work all day without any
rest. She did not like their food and had langupgblems to understand their commands
which resulted in merciless beating from the emefognd his wife. She approached the
driver to help her escape but he told her thathgltebeen sold to the employer and hence,
she should try to adjust with the food and work.she refused to go back there the driver
approached some other employer but Nazma decidetb meork further. The driver finally
took her to the airport and gave her a return tidkethis process she stayed there for 16 days
for which she was not paid even a single Riyal.

18 Recruiting agencies in Bangladesh often have brarfiices in the Gulf countries and/or
agents operating on their behalf.
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Aquamaor work permit from theKafeel However, he neither gave Amin the work
permit nor returned his passport. So Amin becafagal, and after four months he found
the courage to take up a job as an illegal farnpdrelFor 18 hours work per day, he
received only 1,500 Dirham after three months.

It may be expected that having a fixed contracta wgould minimize the
irregularities experienced by migrants after thairival overseas. However, despite
having fixed job contracts, nearly a quarter of thgrants experienced discrepancies
with regard to the nature of their occupation. Mk example was shocked to find that,
instead of working as a tiler as promised, the camypgave him a job as a loader to carry
bricks, each weighing 50 kilos. When he complaitieat he could not do this, his
employer advised him to recruit another personhresthe work. However, Malek was
expected to share both his load and his wage, Wn@&5 Dirham from his own pocket.
Likewise, Zaman was shocked to find that he hagldik as a catering assistant after his
arrival in KSA although his contract stipulatedttha was to work as a driver.

4.2.2. Wages

The respondents were engaged in a variety of otiomsain the domestic sector,
private business, construction and formal and m#drservices sectors, including jobs in
shops and establishments, driving, tailoring afmeiobusiness. The formal sector largely
included factories and local or central Governnjehs. The most rapid expansion since
2000 has been in the construction sector, reflgdie construction boom in the Gulf
countries.

Box 4.2: Distribution of migrant labour by broad employment sector
%

Formal service 7

Informal service 30

Construction 28

Manufacturing 5

Private business 13

Domestic work 18

The average level of schooling of a female migweas only 2.8 years — about half
that of the male respondents. However, with theeption of employees in the formal
sector, the level of education does not appearetdhle major influencing factor in
determining wages (Table 4.2).

WP 63 Unravelling the Vicious Cycle of Recruitment.doc 33



Table 4.2 The respondents by overseas occupatiean wage, education and the
duration of migration

Duration of
Average wage Mean Type of visa migration
Types of occupation (Tk./Month) education  Contract Free Umra (yrs)
Driver (1) 32375 5.0 1 - - 6.0
Business (8) 26691 5.3 2 2 4 15.4
Salesman (4) 18131 6.8 1 2 1 6.5
Factory worker (3) 16493 10.0 1 2 - 5.6
Fitter (7) 16475 5.6 1 6 - 3.8
Foreman (1) 15750 10.0 1 - - 8.0
Carpenter (3) 14617 3.7 1 - 2 2.0
Construction labour (9) 12827 3.7 5 4 - 5.3
Cleaner (4) 10671 3.0 4 - - 4.7
Farm labour (6) 9925 1.8 1 6 - 3.3
Hotel boy (3) 8592 9.3 - 3 - 6.2
Housemaid (11) 5730 2.8 11 - - 3.7
All sectors (60) 14325 4.7 31 22 7 6.0
Male (45) 16610 58 16 22 7 6.7
Female (15) 7142 2.8 15 - - 4.0

* Note that four migrants — three housemaids andame worker did not get any wages at the
destination country.

The majority (63%) of the respondents who had tmgést stay in the destination
country, most of whom came from Sylhet, had strengial networks. This may have
positively influenced their income levels. It alappears that the longer the duration
working overseas, the higher the wages earnedtiifteesoverseas allowed them to learn
skills, the local language and to establish sawgvorks. Respondents who earned high
incomes — Tk. 250,000 and above annually — hadratidn overseas between 7 and 26
years. On the other hand, despite their shortgr Hte fitters and the carpenters earned
more than many other occupational groups due to tigher skills levels. Therefore, it
Is not educatiorper sebut rather the skills, duration of overseas stgye of contract,
bargaining power, type of employment and the engieyhat seem to influence the
wages of the workers at the destination.

Two-thirds of the respondents reported receivirgjrtivages regularly. Some of
them, such as Jamil, were lucky to get a regullargaf 800 Riyals by working nine
hours and being paid for overtime. He was workimg@ icarpet factory and migrated with
the help of his employer. Asif and Saquib earndgd/éen Tk. 25,000 and 35,000 a month
during their last migration. While the former prded technical services as a steel fitter
in a private sector construction company, the datted his own business selling used
clothes.

However, the study also reveals that one out ofyetleree respondents faced
problems with regard to wages, which included wtagpayment, withholding of wages
for two/three months, discrepancy between the medhiand the actual wage, undue
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deductions without prior notice, and non-paymenbxB4.3). The informal sector
employees, construction workers, farm helpers amthasdtic helpers were among the
worst affected. Some 33% of the respondents repaliscrepancies between what was
promised and their actual wage.

Although the respondents who migrated to KSA eartied highest incomes,
some respondents also mentioned that in KSA, theglBdeshi migrants are paid 200
riyals less, on average, than nationals of othantrces.

Box 4.3 Problems with wages

» Discrepancy between promised and actual wages

After working for a full month, Lutfa received 400 Dirham although her sub-agent told her that her
salary would be 500 Dirham. Abdul received only 350 of the proposed wage of 600 Dirham. He was
working as a canteen boy —one of the lowest paid-jobs, with only Tk. 8,592 as a monthly wage in Dubai —
despite having senior secondary level of education.

» Unspecified deductions and irregular wages

Within two months of her arrival in KSA Moina felt sick and was taken to the hospital. She was
surprised when her employer later cut two months wages without prior notification, even though she was
told by the sub-agent that her medical costs would be paid by the employer. Helal Miah was offered a job
on his sponsor’s farm initially for two months and he was then transferred to his mother’s farm for the next
six months. For the entire period he only received wages for two months.

> Non-payment of wages

Three domestic helpers and one construction worker did not receive any wages. Of the three
domestic helpers, two were locked inside and one had to work 15 to 18 hours a day; the other was told
that she had to provide sexual pleasure to her employer’s four sons. Upon complaining, these women
were beaten mercilessly and they finally managed to flee and came back empty handed.

Sudden closure of factories often resulted in non-payment of wages, as in the case of the RMG
factories and construction firms. Notwithstanding his migration as a skilled labourer with a fixed contract,
Rafig had no option but to agree to a monthly wage of 400 Dirham instead of the 700 Dirham for which he
was contracted. After four years however, his employer fled suddenly and the supervisor declared them
‘unwanted’ and did not pay them any wage. As the company never made regular payments, he lost seven
months’ wages in this process. Moreover the supervisor declined to return his work permit and in this
process he became illegal, resulting in restricted mobility and work opportunities and a high risk of arrest.

4.2.3. Working conditions and other entitlements

Discrepancies between the contract and actualeengnts were not limited only
to wages but encompassed other areas, includinghahege of the job, payment for
overtime, weekly holidays, sick leave, medical coaaed the provision of food and
accommodation. A third of the respondents comptihiakout the long working hours.
The domestic helpers, agricultural labourers anskilled helpers in the construction
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sector had the longest working hours, between IR I#hhours a day without rest or
overtime pay. Many were not given weekly holida@de male respondent, Ehsan,
recounted his positive experience of his Eid bdiBox 4.4).

Box 4.4 Ehsan’s Eid bonus

Ehsan was working in a booming construction company in Dubai. During Eid-ul-Azha his company granted
three days holiday and sacrificed one goat for every five workers. Ehsan reported that during Eid an
employee was entitled to receive free hospital treatment in case of illness. Similarly, an employee was
entitled to paid sick leave if he could obtain a doctor’s certificate.

