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Preface

The International Labour Organization (ILO) 
inaugurated its project office in Qatar in April 2018 
to support the implementation of a comprehensive 
programme on working conditions and labour rights. 
The Technical Cooperation Programme reflects the 
common commitment of the Government of Qatar 
and the ILO to cooperate on ensuring compliance with 
ratified international labour conventions, as well as 
achieving fundamental principles and rights at work 
in the State of Qatar in a gradual manner during the 
period 2018–20.

The Ministry of Administrative Development, 
Labour and Social Affairs (ADLSA) and the ILO have 
conducted a series of innovative studies and reviews of 

international good practices to support the adoption 
and enhancement of laws, policies and systems. ADLSA 
and ILO officials, as well as independent researchers, 
have met with relevant stakeholders and were provided 
access to raw data and information in order to put 
forward detailed recommendations that were suited to 
the context in Qatar. The reports have been presented 
and discussed in various meetings, and many of the 
proposals have been incorporated into the plans and 
activities of the Technical Cooperation Programme.

This report aims to provide deeper insight into the 
strengths and gaps in the Wage Protection System from 
a number of perspectives, and put forward actionable 
recommendations for its improvement.

Mohammed Hassan Al Obaidly
Assistant Undersecretary for Labour Affairs

Ministry of Administrative Development, Labour & Social Affairs

Houtan Homayounpour
Head of Project Office
ILO, Qatar 
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Executive summary

The Wage Protection System (WPS) introduced in late 
2015 obliged all employers covered by the Labour Law 
to transfer their employees’ wages through Qatari 
banks, within seven days of their due date. The WPS 
has led to more timely payment of wages and reduced 
a range of wage abuses. It has enabled a fairer and more 
transparent resolution of wage disputes, in the interests 
of workers, employers and the government. The WPS 
plays an important role in efforts to combat trafficking 
and forced labour, and also contributes to reducing the 
illegal practice of ‘free visas’. Furthermore, by enabling 
employees to open bank accounts regardless of their 
income, it has extended inclusion in banking institutions. 

Wage abuses, however, are still far too common, as 
evidenced by the rate of non-compliance with the WPS, 
and the number of complaints lodged with ADLSA. 
Wage-related grievances constitute the majority of the 
complaints received by the Labour Relations Department 
and the Workers’ Dispute Settlement Committees (DSCs). 
As the resolution of wage disputes currently tends to be 
extremely time consuming and costly, a more effective 
WPS will not only offer better protection for both workers 
and employers, but also reduce the strain on ADLSA.

Three years on from the establishment of the WPS, ADLSA 
and the International Labour Organization (ILO) Project 
Office in Doha commissioned an assessment of the WPS 
to identify gaps and put forward recommendations for 
improvement. The assessment falls under the scope 
of the technical cooperation project between the 
Government of the State of Qatar and the ILO, and is part 
of the extensive set of reforms underway. 

The report briefly reviews the law, the institutional 
framework, the processes and the internal operations 
of the WPS as a unit under the Labour Inspection 
Department (LID). Semi-structured interviews were 
carried out with all relevant stakeholders. These meetings 
were arranged by the WPS Unit (WPSU), and attended 
by the independent consultant and representatives 
from ADLSA and ILO. The findings of this report show a 
sophisticated system of monitoring wage payments with 
massive potential for improved coverage. 

Currently, there are over 1.3 million workers and 
over 50,000 enterprises registered with the WPS. But 
a substantial proportion of eligible workers are still 
not covered, particularly within small enterprises. 
The WPS requires strict adherence to the information 
and format required for banks to register wage 
payments. Many micro- and small enterprises do not 
have the capacity to navigate the process, despite 
the support available from ADLSA and the banks. 

Because of the large number of alerts raised for 
potential violations, the WPSU prioritizes its workload 
according to the severity and risk of each alert. To 
date, there have been a total of 39,000 enterprises 
being denied ADLSA services (however temporarily), 
including a block on applications for work permits 
and the renewal of current work permits. However, 
the threat of severe penalties is not immediate, and 
does not serve as a sufficient deterrent, especially as 
non-compliant companies are given warnings and 
multiple opportunities to rectify the wage abuses. 
The law allows for tougher penalties to be applied.  

The monthly tally of violations detected varies, but 
in an average month this affects a relatively small 
proportion of all workers registered in the system. 
Moreover, the system fails to pick up important 
types of abuse, nor does it gather systematic data on 
those it successfully detects, thus hampering a more 
comprehensive impact assessment. Data is currently 
collected on three types of violations: low payment 
(but not under-payment); excessive deductions; 
and unpaid overtime hours that are reported by the 
employer. Thus, at present, under-payment or non-
payment of overtime remain invisible to the system.

The report sets out 14 recommendations to broaden 
the workforce coverage of the WPS and orientate it 
towards validation of the component elements of 
monthly salaries (basic wage, overtime, allowances 
and deductions) in addition to monitoring non-
payment. The recommendations are grouped at 
three levels, and are summarized below.



1.  At  th e  natio na l  inst i tut io na l  level : 

Recommendation 1 urges the strengthening of 
ties between the WPSU, the police, the public 
prosecutor’s office and the courts, as well as the 
National Committee to Combat Human Trafficking 
(NCCHT) so that penalties become more stringent 
and are imposed more swiftly. If more fines were 
issued, as set out in the Labour Law, this would serve 
as a deterrent to other companies. 