When faced with illness, the respondents had botid gnd bad experiences vis-
a-vis their employers’ role and responsibilitie®xBt.5).

Box 4.5 Mixed experiences with regard to illness and medical treatment
» Employer paid for the cost of treatment

Ever since her migration, Rashida suffered from recurring headaches and an eye irritation. When sk
informed her employer, she brought some medicine for Rashida. When her health deteriorated further, th
employer took her to the hospital and paid for treatment. Rashida soon recovered from her illness.

» Employer provided medical treatment only when the condition became critical

As a shepherd Sadeq had suffered in the strong Kuwaiti heat. He could not leave his job as he ha
spent a lot of money to migrate overseas. His health continued to deteriorate and he became more and mo
despondent. When Sadeq asked his employer for a pay rise, his employer beat him badly. Realising th
Sadeq’s injuries may be life-threatening, his employer sent him to the hospital and bought medicine for hir
However, considering Sadeq’s slow recovery, the doctors advised his employer to send him back
Bangladesh and eventually he came home.

» Employer did not provide treatment cost or compensation

Some migrants received neither medical treatment nor compensation from their employer, even if th
injury occurred while at work. In order to pay for medical treatment, some migrants had to borrow money fro
friends or relatives. Malek for example was injured severely while carrying heavy bricks and was taken to th
hospital by one of his Pakistani co-workers. His employer did not cover his medical costs nor provig
compensation for the accident. Malek had no choice but to borrow from co-workers and return to Banglades
within five days of migration, with no income and a heavy burden of debt both at home and overseas.

The same fate was met by Khaleq who did not get medical support or compensation from his employ
when he fell ill. The only person in the sample group who received part-payment from his employer — 1,12
Riyals out of 6,000 Riyals (or less than 20% of his medical cost) was Rajib. However, as a skilled worker, Raj
was able to gradually repay his debts and continue with his job, despite the fact that he lost three fingers in th
accident.
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4.3. Food and accommodation

Most female migrants (domestic workers) and farbolaers, by nature of their
jobs, were provided food and shelter by their erygoBy contrast, the majority of male
migrants had to cover their food and accommodatmsis themselves, with the help of
their family and social networks (Table 4.3). Matggrants minimised their costs by
sharing food and accommodation with others.

However, such living arrangements are often of iy \@v standard, comprising
over-crowded rooms. For example, Mannan took upbai) a new construction factory
which was closed down only 15 days after he stastedking, without paying salaries to
the staff or even returning their work permits. &sesult, he became an illegal migrant,
and took shelter with his fellow villagers sharingh 24 other co-boarders.

Table 4.3. Food and accommaodation provision
Provider Male Female
Fully borne by the employer 14 13
Partly borne by the employer 3 2
With family members/relatives and social networks 28 -

Female respondents revealed that their fixed jobtraot visas as domestic
helpers did not necessarily ensure provision odfand accommodation of adequate
standard. In at least two cases, the employers prdyided accommodation and the
migrants had to pay for their food. Further, somgpondents said that they did not get
sufficient food and others were kept so busy thay did not have time to prepare food.
Yet others stated that the quality and taste ofdbd was too bad to be consumed.

4.4. Other problems

Police arrest

Some 25% of the male migrants were caught by palwksent to jail as they did
not have proper work permits. The majority of thé46%) comprised workers who
failed to get extensions on their visa from Kefee| those who had still not obtained a
valid work permit and those who did not have theark permit with them at the time of
arrest (Box 4.6). Another quarter were those withUanra visa who were arrested for
overstaying and working illegally. Some of themrsadered to the police voluntarily as
a way to obtain a free ticket back to Dhaka. Theaieder were fixed permit holders,
arrested for various reasons.
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Box 4.6 Becoming an illegal migrant
» Loss of work permit by changing jobs

Noor Alam went overseas with a free visa and had a job at a construction company. His wage was
very low and so changed to a better paying job in another company. In the process of changing jobs, he lost
his work permit. He remained an illegal migrant until his new employer was able to obtain a new work permit
for him. One afternoon when he returned from work, the police arrested him and he was sent to jail. The
police demanded 7,000 Riyals for his release, which he could not afford. He was then interviewed by a
representative of the Bangladeshi diplomatic mission about his reasons for and channel of migration, after
which he was finally deported back to Bangladesh.

> Migrated with a free’ visa and began working before receiving the work permit

The day after he arrived overseas, Habib started working as a technician in a radio and television
repair shop while his Kafeel worked on obtaining his work permit. However, before he managed to obtain his
work permit, the police arrested him. Three months later, when his papers were ready, his Kafeel released
him from jail.

»  Factory closure and retention of the work permit by the employer

Kalam was working in a factory. Seven months after his arrival, the factory closed down and all the
workers became illegal, as the management did not return their work permits to them. As an illegal migrant,
Kalam worked as an assistant in a tailoring shop. The police arrested him one day when they patrolled the
area and found him working.

Language problems

Many of the migrant workers were cheated out ofrtbentract entitlements and
faced other challenges due to their lack of undadihg of Arabic. Mohammad Naser
did not speak Arabic and could not communicate \withemployer to ask him for his
pay at the end of the month. Finally, sick andlldisioned, he decided to return to
Bangladesh. Similarly, when Sohel went to Kuwait fiee first time he had problems
understanding the language. As a result, his ereplaypuld hit Sohel when the work
was not done properly.

Physical and verbal abuse and sexual harassment

A large group of the respondents, irrespectivehefrtoccupation, type of visa
and gender, shared a common experience of beingedbuerbally or physically.
Supervisors were the most commonly identified peegpers in the case of construction
workers, the ready-made garment (RMG) and the nmébrservices sectors, while
employers and/or spouse used abusive language reysically abused many domestic
and farm workers. The most severe cases of seanas$ment were experienced by two
women respondents, as described below (Box 4.7).
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Box 4.7 Sexual harassment
» Abuse by employers’ unmarried son

Sharifa was working as a domestic helper in a large family of 22 members. One of the employer’s sons
used to go to Sharifa’s room at midnight and rape her. Sharifa did not have any money and had no access
to any channels of communication, but still she tried to protest to the employer's wife. Unfortunately,
however, the wife was not on her side and labelled Sharifa a loose woman. She increased her work-load
and cut her food ration. As a result, Sharifa often had to go to bed hungry, even after working for 18 or 19
hours. The sexual molestation continued unabated so Sharifa bought a padlock and locked her door from
inside at night. But the son broke the door open and entered her room. Sharifa was unable to contact her
aunt to seek help, as she was not allowed to go outside and did not have a cell phone.

Within three months, Sharifa became pregnant and was very weak mentally and physically. With the
help of a friend, she managed to have an abortion, which cost her 200 Dirham. Finally she gathered up her
courage and complained to the employer about his son. However, this could neither save her from sexual
harassment nor help bring the perpetrator to justice. Instead the employer made the necessary
arrangements to send her back to Bangladesh.

4.5. Reasons for deception regarding workers’
job-related entitlements

One major reason for such widespread discrepantiyeba the promised and
actual benefits is the gaps that exist in the imgletation of regulatory arrangements,
which private recruiting agencies take advantagdloé study found that more than 90%
of the respondents had not seen a written conpramt to departure, irrespective of their
type of visa, and despite the fact that this iegal requirement. Rather, the respondents
were informed verbally about the terms of theirtcact.

Interviews with the sub-agents shed light on hoeytmanaged to circumvent
this requirement. According to one of the five sigents, Hasmathgenerally with every
visa, the recruiting agency received a contradieletvhich details the nature of the work,
the salary, duration, and living and food arrangeinse But they never show these
contract letters to their clients. In some casesvéner, the agency also does not have
enough information about the employeAll contract-related matters are generally
handled by the main agency and so sub-agents ddotber themselves with those
details.

The sub agents also suggested that the recruityencees often apply
mechanisms to by-pass government restrictionspllusion with staff of the passport
office, BMET, civil aviation and airport authority.

Hasmath also disclosed some of the tactics thasbd himself to deceive clients:

» Not giving the clients any written documents (gop. contract).
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Not giving them any money receipts.

Recruiting agencies sign the contract, not the eork

Making a fake contract letter.

Making a fake contract to get BMET clearance fov-leaying contracts.
Selling fake visas and passports to people whoaeir&om the same village
or area as the sub-agent, in collaboration withllotficials.

YVVVVYVYY

Box 4.8 Falsifying passports

Hasmath has been working as a sub-agent for last 15 years. So far he has sent over 10 people abroad
with fake visas and passports (gala kata visa). With the support of the Union Parishad chairman and
its members, he bought tickets, visas and passports from returning migrants who came on vacation in
the middle of their contract period. He bought the tickets, visas and passports for Tk. 40,000-50,000.
He then looked for clients with the same name as that of the passport holder or found clients willing to
go overseas by adopting somebody else’s name. These clients were required to give their photos to
Hasmath.

Hasmath then replaced the old photos with the current passport holder’s photograph in his ‘master pc’.
He did so very carefully, even embossing the photograph with a fake government seal that he
managed to procure from an underground businessman. Then he sold these fake passports to the
new owner at a cost of Tk. 150,000-180,000. For the final clearance before departure, Hasmath had
established a network with some civil aviation employees, both at the port of origin and overseas, who
gave clearance to the departing or incoming passengers. After sending people abroad he never
followed up.

Mofiz and Zakir, two other sub-agents, said thaytiook some precautionary
measures to protect their clients from any possilgleeption by the recruiting agents.
Mofiz for example said that he usually checkedah#henticity of the visa at the BMET
office when he suspected ill motive on the pathefrecruiting agency staff.

Other types of profiteering and unscrupulousnes® wentified also — dishonest
relationships between employers and recruiting eigsror sub-agents; collusion between
recruiting agencies and sub-agents overseas atiteicountry of origin; cheating by
people within migrants’ social networks; and dulsiobehaviour by the mid-level
management in the destination country, be it theagar, supervisor or foreman (Box
4.9).

The private recruiting agencies tried to explaia tliscrepancies by blaming the
agents and sub-agents who make false promisegloémhwages so that they can charge
higher fees from their clients. On average, it appe that agencies charged 66% more
for the fixed work visas for semi-skilled and urlgd labourers than for the skilled
workers. In this way, they tried to cheat both therkers and the employers. The
workers, believing that they would receive high esgvere ready to pay a high price for
their visa. But as a consequence, the employerstiget workers with the required skill
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levels. In most cases, the employers find an exd¢aspay less than the contracted
amount*®

In the words of Mr. Khan, a proprietor of a privageruiting agency:

“It happens because the recruiting agencies of bibgh sending and receiving
countries often send/receive unskilled workerss&gled’ workers to increase their profit
margins. There are also some bad employers whaidm®liwith these agencies by
violating the job contract and harassing the woser

Box 4.9 Reasons for discrepancies between promised and actual entitlements
Dishonest relationship between employers, recruiting agencies and sub-agents

Most of the respondents who experienced discrepancies found that the employer did not offer them the type
of job they had agreed to, or pay the promised wage. Respondents’ claims for promised wages and other
entitlements were often dismissed as baseless. Without the active involvement of the employers, it is
unlikely that these widespread incidences of false promises made by agents and sub-agents in Bangladesh
would continue to recur.

Dishonest relationship between recruiting agencies in country of origin and destination

Some of the domestic helpers such as Nazma disclosed that the recruiting agents at the destination country
told her that she had been sold to them by the local agencies or sub-agents. Therefore, she was told not to
complain about any discrepancies in her wages. She was told to comply with the instructions of her
employer. Her attempts to change her employer and her lodging did not succeed.

Undue interference and dubious role of supervisor

Interference by a supervisor and/or foreman often went against the interest of migrants. For example, at the
insistence of the supervisor, Majid was offered only 400 Dirham instead of the 700 Dirham for which he was
contracted to work in an RMG factory.

Cheating by one’s own social networks

In some cases, migrants’ own relatives, fellow villagers or friends were actively involved in the racket of
selling contracts, knowing full well that employers did not have adequate jobs to offer nor were they ready to
offer the promised wage. Masud’s uncle sent him a ‘free’ visa saying that he would work in a construction
firm for a ‘good’ wage. So Masud spent Tk. 182,000 for his work permit and visa, of which more than 80%
went straight into his uncle’s pocket. But on reaching Kuwait, he found that his visa was valid for three
months only and the employer his uncle referred to did not exist, nor did the construction firm.

Migrants’ friends charged almost double the average migration cost. Rahim, despite paying a very high price
to migrate through his friends, was a victim of cheating. His visa expired within a year, even though the
friend had promised it had a three-year validity. Because he was only able to stay for one year, he managed
to earn only half of what he spent to finance his migration

19 Note that six out of ten sample private recruitagencies interviewed under this study
offer different types of skills development traigito their clients either directly or with the
help of other training institutions.
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4.6. The migrants’ responses to their problems

It would be wrong to assume that the migrants raswipassive and vulnerable
when they had bad experiences or were treatedrlynfa@hey adopted different measures
to deal with these problems and try to change #iiation, including changing jobs and
employers; acquiring multiple skills and seekindtérejob opportunities; sharing food
and accommodation with other co-workers and acdqaages; establishing rapport and
obtaining a ‘free’ visa from the employer; colleetiy and individually bargaining for
their contracted wages and working hours; lodgirmgnglaints to the police and
supporting each other in the time of need.

The fact that they took such initiatives to chattgsr situation is worthy of note,
regardless of whether or not they were successfuhése efforts. Migrants did so,
notwithstanding their level of education, typesootupation and gender. More than one-
third of the respondents took active initiatives ¢bange their situations, despite

formidable barriers (Table 4.4).

Table 4.4

Migrants’ approaches to deal with proldexrhdestination

Types of initiatives taken
Changing job

Learning new skills

Engaged in more than
one occupation

Individual and/or
collective bargaining

Lodging complaints with
the agents, police or
Diplomatic Mission

Establishing rapport with
the Saudi employer and
managing free visa

Helped each other at
times of crisis,
particularly accident,
illness, unemployment,
financial stress, hunger.

Remarks

Perseverance to face adverse situations e.g. low wage; harsh working
conditions; company shut-down and subsequent lay-offs

With the help of their social networks, some were able to undergo
apprenticeships to improve their skills and earn a higher income.

Some workers managed more than one job under flexible work
arrangements. Despite being profitable, it is not always permissible legally
under the fixed job contract. Thus two women cleaners were deported as they
were caught working in two jobs.

The RMG and the construction sector workers bargained collectively while the
domestic helpers, the farm workers and the other informal sector workers
bargained individually or with the help of their sponsors e.g. social networks/
recruiting agencies

Except for one construction worker who went to the labour court against low
and irregular wages, others went to the recruiting agencies. Women also went
to the police for help. Two out of seven Umra visa holders surrendered to the
police once they earned enough money and managed a free visa. Only on a
few occasions did migrants approach the Bangladesh Embassy regarding
compensation for a work-related accident but were not successful.

Mainly the Umra visa holders obtained a ‘free’ visa for their next migration.