Recommendation 2 is to offer positive incentives 
for enterprises to comply with WPS requirements. 
These can include bidding preference in government 
tenders, streamlining work permit applications 
and other administrative processes. Conversely, 
companies with WPS violations should be penalized 
when competing for government contracts, or simply 
excluded. This would help to ensure a fairer playing 
field for enterprises. 

Recommendation 3 is to ensure that banks provide 
all employees with a monthly payslip on demand, 
with details of the wage, overtime, allowances and 
deductions. This will allow workers to verify whether 
the correct amount has been paid to them.

Recommendation 4 addresses the non-payment 
of wages due to insufficient funds from the failure 
of payment within subcontracting and labour 
outsourcing schemes. It suggests a ban on the practice 
known as ‘pay when paid’, and the introduction of a 
joint liability scheme to ensure that all workers on a 
project are paid on time, in full and through the WPS.

Recommendation 5 urges an awareness raising 
programme for small enterprises with training on 
correct preparation and submission of the Salary 
Information File (SIF), as well as clear explanations of 
the penalties that will be triggered by non-compliance.

2.  At  th e  m inister ia l  level

Recommendation 6 calls for the wealth of data, 
information and insights generated by the WPS to inform 
strategic planning by the Labour Inspection Department. 
Reports should be automatically generated, shared and 
reviewed on a quarterly basis. The risk index, according 
to which system alerts are prioritized, must be reviewed 
as a matter of strategic urgency, and overhauled, to 
incorporate  the use of predictive analytics.

Recommendation 7 calls for better and more 
systematic coordination between the WPSU and the 
labour inspectorate, such that a given enterprise’s 
electronically documented pattern of WPS compliance 
(or non-compliance) routinely underpins the 
preparation for and conduct of an inspection, including 
inspectors’ advisory services to employers, particularly 
small enterprises. 

Recommendation 8 calls for greater use of WPS data 
in the complaints process, including the DSCs, and in 

the activation mechanism of the Workers’ Support and 
Insurance Fund. Rapid access to WPS data as evidence 
of payment should expedite the resolution of wage 
complaints.

Recommendation 9 is to increase WPS coverage, 
particularly among enterprises with 11-50 and 51-
100 employees. Discussions should be held with 
representatives of small businesses to discuss the 
challenges posed by compliance, and adjustments 
could be made to facilitate the process for them.

Recommendation 10 seeks to ensure that domestic 
workers, a very vulnerable category, are covered by the 
WPS or a similar monitoring mechanism. The existing 
process would be too complicated for many employers 
of domestic workers, as it has proved for small 
enterprises, and so a much less onerous procedure 
would need to be designed.
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Recommendation 11 addresses the problem of 
verification by the WPS of the terms set out in the 
workers’ contract, including the basic salary, food 
and other allowances as well as lawful deductions. 

In the first instance, this will require an intensive 
campaign to have all contracts attested and linked 
electronically to the WPS. 

3.  At  th e  l evel  o f  t he  WPSU

Recommendation 12 calls for the WPSU to increase 
its resources to develop a more systematic data 
collection system that will identify trends and track 
progress on key indicators such as non-payment, 
minimum wage, overtime, food allowances and 
unlawful wage deductions. Some modifications to 
the SIF are suggested to improve overtime and food 
allowance transparency and verification.

Recommendation 13 offers suggestions for 
improved efficiency measures to be introduced in 
the WPSU to prevent backlogs of company alerts 
and hand down more stringent penalties for non-
compliance.

Recommendation 14 recognizes the need for WPS 
communication with workers as well as employers. 
This will be facilitated by including the employee’s 
mobile number in the SIF and interpretation services.
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1. Introduction

1 SESRI conducts an annual representative sample survey (as part of their Guest Worker Welfare Index) which entails a wide range of questions on 
living and working conditions.
2 See Law No. 17 of 2018 establishing the Workers’ Support and Insurance Fund.

The Government of Qatar introduced the Wage 
Protection System (WPS) in 2015. More than 1.3 
million workers are registered in the system, 
substantially strengthening the protection of wages 
in the country. The WPS has also significantly 
increased the Government’s ability to intervene in 
the long-standing issue of wage disputes, in the 
interest of workers and employers, and resolve 
matters in a more transparent and fair manner. 

Studies conducted by the Social and Economic 
Survey Research Institute (SESRI) at Qatar 
University found that the proportion of workers 
paid in cash dropped from 12 per cent in 2017 to 
8 per cent in 2018. When asked whether they were 
paid on time, 81 per cent responded “always”, 14 
percent “usually”, 4 per cent “sometimes”, and 1 per 
cent “never”.1

Wage abuses are still far too common, as evidenced 
by the number of enterprises still not registered, 
the rate of non-compliance with the WPS, and the 
number of complaints submitted to the Labour 
Relations Department and the Dispute Settlement 
Committees (DSCs). The establishment of a Workers’ 
Support and Insurance Fund reflects the complexity 
of ongoing challenges.2 

Three years have passed since the introduction of 
the WPS, presenting an opportune juncture for it to 
be reviewed, and upgraded accordingly. The purpose 
of this report is to assess the entire system, identify 
gaps and offer recommendations for improvement. 
This initiative is part of a comprehensive set of 
reforms being undertaken by the Government of 
Qatar, in cooperation with the ILO, to improve the 
conditions of migrant workers in line with national 
laws and international standards.

1.1 .  Obj ec t ives

The primary objectives of the study are to:
a.	Assess the design of the WPS (making use of the 

process mapping method) and its capacity to 
capture information required, including conditions 
agreed in signed employment contracts, such as 
the basic wage, and the details of allowances and 
deductions.

b.	Review the current compliance framework 
and associated procedures, in particular the 
identification of violations, and the issuance of 
sanctions and penalties for non-payment of wages. 

c.	 Assess how the WPS can become more strategically 
effective in linking to other ongoing initiatives by 
the Government of Qatar, such as the possible 
introduction of a new minimum wage, the 
establishment of Qatar Visa Centres in countries 
of origin, enhanced labour inspection efforts, the 
establishment of DSC and the Workers’ Welfare 
and Insurance Fund. 

d.	Suggest practical ways to expand WPS coverage 
to include domestic workers, perhaps through a 
simplified parallel wage monitoring structure.
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1.2 .  Meth od olo gy

The study was conducted in three phases, in 
conjunction and coordination with ADLSA’s WPS 
Unit (WPSU), the ILO Project Office in Qatar and an 
independent consultant. 
1.	The consultant first conducted a desk review of 

existing information, including some of the latest 
2018 administrative data from ADLSA on the WPS, 
and other comparable systems. 

2.	Semi-structured interviews were held with 
relevant stakeholders on the law, administration, 
functioning and enforcement of the WPS. These 
meetings were arranged by the WPSU, and 

attended by the consultant and representatives 
from ADLSA and ILO. 

3.	The information and data collected through the 
desk review and the semi-structured interviews 
were analysed, and the report was drafted by the 
consultant. The key findings were reviewed by the 
WPSU prior to finalization of the report. 

Although additional data on the types of violations 
and the outcomes of action taken against employers 
would have facilitated a few more detailed insights, 
a number of conclusions may nonetheless be drawn 
regarding the current effectiveness of the WPS.
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2. Rationale and objectives of the WPS

3 Wells, J. “Protecting the Wages of Migrant Construction Workers”, Engineers Against Poverty [2018]. 
4 Jureidini, R. Wage Protection Systems and Programmes in the GCC, Gulf Labour Markets, Migration and Population Programme (GLMM)[2017]. 
http://gulfmigration.org/media/pubs/rp/GLMM_EN_2017_RR01.pdf
5 ADLSA, “An Explanatory Leaflet on WPS”, which also provides a comprehensive explanation of the payroll data required, subscription requirements 
for employers and how to complete a monthly Salary Information File for the bank. https://www.adlsa.gov.qa/en/Pages/wpsleaflet.aspx 
6 Ibid.

Wages are the primary concern of workers, 
particularly low-wage workers, and around the 
world a variety of wage protection measures 
have consequently been introduced. In the Gulf 
Cooperation Council (GCC) countries, wage abuses 
of migrant workers have been highlighted for 
several years in the media, by the governments 
of countries of origin, by international NGOs and 
international organizations. The focus of attention 
is frequently the construction sector, which is 
particularly notorious for non-payment and wage 
disputes. This is largely a result of long and complex 
subcontracting chains, outsourcing and the 
widespread practice known as ‘pay when paid’.3 In 
response, a number of GCC States, including Qatar, 
have adopted wage protection systems.4   

The purpose of the WPS in Qatar is clearly stated in 
Article 1 of Ministerial Decision Number 4 of 2015:

The Labour Inspectorate of the Ministry of 
Labour and Social Affairs takes the necessary 
measures to implement the Wage Protection 
System (WPS) for workers subject to the 
aforementioned Labour Code.

The aim of the programme is to ensure that 
employers are obliged to pay the wages of 
workers who are subject to the Labour Code 
within the prescribed deadlines, in accordance 
with their employment contracts and the 
regulations in force in the State.

The ADLSA website and explanatory booklet5 lists 
the following specific objectives: 
1.	To protect workers from manipulation of their 

financial entitlements;
2.	To enable ADLSA to continuously review and 

compare the data of employees with the data 
in its possession to ensure compliance with the 
provisions of the Labour Law;

3.	To minimize legal disputes between parties with 
regard to payment of wages, while increasing 
efficiency in dealing with such disputes;

4.	To assist the judiciary in issuing judgments 
and settling disputes concerning employees’ 
entitlements;

5.	To promote the principle of human rights in the 
State of Qatar;

6.	To enhance security and stability by creating a 
safe working environment (as the system spares 
workers and employers the need to keep cash at 
the workplace, it precludes an obvious risk of loss 
or theft).6

Although not a primary objective of the system, it is 
worth noting that the WPS also has the potential to 
curtail the illegal practice of ‘free visas’. Workers on 
a so-called free visa are brought in by one sponsor, 
but work for someone else, or freelance with several 
different employers – often receiving cash in hand. 
This is prohibited by law. As the WPS continues 
successfully to supplant cash-based arrangements, 
and as it can swiftly identify a sponsor’s payments 
into a worker’s bank account, sponsors increasingly 
find themselves devising complicated ways to avoid 
detection, rendering free visa arrangements less 
attractive in the first place.

Assessment of the Wage Protection System in Qatar
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Box 1. Complaints data from an embassy

The embassies of all the major countries of origin receive complaints from their nationals. A focus 
group discussion with a number of embassy officials in November 2018 revealed that wage-related 
complaints are the most common. One embassy shared information that illustrates the nature of 
the complaints they handle. 

In the eight months from July 2017 to February 2018, the embassy received 1,840 complaints filed 
by 1,051 workers at 378 companies. Nearly all these complaints related directly or indirectly to 
remuneration (see list below). Many of these issues are not addressed by the WPS. Notification of 
such violations is thus reliant upon worker complaints.