The role of the social networks is pervasive. Some of the migrant labourers
have established welfare and cooperative societies. One of the female
migrants saved money and earned high returns from one such co-operative.
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While one may question the legality of some of theasures taken, migrants
often had few options to seek redress for largéescheating or foul play that they
encountered. This is an important matter that neabdsimmediate attention of the
Government to ensure rights-based migration.

4.7. The outcomes of migration

When assessing the outcomes of migration, therenspy grey areas and
intangible gains and losses that are very diffitolguantify. An attempt is made here to
highlight the different dimensions of the outconwsmigration to Gulf countries, to
show how the positive and the negative outcomeshafo-exist, and to identify some of
the factors that influence overall outcomes.

When comparing the annual incomes and remittandds tve migration cost
incurred, it may be seen that more than half ofntigrants earned enough to offset their
migration costs within a year (36 out of 60, or §0%hirty-two out of sixty (53%)
remitted more than 50% of the migration cost bamké each year (Table 4.5).

The channels of recruitment did not appear to hawe systematic influence on
levels of income and remittances, except in the cdshe two migrants recruited through
formal sources who had the highest incomes.

Regarding the type of visa, one may observe tharepp success (high incomes
and remittances relative to migration cost) of tthrara visa holders, followed by those
who migrated with a fixed job contract. Having paite highest prices for their
migration, the ‘free’ visa holders were less sustidghan other two groups based on this
criterion. This is probably due also to the greateope for fraud in this type of
arrangement, whereby a migrant becomes fully degpgirwh the whims of the sponsor.
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Table 4.5 Distribution of the respondents by anmu@mes and remittances relative to

the cost of migration

Annual Income as % of the

migration cost No. Average duration (yrs) Average education (yrs)
Above 500% 8 10.7 4.8

Above 350%-500% 3 7.3 9

Above 200%-350% 10 6.7 4.9

Above 100%-200% 15 6.6 4.4

Below 100% 24 3.6 4.2

Total 60 6 4.7

Remittances as % of the migration

cost No. Average duration (yrs) Average education (yrs)
Above 350% 4 11.3 5

Above 200%-350% 5 10.4 6

Above 100%-200% 1 7.2 3.2

Above 50%-100% 12 7.8 5.3

Below 50% 28 3.2 4.7

Total 60 6 4.7
Annual Income as % of the

migration cost No. Contract (%) Free (%) Umra (%)
Above 500% 8 6 18 29
Above 350%-500% 3 6 5 0
Above 200%-350% 10 23 5 29
Above 100%-200% 15 26 18 43
Below 100% 24 39 55 0
Total 60 52 37 12
Remittances as % of the

migration cost No. Contract (%) Free (%) Umra (%)
Above 350% 4 3 9 14
Above 200%-350% 5 6 9 14
Above 100%-200% 11 23 0 57
Above 50%-100% 12 26 14 14
Below 50% 28 42 68 0
Total 60 52 37 12

In the following sections, we examine the variogsr®mic and non-economic
gains and losses of migration. Based on an assassineconomic indicators (the ability

to earn sufficient income to offset migration cosithin a year; to send remittances or
generate savings; to repay outstanding loans, rpad@uctive investments and/or raise
family incomes), the overall impact of migrationsMaund to be positive for the majority
— thirty-four out of sixty respondents (57%). Fbirteen (21%), the impact was assessed
as mixed and for the remaining thirteen, the exmee was, on balance, negative,
meaning that losses were incurred.
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Overseas incomes vis-a-vis the cost of migration

From a purely economic perspective, the gains froigration are impressive. The
annual average income of the migrants was estimaiele 39% higher than the
migration cost and 60% managed to earn more thginriigration cost within a year of
their migration. The proportion of women who earrghual incomes higher than their
migration cost was greater than for the men. Tietfaat men were involved in a wider
range 021; occupations, with a wider variation indme, may help explain this surprising
finding.

Table 4.6 Migration outcomes: Positive, negative amixed

Positive outcomes Male Female All
Respondents who sent remittances 40 12 52
Earned more income in a year than cost of migration 23 10 33
Repaid loans fully or partially 29 1 40
Able to generate savings 21 4 25
Became skilled 3 - 3
Bought land, repaired/ extended/constructed house 15 4 19
Satisfied with his/her migration experience 7 4 11
Negative outcomes

Income was too low to offset migration cost 22 5 27
Did not have any income 1 3 5
Being cheated, exploited and not satisfied with the migration 6 4 10
experience

Did not gain anything but became indebted and lost out 1 4 15
Became sick, had problems with food, had an accident but not 4 1 5
compensated

Family breakdown - 4 4
Mixed outcomes

Earned handsome income abroad yet dissatisfied with working 7 2 9
conditions

Rewarding but cheated by employer/sub-agent/relative 4 2 6
Materially successful but did not receive compensation when 3 - 3

suffered an accident while at work

Figure 4.1 demonstrates that there is an increaeiaverage income and amount of
remittances the longer the duration of overseag. $tewomes and remittances almost
doubled when the duration of migration exceeded f@ars.

20 Although women’s migration cost was 2.3 times lowean that of men, the latter earned
2.4 times more than women on average.
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Figure 4.1 The respondents’ average incomes andtta@ees by duration of

migration
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Table 4.7 Respondents’ average migration cost,mesoand remittances, ratio of
remittances to income and difference between annoebme and
migration cost, by occupational category

Occupational Mean Mean Average Ave. Difference

category (number migration income remittances  remittances/  between annual
of respondents) cost (Tk.) (Tk./yr) (Tk./yr) ave. income income and

(%) migration cost
(Tk)

Driver (1) 125,000 388,500 242,500 62 263,500
Business (8) 102,600 320,290 155,575 49 217,690
Salesman (4) 142,590 217,575 108,250 50 74,985
Factory worker (3) 93,267 197,917 108,800 55 104,650
Fitter (7) 159,507 197,700 109,500 55 38,193
Foreman (1) 85,000 189,000 82,500 44 104,000
Carpenter (3) 56,633 175,400 104,733 60 118,767
Construction (9) 189,980 153,926 70,549 46 -36,054
Cleaner (4) 66,500 128,048 60,270 47 61,548
Farm labour (6) 171,176 119,100 81,600 69 -52,076
Hotel boy (3) 200,667 103,100 6,833 7 -97,567
Housemaid (11) 61,109 68,760 60,270 88 7,651
All (60) 124,075 171,895 95,928 56 47,820

Table 4.7 presents the mean migration cost, incaandsaverage remittances by
occupational category. The third column computesraye annual remittances as a
percentage of annual income. It shows a wide range, a mere 7% for the hotel boys to
a maximum of 88% for the housemaids. Farm labouatss fared well in this respect,
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remitting nearly 70% of their earnings — albeitnfra low average income, as is the case
with the housemaids. The majority of the workemiteed, on average, around 50% of
their annual income back home. The final column potes the difference between mean
annual income and migration cost, as an indicdttinefinancial outcomes of migration.
It demonstrates the wide variety in outcomes acttesslifferent occupational categories,
from a positive balance of more than Tk. 260,000th® single driver, to a negative
balance of almost Tk.98,000 for the three hotelsbfyho incidentally also had the
highest average migration cost). The other categdall between these two extremes.
Even though these figures must be treated withiamaugiven the small sample size and
the probable recall bias, they serve to illustrdte wide diversity of migrants’
experiences in terms of the financial gains andds®f migration.