Unpaid/Delayed Salary		  384 (38%)
Reduced Salary			   176 (18%)
End of Service/Gratuity		  141 (14%)
Excessive deduction		  79 (8%)
Overtime			   72 (7%)
Vacation/Leave Pay		  65 (6%)
No Food Allowance		  54 (5%)
Airfare				    37 (4%)
					     1008 (100%)

5
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3. International standards 
and comparative experience

3.1 .  ILO Convent io n 9 5

7 ILO Protection of Wages Convention, 1949 (No. 95). https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_
ID:312240
8 ILO Protection of Wages Recommendation, 1949 (No. 85). https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:::NO:12100:P12100_INSTRUMENT_
ID:312423
9 General Survey of the reports concerning the Protection of Wages Convention (No. 95) and the Protection of Wages Recommendation (No. 85), 1949 
(ILO, Geneva), 2003.   https://www.ilo.org/public/english/standards/relm/ilc/ilc91/pdf/rep-iii-1b.pdf
10 ILO Recommendation No. 85 contains detailed provisions on the wage conditions which should be brought to the knowledge of the worker before 
signing a contract of employment and specifies the particulars to be indicated on the worker’s payslip or wage statement at the time of each payment.
11 Employment Act of Singapore (revised 2009). https://sso.agc.gov.sg/Act/EmA1968
12 Singapore Ministry of Manpower, Paying Salaries. https://www.mom.gov.sg/employment-practices/salary/paying-salary
13 Hong Kong Employment Ordinance (Chapter 57).  https://www.elegislation.gov.hk/hk/cap57?xpid=ID_1438403462571_003 

The ILO Protection of Wages Convention, 1949 
(No. 95)7 and the ILO Protection of Wages 
Recommendation, 1949 (No. 85)8 aim to guarantee 
and protect the rights of workers in respect of wages. 
To date, 98 countries have ratified ILO Convention 
No. 95, which addresses: (i) the form and method of 
wage payment; (ii) the freedom of workers to dispose 
of their wages; (iii) the duty to provide information; 
(iv) wage guarantees; and (v) enforcement.9

With regard to the form and method of payment, 
the Convention sets out a number of principles as 
to where, when and how remuneration is to be paid, 
alongside other practical modalities of payment. 
A second group of provisions seeks to guarantee 
the freedom of workers to choose how to dispose 

of their wages. Thirdly, the Convention stresses the 
need to keep workers informed, in a straightforward 
manner, before they accept employment, of the 
wage conditions to which they will be subject, 
including the calculation of their earnings, in detail, 
for each pay period.10 The fourth aspect covers 
guarantees to ensure the total payment of wages 
due, protecting workers from arbitrary, unfair or 
unforeseen decreases or deductions (sometimes as 
a consequence of attachment orders or bankruptcy). 
Finally, the Convention addresses the question of 
enforcement, emphasizing the need to implement 
laws capable of ensuring adequate supervision and 
effective sanctions or other remedies, in order to 
prevent and punish infringements.

3.2 .  Exam pl es  o f  interna t i o na l  p ract ice

Many countries around the world already have laws 
and policies in place to address wage protection 
issues. These involve not only national institutions, 
including labour ministries and judiciaries, often 
reliant on existing laws and policies, but also social 
actors. Several of the GCC countries have WPS 
systems similar to Qatar’s, and their experiences are 
of direct relevance, but the following international 
examples also deserve attention:

◉  In Singapore, Part III of the Employment Act of 
Singapore (revised 2009) includes a number of 
provisions designed to ensure that wages are 
paid on time and in full.11 The Singapore Ministry 
of Manpower website helps workers caught up 
in wage disputes to access the relevant legal 
institutions.12

◉  In Hong Kong, Part V of the Employment Ordinance 
(Chapter 57) addresses wage protection issues.13  
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The Hong Kong Labour Department devotes a 
part of its website to wage protection, including 
an online guide that explains a number of 
key issues from a legal perspective, such as a 
definition of wages, payment of wages, failure to 
pay wages, legal deductions, and the liability to 
pay a subcontractor’s wages.14

◉  In the United Kingdom, the government website 
gives workers guidance on how to obtain unpaid 
wages.15 One of the unique features of the wage 
protection system in the United Kingdom is 
enforcement of the national minimum wage by the 
tax authorities, HM Revenue & Customs (HMRC).16 

14 Hong Kong Labour Department, A Concise Guide to the Employment Ordinance [2019] https://www.labour.gov.hk/eng/public/wcp/ConciseGuide/
EO_guide_full.pdf 
15 Government of the United Kingdom. https://www.gov.uk/pay-and-work-rights
16 Government of the United Kingdom. https://www.bl.uk/britishlibrary/~/media/bl/global/business-and-management/pdfs/non-secure/n/a/t/na-
tional-minimum-wage-and-national-living-wage-policy-on-hm-revenue--customs-enforcement-prosecutions-and-naming-employers-who-break-na-
tional-minim.pdf 
17 HMRC doubled the number of workers receiving back pay by enforcing the National Minimum Wage. http://www.mynewsdesk.com/uk/hm-reve-
nue-customs-hmrc/pressreleases/hmrc-doubles-number-of-workers-receiving-back-pay-by-enforcing-the-national-minimum-wage-2503118 
18 Canada Wage Earners Protection Act. https://laws-lois.justice.gc.ca/PDF/W-0.8.pdf  
19 Wage Earner Protection Program. https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/wage-protec-
tion.html

In 2017/18, HMRC investigators identified £15.6 
million in pay owing to more than 200,000 of the 
lowest paid workers (compared to £10.9 million for 
over 98,000 workers uncovered the previous year).17

◉  Part III of the Canada Labour Code addresses 
the recovery of wages. The Department of 
Employment and Social Development (Canada) 
has developed a range of online materials to assist 
workers with wage payment claims. If a company 
goes bankrupt, the Wage Earners Protection Act18 

is applicable to any of its workers’ wage claims and 
the government has developed and distributed 
information about accessing this system.19
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4. Legal framework

20 See Article 66 of the Labour Law, as amended by Law No. 1 of 2015.
21 Ibid.
22 Article 2 of Decision No. 4 of 2015 establishes that “Employers are obliged to transfer the wages of their workers to the financial institutions of the 
state, within seven days of their due date, through the WPS”.
23 Squire Patton Boggs, Law Firm, “Amendments to Qatar Labour Law Now in Effect” April 2015.   https://www.squirepattonboggs.com/en/insights/
publications/2015/04/amendments-to-qatar-labour-law-now-in-effect
24  This includes companies that the Government establishes (or participates in their establishment) engaging in petroleum fields and in the market-
ing and sale of petroleum, chemical and petrochemical products and their derivatives; companies which Qatar Petroleum establishes (or participates 
in their establishment) or in which it holds shares, workers of existing companies executing exploration agreements and sharing the production, or 
companies party to agreements to develop fields and share production; or joint venture agreements in the field of petroleum operations and petro-
chemical industries; in addition to those whose employment affairs are regulated by special laws.

The WPS came into effect in Qatar on 18 February 
2015 under Law No. 1 of 2015 (amending Article 66 of 
the Labour Law (14) of 2004) and Ministerial Decision 

No. 4 of 2015. The new law was published in the 
Official Gazette (No. 7 of 2015) on 2 April 2015. 
	

4.1 .  W PS  Requi rement s 

The starting points for the implementation of the 
WPS are that: 
◉  Workers are entitled to wages either monthly or 

fortnightly, depending on their contracts;20

◉  Wages are to be paid in Qatari Riyals;21

◉  Employers are obliged to transfer wages to financial 
institutions in the State of Qatar, within seven days 
of their due date, through the WPS; and

◉  Employers are not deemed to have paid their 
workers, unless this is done through the WPS.22

Companies were given six months from 2 May 2015 
to register with the WPS.23 Thus all companies 
governed by the Labour Law had to be registered by 
2 November 2015.

4.2 .  Exc l u sions  fro m t he La bo ur  Law and WPS amendments

Occupations and organizations that are excluded 
from coverage by the Labour Law are also excluded 
from the WPS. In particular, Article 3 excludes:
1.	Employees and workers in ministries and other 

governmental bodies, public authorities and 
corporations; and companies engaged in the 
petroleum sector;24

2.	Officers and members of the armed forces and 
police and workers employed at sea;

3.	Casual workers; 

4.	Those in domestic employment such as drivers, 
nurses, cooks, or gardeners (see Box 2 below); 

5.	Working members of an employer’s family, 
defined as the spouse, and/or ascendants and 
descendants residing with and wholly dependent 
on him or her;

6.	Workers employed in agriculture or the care 
of livestock other than persons employed 
in agricultural establishments processing 
and marketing their own products or those 
permanently employed in the operation or repair 
of agricultural mechanical appliances. 
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Box 2. Domestic workers and wage protection

As of 2016, there were 173,742 migrant domestic workers in Qatar (an increase of 93,400 since 
2009).25 Domestic workers in Qatar are not covered by the Labour Law and thus excluded from the 
WPS. The 2017 Domestic Workers Law (Law No.15 of 2017) mandated regular monthly payment of 
salary. Government records of all domestic workers, including ADLSA’s recent electronic contract 
authentication program,26 should serve to increase the protection of wages for domestic workers. 

25 Statista. Number of migrant domestic workers in Qatar from 2006 to 2016. [Statista, The Statistics Portal, 2017]. https://www.statista.com/statis-
tics/865407/qatar-number-of-migrant-domestic-workers/
26 https://www.qatarliving.com/forum/news/posts/ministry-issues-new-contract-form-people-fill-ahead-hiring-domestic-workers

4.3 .  Penal t ies  fo r  n o n- co mp lia n ce with  WPS

There are two sets of penalties applied to employers 
who are found to be in contravention of laws on the 
timely payment of wages:

1.	With regard to the WPS, Article 4 of the Ministerial 
Decision No.4 of 2015 establishes that: 
“The Minister or his delegate may take action 
against an employer who contravenes the 
provision of Article 2 of this decision [i.e.] either of 
the following actions:
- Discontinue the granting of any new work permits.
- Suspend all dealings with the Ministry, and in 
this case the suspension does not include the 
certification of employment contracts.
The suspension shall be lifted by a decision of the 

Minister or his delegate, after the employer has 
provided proof that he has fully transferred all 
outstanding wages.”

2.	An employer who fails to comply with the 
obligations established in Article 145bis of the 
Labour Law, as amended by Law No. 1 of 2015, 
will incur:
“A sentence of not more than a month in prison and 
a fine of not less than QR2,000 and not more than 
QR6,000, or either of these penalties”.
These penalties apply per worker and per instance 
of a violation. The fines are ordered by the court 
(ADLSA does not have the power to collect them, 
and will instead refer cases to the police or the 
public prosecution service). 
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5. Institutional framework

27 See, for example, statements such as “the system has been developed by the Qatar Central Bank” in: I Love Qatar.net (https://www.iloveqatar.net/
news/general/wages-protection-system-wps); QatarDay.com (https://www.qatarday.com/blog/information/wage-protection-system-protects-your-
rights/31390); and Qatar Islamic Bank website (https://www.qib.com.qa/en/wholesale/corporate/Wages-Protection-System.aspx)
28 Interview with QCB on 10/10/18.