As noted earlier, the ability to earn higher incanmwerseas depends more on
skill levels, the duration of migration, type of ployer, bargaining power and the
strength of social networks at the destinationn thia the type of visa and the channels of
recruitmenfper se

“Job satisfaction”

As distinct from financial reward, “job satisfaatibencompasses whether the
migrants received their job-related entitlementg;luding timely payment of wages,
holidays, medical coverage, etc. While nearly 20% respondents expressed an overall
satisfaction with their migration, some 25% saidtttiheir economic gains alone failed to
satisfy them, mainly because they were not givernother work-related entitlements that
had been promised (Box 4.10). This demonstrated doenomic gains alone do not
ensure a positive migration experience.
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Box 4.10: The conditions for job satisfaction
» Relations with the employers or the supervisor

When the migrants had good relations with their employer and/or supervisor, they enjoyed their work
even if they had to work long hours. For example, a few domestic helpers such as Farida were highly
satisfied as they considered their employers as “good”. Farida used to work 14-15 hours each day, but she
was happy because there was no pressure from the employer or his family. She was given good food and
her employer bore all her expenditures during her stay, including medical costs.

Both Azad and Dulal who worked respectively as a hotel boy and a pipe fitter were also satisfied
because they had good relations with their supervisors. Four out of seven respondents who migrated with
an Umra visa were highly satisfied because they established good rapport with their employers and
managed to obtain a ‘free’ visa for their next trip.

By contrast, Motiur Rahman was not satisfied, even though he earned more than Tk. 140,000
annually and stayed overseas for 7 years. As he explained, “my supervisor was rude and my employer gave
me terrible food”.

> Entitlements

Enjoyment of benefits also influenced the level of job satisfaction. Jamil, Asif, Sonia, Saquib, Ehsan
expressed satisfaction mainly because they received all the facilities such as weekly holidays, promised
wages at regular intervals, Eid bonus and medical expenses.

On the other hand, 17 respondents reported some degree of dissatisfaction with their overseas work
experiences regarding wages, working hours, misbehaviour of the supervisor or employer and so on.

Remittances

The most important economic benefit of migratiorthe money remitted to families
back home; more than 80% of the respondents d&d Existing research suggests that
remittances provide an avenue for families to moue of poverty (Sen and Hulme,
2004). In fact, this study shows that remittancesstituted the largest source of the
respondents’ family incomes. However, while familgomes increased by around 22%
for the male migrants following migration, the oppie holds true for the female
migrants’ households, whose incomes declined balia Ror nearly 33% of households,
the remittances were not enough to repay the loanried prior to migration. This
situation was exacerbated by marital breakdownhoée women migrants who got
divorced or separated from their husbands onceréteyned home.

Women did not lag behind in sending remittance9% &f the women as compared
to 88% of the men did so. Given their low incom@smen migrants’ remittances on
average represented a higher proportion of theiorites than meff. The average
amount of women’s remittances was Tk. 60,680, whschround half that sent by the

2 Note that by sending 70% of their incomes as tamies, domestic helpers became the
leaders among all occupational groups in this kgéollowed by hotel boys and driver,
whose incomes were much higher than that of thedor
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men. Given women’s lower incomes and shorter domatf migration, this is not
unexpected.

It is interesting to note that thémra visa holders were among the most successful
migrants. They bore the lowest cost of migratiod arperienced fewer difficulties and
less cheating while abroad. In this process, teaped the highest returns through their
longer stay, higher incomes and larger remittances.

Repayment of outstanding loans

Migrants considered their migration as successtutwthey were able to repay
their outstanding loans and invest in buying lanchousing and in income-generating
activities. Nearly two-thirds of the migrants wedge to repay their outstanding loans, of
which 20% only partially repaid. That being sawlighly 33% failed to repay their loans
at all. They considered that this was largely du¢he fact that they had been cheated
about their expected wages by the private recguitigencies, the sub-agents or their
social networks.

Savings and investment in land, housing and
other assets

Roughly 33% of the men and 25% of women respondauésted remittances in
purchasing land and/or housing. This usually seteecbmpensate only partially for the
assets they had sold off to finance their migratiéstimates made in this study suggest
that the average size of cultivable land declinB&oln the case of the male migrants.
Women'’s investment in land was so small that itlhyaimproved their asset base.

The loss of land may have been partially offsed &lg investment in business and
the savings generated by 42% of the respondertsgding four women. Nonetheless, the
lack of attractive and non-taxable investment omidor returning migrants acts as a
disincentive to productive investment.

The employment situation after return

As the respondents were all return migrants who fetikned home within the
previous12 months, it was unsurprising that 25 (#2%them were unemployed at the
time of the interview. However, more than threeftgra of these, including two women,
were trying to make their next passage overseamgAWith their newly acquired skills
and experience, some of them also learnt Arabid,santhey believed it would now be
easier to find better jobs in the Gulf countrieeeTattraction of a large potential income
and migrants’ increased ambition clearly prevaitacer all the negative aspects of
migration. Respondents were only deterred from rngtg overseas by extreme
circumstances, such as serious illness, sexuakéausarital breakdown.

After their return, nearly 20% of the migrants eithjoined their family business or
started new ventures including grocery shops, @sliivation and tailoring. They all
invested in their respective small enterprises. &oaspondents had also learned skills
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overseas and four of them took up skilled jobs Hdamke e.g. welding, factory work and
catering. While working in construction, a good rben of the migrants learned rod
binding and pipe fitting, which helped them to acguetter-paid jobs at home or paved
the way for better employment when they migratesirag

Marriage and marital breakdown

Prior to migration, more than half of the men (56&&re unmarried, but on return, a
number of them got married. A change in the farsilgconomic status through
remittances and manifested in material changesoumsihg, clothing, etc., helped to
improve their prospects in the “marriage marketiug, Jamil, Asif, Saquib and Habib all
got married within three to six months of theiruret Some of the return migrants (four
men and two women) were actively involved in margyoff their brothers, sisters and
children.

By contrast, overseas migration seemed to destalitie marriages of the women,
three of whom divorced once they returned homeriféhaas not accepted back by her
husband who expelled her from the house. She eduimher own family, with her nine
month old daughter and within a month, receivedvarde notice’”> Rahima shared a
similar fate; her husband divorced her on the gdsuthat she did not earn any income
and he could not repay the loans he had taken orodtelf. Ironically, it seems that
women often had to suffer for decisions taken therd. For example, it was Rahima’s
husband who had decided to send her abroad tore@emoney.

Rumana had originally left to escape abuse by hebdnd, but returned within four
days of her migration. With the help of her matéfaaily, she started a small tailoring
business, for which she took loan from the Grani@mk and is gradually paying off her
loans.

These cases show that without legal and finanaggpart, it is difficult for the female
migrants to fight their case, repay their loans amdstablish themselves.

Litigation and conflict

Upon their return, a number of migrants were inedlvn litigation and conflict
with sub-agents and their relatives who cheatechtialek had a serious accident while
carrying bricks at work. He returned home with nodme and a heavy debt. Because he
obtained his visa through his father-in law, hegled a case at the local police station
against his father in-law for cheating him.

Several other migrants also fought with the rekgtivor sub-agents who had
cheated them. But this did not help them to recawsr of their money, as they had no

2 Sharifa was a victim of sexual exploitation angerdy the employer’s son and this was the
major reason for the breakdown of her marriage.
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receipts nor obtained any legal assistance fromGtreernment or NGOs. As indicated
earlier, local government functionaries often cduwith the sub-agents and hence it is
difficult to mobilise institutional support in sudases of cheating.

lliness, accidents and the migration outcome

Of the 15 respondents who did not have rewardirgyation experiences, at least
six suffered from illness or an accident. This paty created financial problems and
drastically shortened their overseas stay, but afferted their post-migration situation
(Box 4.11). It was sad to note that none of thepaadents received support from the
Bangladeshi Diplomatic Missions in their claims étmmpensation.
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Box 4.11 Health conditions impact the migration outcome

> lliness affects income

Moina fell ill on the job due to her excessive workload and the bad quality food provided by her
employer. Although her employer took her to see a doctor, he cut two months from her pay. Consequently,
she only earned Tk. 157,000 from two years of work overseas, which was barely sufficient to cover her
migration costs and not enough for any productive investment on her return. Her husband was also unable
to improve their financial situation, as he had to repay the loan (with interest) that they took to fund Moina’s
migration.