For it to function effectively, the WPS requires 
extensive coordination among several institutions. 
In establishing the system, ADLSA worked closely 
with the Qatar Central Bank, the Ministry of Interior, 

the Qatar Chamber of Commerce and Industry 
(QCC), employers and banks. A private software 
development company was contracted to design 
and test the software and connectivity of the WPS. 

Box 3. How the WPS was set up: a chronology

Most media reporting on the WPS refer to the Qatar Central Bank (QCB) as having initiated the 
WPS.27 However, the directive for the WPS came from ADLSA28 after study of the systems in place 
in other GCC countries. ADLSA is thus the owner of the WPS, though amendments to the system 
require the approval of the Governor of the QCB. 

ADLSA consulted with the Qatar Chamber of Commerce (QCC) and other industry representatives, 
giving them time to consider the proposal for a WPS. The QCC supported the idea primarily 
because of its clear benefit for companies in terms of furnishing proof of payment in the event of 
a dispute. However, some companies spoke against it. 

At the outset, only Qatar National Bank (QNB) would open an account for a worker on a monthly 
salary less than QR1,000. At that time, the banks were reluctant to open accounts for large 
numbers of low-income workers because of the costs and complications involved. The opening of 
more than one million new accounts was a daunting proposition, involving 50,000 new accounts 
per day. The banks did not have the capacity. 

Subsequently, ADLSA and the QCC requested that the QCB require the banks to accept low salary 
accounts. In June 2014, the Central Bank Governor issued Circular No. 50/2014, which required all 
banks to accept employee WPS accounts, regardless of their income. Some 17 banks have now 
been approved for WPS.

QCB contracted a private company to develop the software under a vendor maintenance 
agreement, and successful testing of the system began in early 2015. 

A letter announcing the WPS was sent to all companies in November 2015. A circular was sent to 
all banks. QCB set up a special security system for the WPS banks to allow internal privacy to be 
maintained by the banks when paying their own employees. 

In 2015, ADLSA established the Wage Protection System Unit (WPSU) as a special unit within the 
LID to manage the WPS and monitor compliance.

No major modifications have been made to the system since it was established in 2015.
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5.1 .  Th e rol e  o f  t he  Wa ge Pro tect ion System Unit  (WPSU)

29 Article 20, Amiri Decree No. 6 of 2016.
30 ADLSA, A Report On The Legislative Developments And The Practical Procedures Taken To Enhance The Protection Of Expatriate Workers’ Rights. 1 
March 2017, http://www.adlsa.gov.qa/

Wages are at the heart of most of the complaints 
received by the Labour Relations Department 
of ADLSA from workers, embassies and the ILO 
Project Office. Likewise, most cases handled by the 
DSCs relate to wages. A new Workers’ Support and 
Insurance Fund is being established to ensure the 
prompt payment of wages, as ordered by the Dispute 
Settlement Committees. The Fund can also provide 
emergency assistance when workers go unpaid. In 
this context, the WPSU is a vital unit within ADLSA.

The WPSU comprises four main sections. 
1.	Checkers, whose primary remit is to respond 

to notifications of possible violations, and seek 
additional information from employers.

2.	Blockers, who are labour inspectors with 
the authority to impose sanctions. Their role 
is to impose ‘blocks’ on employers, on the 
recommendation of checkers. Blockers also 

identify and impose blocks on non-compliant 
employers detected by means other than the 
WPS (albeit rarely). The criteria for blocking an 
enterprise are listed in Section 4 above under WPS 
requirements.

3.	A team that prepares reports, such as for the 
Public Prosecutor’s Office (PPO).

4.	A data (IT) reporting team that provides a monthly 
report for ADLSA management on the number of 
blocks and the reasons behind them.

Checkers and blockers are key personnel at the 
forefront of detection of WPS non-compliance 
and consequent action. Given the scope of their 
responsibilities, and the rate of non-compliance, 
they are currently few in number: approximately 25 
checkers and five blockers.

5.2 .  L inks  between WPSU a n d o t her  units

By monitoring the payment of wages, the WPSU 
is able to prevent and identify abuses. Moreover, 
the WPSU can reduce additional tasks that could 
otherwise overburden other units within the ADLSA. 

This is especially important in light of the challenges 
involved in conducting labour inspections to 
physically monitor working conditions. 

5.2.1. WPSU and the labour inspectorate

The WPSU is part of the Labour Inspection 
Department (LID), which is mandated to monitor 
implementation of the Labour Law.29 The WPSU 
monitors implementation of the WPS, while labour 
inspectors (rather than WPSU officials) undertake 
visits to work sites. During the visits, labour inspectors 
regularly ask employers to provide records of wages 
and ask workers about the possession of ATM cards. 
LID has contributed to expanding WPS coverage: for 
example, between September 2016 and February 
2017 inspection teams conducted a WPS campaign 
targeting small and medium-sized enterprises 

(SMEs), thereby increasing by 43.8 per cent the 
registration of companies with 11-50 employees, and 
by 50.5 per cent those with ten employees or fewer.30

WPSU staff may alert LID when they see the need 
for an on-site inspection of a company. Conversely, 
labour inspectors may request or consult the WPS 
files of an enterprise before, during or after a labour 
inspection. However, there is no data available on 
how often specific employers are referred for labour 
inspection, or how often inspectors see fit to review 
relevant WPS files when conducting an inspection. 
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This interaction currently occurs by telephone or 
email, or indeed in person within the office. At present, 
there are no systematic links between the WPSU and 

LID that would allow for automatic ongoing updates 
of a case file accessible to personnel of both units 
during the course of a given investigation. 

5.2.2. WPSU and the complaints mechanism

The WPSU has made wage data available to all 
relevant ADLSA units, including the Labour Relations 
Department and the DSCs. For the Government, 
this serves as the primary piece of evidence in 
the resolution of disputes between workers and 
employers. The officials receiving a complaint at the 
Labour Relations Department or adjudicating on a 
case within the DSCs can systematically review the 
WPS data to establish the basic documented facts of 
the case. Having presented these to both the worker 
and employer, a straightforward decision is usually 
made in favour of the worker. 

However, there are differences between the 
handling of wage abuse cases flagged up by the 
WPSU, and those derived from workers’ complaints. 
If a grievance lodged directly by a worker cannot 
be resolved amicably, it passes to the DSC, which 
currently wields only limited powers of enforcement. 
Workers and employers can appeal a decision by the 
Committee – at an Appeals Court – a process that can 
take six months to resolve.

5.2.3. WPSU and the police / Public Prosecutor’s Office

If a wage violation cannot be resolved by the WPSU, 
the case can be referred to the police or the Public 
Prosecutor’s Office (PPO). The intervention of the 
police, or even the threat of intervention, can lead to 
wage payment. The PPO decides which of the cases 
brought to its attention (either by the WPSU directly 
or by the police) should proceed to the Criminal 
Court. Not all cases reach the PPO, and those that do 
will not necessarily pass to the court. The Criminal 

Court can impose fines on employers for late 
payment of wages, but this must be determined by a 
judge, as the outcome of a lengthy procedure. When 
it has referred a case to the police, the WPSU may opt 
on an ad hoc basis to actively monitor subsequent 
progress, but there is no systematic follow-up 
mechanism that generates relevant file updates for 
the WPSU.
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6. Procedures for employers 

This section outlines the WPS procedures, and is illustrated in the flow chart (Figure 1 below). 

6.1 .  Com pany regist ra t io n w it h  WPS

31 ADLSA, “An Explanatory Leaflet on WPS”. https://www.adlsa.gov.qa/en/Pages/wpsleaflet.aspx

All companies covered by the Labour Law are 
required to pay salaries through the WPS. The 
company registers with the WPS by opening a 
WPS account with any of the 17 approved banks in 
Qatar. Employers open bank accounts for low-wage 

workers, whereas higher paid workers are likely to 
open their own bank accounts – either with the same 
bank, or with another bank (to which their salary will 
be routinely transferred via the employer’s bank).

6.2 .  S u bm issio n o f  t he  SI F

Each month, the employer is required to submit to 
the bank a Salary Information File (SIF), which is an 
Excel file carrying the details of the remuneration of 
each employee. The SIF file is defined as:

The electronic file that contains the structure for 
entering the specific information and financial 
data required for the purposes of the payment 
of wages, and that required by the Ministry of 
Administrative Development, Labour and Social 
Affairs to ensure the supervision and auditing 
of employees’ wages in accordance with the 
provisions of the Labour Law No. (14) of 2004.31 

The SIF consists of two parts: 
1.	Header: for non-repeatable basic data of the 

employment entity and the paying body. 
2.	Salary records (payrolls): including detailed data 

and information about the worker and statement 
of salary or payout due for a specific period.

The SIF must contain the following:
◉  Worker’s name, Qatar ID number and visa number;
◉  Bank name and account number;
◉  Frequency of payment (for example, monthly or 

fortnightly);
◉  Number of working days for the wage period;
◉  Net salary paid;
◉  Basic salary (according to the contract), and extra 

hours worked;
◉  Other forms of remuneration, such as transport, 

housing, food, bonuses, back-pay and advanced 
payments for vacation; 

◉  Deductions, which may include loan repayments, 
charges for damages caused by the employee, 
and payments for fines stemming from violations 
as set out in the law. 
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Box 4. The SIF Submission Process

The precise sequence of events is as follows: 
1.	 The entity (company) prepares an electronic file in respect of salaries and wages due to 

employees per month in the form of a CSV file according to the technical specifications shown 
in Appendix A. The entity then sends this file to its bank as an email attachment, on a CD-ROM 
disc, or by any other agreed method.

2.	 The bank enters the wage data received from the entity on the WPS system through the 
mechanisms provided by the system.

3.	 The system performs an electronic matching process on the received file and verifies the 
structure of the data.

4.	 In the event that the electronic matching process shows errors due to non-conformity with 
the structure of the required data or the presence of unreasonable data, the entity is notified 
of the reasons for rejection of the file with a list of errors discovered, so that the entity can 
correct errors and re-send the file.

5.	 If the file is accepted by the payroll system, the file will be transferred to undergo a financial 
audit to verify the bank account number, that the entity’s account has not been suspended, is 
not subject to any seizure imposed by a court, and that it holds sufficient funds to cover the 
payment of salaries.

6.	 In the event of failure to pass the financial audit, the company will be informed of the relevant 
errors discovered so that the company can correct them.

7.	 Upon passing the financial audit, the system automatically distributes salaries from the 
entity’s bank to the employee’s bank.