For Sadeq, things were even worse, as he was still suffering from the injuries he sustained through
abuse by his employer. He was sent back to Bangladesh within a year of his migration. At the time of the
interview he was very weak and still unable to work. He was fully dependent on his son and daughter to
sustain him.

» Accident-induced indebtedness

Both Malek and Khaleq incurred huge debt because of their work-related accidents. Malek did not
receive any compensation and Khaleq received less than 20% of the total cost. Although Khaleq was able to
repay his loans by finding another job, Malek was laid off from his job and could not earn any money to
repay the debts he had accumulated.

»  Stress

Abul Hossain got his first job only three months after arriving in KSA. He did not have a valid work
permit and his employer wanted to charge him 200 Riyals for one —money he did not have. So he was
arrested by the police and jailed for 18 days. This stressful situation, including the conditions in jail, affected
his health badly. As he had no money to pay for medical treatment, he had to depend on the charity of
Saudi citizens. He did not benefit from migration at all and is now looking to migrate again through formal
channels, so that he can repay his debts.
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Section 5 POLICY RECOMMENDATIONS

5.1. Policy imperatives

As long as the global economic crunch haunts treslof so many people, overseas
migration from Bangladesh will continue, even givttie formidable barriers and high
risks the migrant workers face. Considering thevitadility of migration, the
Government must work for the welfare of migrant keys to maximise the potential
gains, manage the deployment process and oversgetiat®mns to address the
problematic areas identified in this study, suchihespoor dissemination of information
on legal channels of recruitment and service prergidlack of effective monitoring and
regulation of private recruiting agencies and thecoupulous relationships between the
actors involved that give rise to fraudulent preesi

In this section, we suggest some policy initiatitkat could address these major
areas.

5.2. Ensuring regulatory compliance

In the context of high transaction costs, frequesuid and fake work contracts,
the Government must put in place simpler and nraresparent procedures with regard to
recruitment for overseas jobs, improve informatiissemination about these procedures
and allow public access to the results of inspastiand audits of the private recruiting
agencies. The rules should be simple and shouldrerefficient manpower delivery
systems while protecting workers from fraud, chegtand unnecessary harassment.

Despite there being a comprehensive regulatory dvamnk in the form of the
Emigration Ordinance of 1982 and subsequent Tijlgsese do not lay down mechanisms
by which the Government can act quickly to assist migrant workers in the case of
fraudulent practice. Moreover, the Government’sac#y to monitor and supervise the
recruiting agencies is extremely limited, evendaling complaints by workers. Issuance
of the Statutory Rules and Orders (SRO) must beatgd by increased capacity of the
government offices and machinery.

Given that BMET is already involved in deliveringultiple services in the
process of labour recruitment and migration, BOB&ly be better placed to deliver pre-
departure training, which BMET should then monitdhe Government’s plan to bring
all the service-providers under one roof may helgtteamline and enhance monitoring.
However, considering that most of the informatiaasdmination and transactions are

% Emigration Rules, 2002 S.R.O. No. 370-Law/2002leRidor Conduct and Licensing of
Recruiting Agencies (S.R.O. No. 371-Law/2002) dmel Wage Earners Welfare fund Rules
(S.R.O. No. 372-Law/2002).
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actually conducted at the local level, it is maesportant also to strengthen BMET local
offices so that all prospective migrants have emsyess to them. These offices should
outline the basic “do’s and don’ts” in the proce$overseas recruitment. BMET may
also develop a network of post offices and banksrtwide one-stop, quick services for
passport delivery, verification of contracts, logasd other pre-departure services.

Media partners, including private and public radi¥,and newspapers, must play
a more proactive role in disseminating informatrefated to overseas jobs, recruitment
procedure and services, publishing the names ofkldted and well-performing
recruitment agencies, and so on.

The Government should involve multiple stakeholdéns monitoring the
recruiting agencies, including trade negotiatorsgutators, legislators, professional
associations and civil society. Evidence from tihdippines, for example, demonstrates
the critical role played by civil society organisais in ensuring accountability and
transparency in recruitment processes. Migratidicy@s under relentless scrutiny from
the press, the Congress, the Church, and couMi@s¥s and pressure groups who draw
attention to any failure of Government to act orus@s or fraud committed against
migrant workers.

The Government should incorporate key lessons fgood regulatory practices
elsewhere. The ‘carrot and stick’ approach adopbgdthe Philippines Overseas
Employment Agency (POEA) is instructive. POEA potégjob seekers by regulating the
recruitment industry through effective sanctionshia case of violation of the law; it also
rewards agencies for good practice, through tax @hdr incentives. The Bangladesh
Overseas Employment Policy (BOEP) should thus enadequate punishment for the
violation of regulations by private recruiting agess, to act as a real disincentive.
Registration of théalals should also be made mandatory. The Government aisist
allocate adequate resources for effective inspectiaghe agencies.

BAIRA and its member agencies must be brought undeipliance. Licenses of
blacklisted and non-compliant agencies must beeswdgrl for longer periods, and higher
fines charged, and their names made public. lhortant also for BAIRA to review its
internal rules and introduce necessary reformdudieg the removal of Members of
Parliament as its members.

5.3.  Providing services to migrant workers at
destination

The respondents emphasised the role of the diplomassions to protect the
Bangladeshi labourers in terms of their wages amrebfits, and to take action against the
employers and recruitment agencies that violateanig’ rights.

To safeguard migrant workers’ rights, MEWOE and |Bipatic Missions abroad
could run Migrant Welfare Centres modelled on thesi®eas Filipino Resource Centre
(OFRC), in those countries where there are mora 83000 Bangladeshi workers. It
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could provide counselling and legal services; welfaassistance, including the
procurement of medical, hospitalisation and reptitn services; post-arrival orientation
and related services; training and skills upgradmgnitoring of daily situation of the
migrant workers; dispute-resolution services withpéoyers or contractors; registration
of undocumented workers; providing shelter to has®lworkers; and orientation of
returning migrants. The Diplomatic Missions couldoaprovide telephone hotlines for
migrant workers, enabling the Mission to take proaxgiion in case of urgent need. They
should also employ a Legal Assistant to provide @ndrdinate legal services to migrant
workers in distress. A Legal Assistance Fund shdwddestablished, and guidelines,
criteria and procedures put in place to governsts.

Bi-lateral agreements, Memoranda of Understanding ather negotiations
should be undertaken with the host country goventmand other relevant stakeholders,
in order to monitor migrant workers conditions amdorce their legal protection.

These services could be funded by a welfare fumdted with fees from the
migrant workers and other sources (e.g. surcharge fopassport and other services
provided by the Bangladeshi diplomatic missionsoall). The Wage Earners Welfare
Fund requires reform, to which a migrant worker camrently have access only
posthumously e.g. payment of Tk. 20,000 for creomatind Tk. 100,000 to the dead
worker’'s family. As the volume of migration has ieased, so has the migrants’
contribution to the fund. The Government must ndanpfor the Fund’'s proper and
effective utilisation, including providing workersvith loans for migration costs,
providing legal and other support services abroatlira-integration support for returnees
(with priority to female workers). For example, laast 20% of the migrant’'s welfare
fund should be directed to a health insuranceitaédr poor migrant workers, with 20%
of the funds reserved for disadvantaged women migra

5.4. Policies to build the capacity of migrant
workers

NGOs and/or the banking sector could start schetmesffer migrant workers
various preferential loan facilities, such as pepatture loans, housing loans and small
business loans. This would help to reduce the nurabendocumented workers and to
address the perennial problem of financing the aafstmigration. Following the
Philippine’s example, a branch could be createtthiwiMEWOE to administer a loan
fund with contributions from the Government, Bamgish Bank and other commercial
banks with matching funds from the private sedtmluding NGOs. All the semi-skilled
and unskilled migrant workers may apply for predtggre loans, with priority given to
women. They should also have compulsory skills Emdjuage training in Arabic by
BMET or BOESL, tailored to the jobs for which thage destined.

Policies related to the post-migration period stiobé geared to provide low
interest loans; preferential access to Small EntspDevelopment Fund (SEDF);
imports of capital goods and raw materials for me#e migrants who may set up their
own small businesses; business training and cdingsschemes, premium interest rates
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for their savings; favourable tax regime etc. MEW®@Hst work closely with the local
level NGOs to develop re-integration programmes rigurned migrants and identify
productive and sustainable avenues for investmiergnoittances. It is also important to
target coverage of poor migrant workers’ familieghe safety net and social protection
programmes of the country’s poverty reduction amgleyment generation programmes.

5.5. Concluding remarks

The Government adopted the Bangladesh Overseasomght Policy in
October 2006 but little has been done so far tarends effective implementation. To
enhance the country’s development potential froexghrspective of remittances, trade
and employment generation, as well as for the lieoiethe migrant workers themselves,
it is imperative that the Government implementB@EP.

The Government has developed a strategy paper gnation, which covers:

a) Extension of existing markets for Bangladeshikecs overseas;
b) Exploration of new markets;
C) Strengthening Bangladeshi embassies abroad;

d) Strengthening the capacity and curricula oftteing institutions, in line with
the needs of foreign employers;

e) Controlling fraudulent activities of private rating agencies and other
organizations working in this field;
f) Increasing the number of migrants froMdéngd’ 2* areas;

Q) Welfare of the migrant workers etc.

This study revealed that, despite respondents’ dni@eperiences overseas, a
significant number (one third) of them were makiagangements for their next
migration. The attraction of a large potential im@and migrants’ ambitions prevailed
over all the negative aspects of migration. In gostext, it is doubly important for the
Government to increase its efforts to ensure régulacompliance. Good governance is
crucial to maximise the benefits of migration anshimise its costs both to the workers
themselves and to the country.

24 Mongarefers to a cyclical phenomenon of poverty and leurdfecting people from the northern region
of Bangladesh.

56 WP 63 Unraveling the Vicious Cycle of
Recruitment.doc



References

Afsar, R. 2007aRemittances Management in South Asia: PromotingitRemes and
Small and Medium Enterprises Links in Banglade&hpaper presented at the Nepal
Rastra Bank seminar on Management of Workers’ Rangés in SAARC Countries,
May 9-11.

Afsar, R. 2007bTemporary Migration and Trade Services: Weak LiWeg]l-Being and
Win-Win OptionsA paper prepared for the World Bank’s Study onrtdasing Services
Trade for South Asia’s Development Migration frorari§ladesh: Key Research Issues
for Investigation, BIDS, Dhaka.

Afsar, R. 2005. “Conditional Mobility: The Migratioof Bangladeshi Female Domestic
Workers”, in Shirlena Huang, Brenda S.A. Yeoh armbNAbdul Rahman (eds.AAsian
Women as Transnational Domestic Workéviarshall Cavendish Academic, Singapore
National University, Singapore.

Afsar, R. 2004b. “Bangladeshi Women’s Entry to Qeas Manufacturing Sector: New
Signals and Policy ParadignPeminist Review77:175-179.

Afsar, R. 2003 Rapid Social Investigation on Policies, Mechanisangl Services and
Issues of Migrant Women Workers of BangladésiStudy Sponsored and Funded by
UNIFEM under its Asia-Pacific Regional Programme t&mpowerment of Migrant
Women Workers, New Delhi, September 21, 2003.

Afsar, R., Mohammad, Y., and A. B. M. Shamsul Isld&002.Are migrants chasing
after the Perilous lllusion? A study on Cost-BenAfalysis of Overseas Migration by
the Bangladeshi Laboumternational Organization for Migration (IOM) haka.

Bangladesh Bureau of Statisti006. Preliminary Report on Household Income and
Expenditure Survey 200Ministry of Planning, Government of the PeoplRspublic of
Bangladesh.

INSTRAW 2005. Crossing Borders: Gender, Remittances and DevelopmiéN
INSTRAW, Santo Domingo.

Kuhn, Randall SThe logic of Letting Go: Family and Individual Magron from Rural
Bangladesh Working Paper Series 00-09,Labour and Populafsagramme, Rand
Corporation, Santa Monica, 2000.

Raghuram, P. 2005. Global Maid Trade: Indian Domoé&torkers in the Global Market,
in Shirlena Huang, Noorashikin Abdul Rahman and nBee Yeoh (eds.)Asian
Transnational Domestic WorkerSingapore: Marshall Cavendish.

Sen, B. and D. Hulme (eds.), 20@hronic Poverty in Bangladesh: A Tale of Ascent,
Decent, Marginality and Persistence: The Statehef Poorest 2004/2008Bangladesh
Institute of Development Studies and Chronic PgvBesearch Centre (CPRC), Institute
of Development Policy and Management (IDPM), Unsitgrof Manchester, UK.

Siddiqui T. 2002. Beyond the Maze: Streamlining &uab Recruitment Process in
Bangladesh. Dhaka: RMMRU, 2002.

WP 63 Unravelling the Vicious Cycle of Recruitment.doc 57



Todaro, M.P. 1969. A Model of Labour Migration abdban Unemployment in Less-
Developed Countrie®dsmerican Economic Review9(1): 138-148.

Zeitlyn, B. 2006.Migration from Bangladesh to Italy and SpaiRMMRU, Dhaka
(www.samren.org/Fellowship/papers/Beji/pdf

58 WP 63 Unraveling the Vicious Cycle of
Recruitment.doc



List of Working Papers of the Programme
for the Promotion of the Declaration on
Fundamental Principles and Rights at Work

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

10

11

No 12

No.

No.

13

14

Bonded Labour in Pakistan, by Aly Ercelawd duhammad Nauman, June 2001.
A Perspective Plan to Eliminate Forced Laboundia, by L. Mishra, July 2001.

Défis et opportunités pour la DéclarationBanin, by Bertin C. Amoussou, August
2001.

Défis et opportunités pour la DéclarationNager : Identification des obstacles a la
mise en ceuvre des principes et droits fondamensaukravail et propositions et
solutions au Niger, by Moussa Oumanou, August 2001.

Egalité de rémunération au Mali, by Dominiddeurs, August 2001.

Défis et opportunités pour la Déclaration Bwrkina Faso, by Seydou Konate,
September 2001.

Child Labour in the Russian Federation, bgtlBwa Stephenson, June 2002.
Intersecting risks: HIV/AIDS and Child Laboby Bill Rau, June 2002.

Los principios y derechos fundamentales etradlajo: su valor, su viabilidad, su
incidencia y su importancia como elementos de psmreconomico y de justicia
social, de Maria Luz Vega Ruiz y Daniel Martinagial2002.

The Links between Collective Bargaining dbguality, by Adelle Blackett and
Colleen Sheppard, September 2002.

Annotated bibliography on forced/bonded labdn India, by Dr. L. Mishra,
December 2002.

Minimum wages and pay equity in Latin Amerideay Damian Grimshaw and
Marcela Miozzo, March 2003

Gaps in basic workers’ rights: Measuring eingtional adherence to and
implementation of the Organization’'s values with bijm ILO data, by
W. R. B6hning, May 2003.

Equal Opportunities Practices and EnterpriBerformance: An investigation on
Australian and British Data, by Prof. V. Pérotir, B. Robinson and Dr. J. Loundes,
July 2003

WP 63 Unravelling the Vicious Cycle of Recruitment.doc 59



No. 15 Freedom of Association and Collective Barigy, a study of Indonesian experience
1998-2003, by Patrick Quinn, September 2003

No. 16 Gender-based occupational segregation in18%#0s, by Richard Anker, Helind
Melkas and Ailsa Korten, September 2003.

No. 17 Normalised and Disaggregated Gaps in Basick®¥s' Rights, by W.R. B6hning,
November 2003

No. 18 Forced Labour: Definition, Indicators anddderement, by Kanchana Ruwanpura &
Pallavi Rai, March 2004.

No. 19 Pay equity, minimum wage and equality at kwaheoretical framework and
empirical evidence, by Jill Rubery, November 2003

No. 20 A rapid assessment of bonded labour in Bakis mining sector, by Ahmad Salim,
March 2004.

No. 21 A rapid assessment of bonded labour in kazar industries in Pakistan: glass
bangles, tanneries and construction, by the Caolle¢br Social Science Research in
Karachi, March 2004.

No. 22 A rapid assessment of bonded labour in docnesrk and begging in Pakistan, by
the Collective for Social Science Research in Kairddarch 2004.

No. 23 A rapid assessment of bonded labour in #rpet industry of Pakistan, by Zafar
Mueen Nasir, March 2004.

No. 24 Unfree labour in Pakistan — work, debt aaddage in brick kilns in Pakistan, by the
Pakistan Institute of Labour Education & Reseaktarch 2004.

No. 25 Bonded labour in agriculture: a rapid assess in Punjab and North West Frontier
Province, Pakistan, by G.M. Arif, March 2004.

No. 26 Bonded labour in agriculture: a rapid assess in Sindh and Balochistan, Pakistan,
by Maliha H. Hussein, Abdul Razzaq Saleemi, SairaitMand Shazreh Hussain,
March 2004.

No. 27 Las desigualdades étnicas y de género emerlado de trabajo de Guatemala, de
Pablo Sauma, Marzo 2004.

No. 28 Libertad de asociacién, libertad sindicall yeconocimiento efectivo del derecho de
negociacion colectiva en América Latina : el dedarpractico de un principio
fundamental, de Maria Luz Vega-Ruiz, Abril 2004.

No. 29 Methodologies for global and national estiora of human trafficking victims:
current and future approaches, by Bruce Kutnickiri¢ka Belser & Gergana
Danailova-Trainor, February 2007.

60 WP 63 Unraveling the Vicious Cycle of

Recruitment.doc



No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

30

31

32

33

34

35

36

37

38

39

40

41

42

43

44

45

Directions for national data collection corced labour, by Michaélle De Cock,
February 2007.

Human trafficking in Europe: an Economicdpective, by Gijsbert Van Liemt, June
2004.

Chinese migrants and forced labour in EurbgeGao Yun, August 2004 (English,
French & Chinese version).

Trafficking of migrant workers from Romanigssues of labour and sexual
exploitation, by Catalin Ghinararu & Mariska N.&nvder Linden, September 2004.

Recruitment for employment abroad: law, ge$ and current practice in Romania,
by Catalin Ghinararu, March 2005.

Methodologia para estimar el costo labooalgex, de Lais Abramo, Silvia Berger,
Héctor Szretter y Rosalba Todaro, Setiembre 2004.

The social status of workers from Tajikistarthe construction industry in Russia,
not published yet.

Trafficking of migrant workers from Albanissues of labour & sexual exploitation,
by Sarah Stephens & Mariska van der Linden, in ecatpn with the International
Catholic Migration Commission & the Centre for Rgdée and Migration Studies,
November 2005.

Forced labour outcomes of migration from fibea: rapid assessment, by Eduard
Mihailov, Mariska N.J. van der Linden & Shivaun 8k, in cooperation with
International Centre for Women'’s Rights Protectma Promotion, November 2005.

Trafficking of migrant workers from Ukrainissues
of labour and sexual exploitation, by Tetyana Kirya
& Mariska N.J. van der Linden, September 2005.

El Trabajo Forzoso en la Extraccion de ladéta en la Amazonia Peruana, de
Eduardo Bedoya Garland y Alvaro Bedoya Silva-Séetien, Marzo 2005.

Enganche y Servidumbre por Deudas en Bolidéa Eduardo Bedoya Garland y
Alvaro Bedoya Silva-Santisteban, Marzo 2005.

Forced Labour and Human Trafficking: estinmtthe profits, by Patrick Belser,
March 2005

Bonded Labour in India: its incidence antigra, by Ravi S. Srivastava, June 2005.

Affirmative Action for Racial Equality: faates, impact and challenges, by Manuela
Tomei, May 2005.

Servidumbre por deudas y marginacion efate@ de Paraguay, de Alvaro Bedoya
Silva-Santisteban y Eduardo Bedoya Garland, JW@s2

WP 63 Unravelling the Vicious Cycle of Recruitment.doc 61



No. 46 La discriminacién en los procesos de sabecde personal de Patricia Vera Rojas,
Septiembre 2005.

No. 47 Collective bargaining and gender equalityatin America: a comparative analysis,
by Lais Abramo and Marta Rangel, May 2006.

No. 48 Legal aspects of trafficking for forced lab@urposes in Europe, by Rohit Malpani,
April 2006

No. 49 Analyse comparative de la mise en ceuvre rdit d I'égalité de rémunération:
modeéles et impacts, par Marie-Thérése Chicha, sdypee2006.

No. 50 Impact des principes et normes de I'OIT Issr performances des entreprises au
Bénin, par Albert Honlonkou, octobre 2006.

No. 51 Impact des normes fondamentales du trawvailla productivité des entreprises
sénégalaises, par Alfred Inis Ndiaye et Abdoulagit Bctobre 2006.

No. 52 Impact des principes et normes de I'Orgdinisdnternationale du Travail (OIT) sur
la performance des entreprises au Burkina Fasolassané Ouedraogo, octobre
2006.

No. 53 Globalization and the illicit market for hamtrafficking: an empirical analysis of
supply and demand, by Gergana Danailova-Trainor a&iék Belser, December
2006.

No. 54 No discriminacién e igualdad: su incideneia la reforma laboral, de Maria Luz
Vega Ruiz, Enero de 2007.

No. 55 Exploratory study on trafficking and lab@xploitation of West African immigrants
in the Netherlands, by Blanca Garcés-Mascarefiaslarmen Doomernik, October
2007.

No. 56 Debt-bondage in Rural Labour Markets: A ipldtcase study in Latin America , by
Patrick Belser, Alvaro Bedoya, and Eduardo Bedéymust 2007.

No. 57 Forced labour and trafficking in Europe: hogople are trapped in, live through and
come out, by Beate Andrees, February 2008.

No. 58 Etude relative aux obstacles a la mise ewrexales principes et droits fondamentaux
au travail au Cameroun, par Paul-Gérard Pougoueat-Marie Tchakoua, octobre
2007.

No. 59 Obstacles a la mise en ceuvre des principesoés fondamentaux au travail —
Madagascar, par Amédée Andriamisa-Ramihone et @dalairette Razanarimanana,
décembre 2008.

No. 60 L'application des principes et droits fon@damaux et des normes internationales dans
18 entreprises a Madagascar, par Rakotondrainib@,Féécembre 2008.

62 WP 63 Unraveling the Vicious Cycle of

Recruitment.doc



No. 61 Non-discrimination & égalité dans I'emplaila profession — Extractions a partir de
la base de données de Vigeo, 2006-2007 (Etudeséégtiour le Bureau international

du Travail).

No. 62 Etude nationale sur la Discrimination en ibt&t d’Emploi et de Profession a
Madagascar & Propositions pour I'Elaboration d’'uimgPamme National pour son
Elimination

WP 63 Unravelling the Vicious Cycle of Recruitment.doc 63