8.	 The employee’s bank will credit the employee’s account to the value of the wage and notify 
him or her by SMS.

9.	 The salary information is automatically and simultaneously transmitted from employers’ 
banks to the Qatar Central Bank and the WPS Unit at ADLSA. 

10.	 The WPS Unit at ADLSA conducts monitoring and follow-up procedures on payment 
discrepancies and non-payment of wages.
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Figure 1. Qatar WPS Flow Chart

32 SIF Validation Tool, End User Guide. https://docplayer.net/15921332-Sif-validation-tool-wages-protection-system-qatar-central-bank-ministry-of-
labour-and-social-affairs-end-user-guide.html

The WPS requires strict adherence to the information 
and format required for banks to accept and register 
wage payments. Mistakes in completing the SIF are 
deemed to be the employer’s responsibility and can 
result in payment delays. If the personnel submitting 
the SIF encounter problems, they may call on their 
bank for assistance (see section below). 

Alternatively, companies can download and use the 
SIF Validation Tool. A guide for using this software is 

published and provided as an “End User Guide” by 
QCB and ADLSA.32 It lists some 113 possible errors 
that can be made in the process of validation, with 
the error code and a description in each case. The 
guide shows a step-by-step process with computer 
screenshots culminating in a successful SIF validation 
(see Figure 3 below) at which point the SIF is ready to 
be sent to the bank. 
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Figure 2.

Figure 3.

In practice, banks advise employers that the SIF 
should be submitted to the bank several days prior 
to the due date of the salaries. This is because 
the bank must process the file and the payment 
(including checking for available funds) before it can 
distribute the employer’s payment to the accounts of 
their employees.

The banks cannot verify the net salary, as they are 
not aware of the salaries stipulated in workers’ 
contracts or the validity of extra payments 
(allowances, overtime) and deductions. Nor do 
they know if payments are made on time or not. For 
these reasons, the Qatar Islamic Bank, for example, 
states clearly in its WPS Terms and Conditions, “QIB 
will process salaries as per the softcopy without any 
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liability to the contents”.33 The banks only provide an 
internal check of an SIF for any mismatch between 
the net wage and gross wage, less deductions. If 
these do not add up, the submission is rejected and 
it reverts to the employer. 

When the employer’s bank receives the wage payment, 
it is forwarded to the employee’s bank account. If the 
employee’s account is with another bank, the transfer 
is effected through the electronic Qatar Automated 

33 https://www.qib.com.qa/en/wholesale/corporate/Wages-Protection-System.aspx

Transfer Clearing House (QATCH) transfer system, but 
without the SIF details. The Qatar Islamic Bank (QIB), 
for example, sends some 20,000 salaries (out of 80,000 
wage receipts) to other banks.

Currently, WPSU personnel do not have a direct link or 
contact with workers – only with employers. However, 
the WPSU has requested that the SIF be modified to 
include a mobile phone number for every employee, 
allowing the WPSU to contact employees directly.	

6.3 .  Bank su pp o rt  to  emp loyers  i n  submitt ing the  SIF

Most banks have personal and online services 
dedicated to the provision of assistance and training 
for both employers and employees in engaging with 
the WPS. Qatar National Bank (QNB), for example, 
provides a guide to WPS for employers on its website. 
It also runs a call centre for individual or general 
enquiries as well as complaints.

The QIB likewise has an online service for 
enterprises, supplemented by staff on hand 

for ten days each month, dedicated to helping 
employers to complete the SIF. Many are 
not familiar with computers, let alone Excel 
spreadsheets. Proprietors and representatives of 
small enterprises (such as bakeries, coffee shops, 
restaurants, supermarkets, or barbers’ shops) 
visit the bank’s Corporate Service Area for training 
and support, and frequently submit their SIF while 
they are there. 

6.4 .  Transfer  o f  t he  da ta

QCB acts as an intermediary, or hub, between the 
banks and the ADLSA. The data is instantly forwarded 
to the WPSU at ADLSA without any analysis of the 

information. ADLSA has its own system for analysing 
the wage data, and monitoring compliance.

17

Assessment of the Wage Protection System in Qatar



7. Monitoring and enforcement

7.1 .  Au tom ati c  A lert s

34 Ibid.
35 Ibid. It may be noted that there is no explicit mention in the government or bank guides of “food allowances”.
36 The SIF guidelines state that deductions can include: “violations against the country laws or violations; loan payments; coverage for damage 
caused by the employee to the company; decrease in salary (in case of sick leave).” QIB SIF Guide and abovementioned ADLSA Guide.

SIF files automatically display a red “attention” symbol 
when an issue requires follow-up by the WPSU. 

These alerts fall into five categories. 
1.	A discrepancy between the number of employees 

and the number of employees whose wages have 
been paid. (The documentation of employees per 
enterprise derives from the sponsorship work 
visa and residency registration of all authorized 
foreign workers).

2.	Non-payment, meaning that the employer does 
not transfer wages within seven days from the due 
date.
On the basis of their interactions with the 
employer, WPSU staff determine instances of 
non-payment. In practice, short delays (such as 
one week) may not be brought to the attention 
of WPSU staff. However, there are reports from 
workers and embassies of payments being 
delayed for several days each month, with the 
delay gradually increasing over time, until the 
worker has lost a whole month’s pay. 

3.	Low payment (and non-payment)
When the system detects a salary payment of zero or 
less than QR50, the checkers will be alerted. When 
this threshold was set up, it was contended that an 
employer could justify a low payment because of 
deductions or some other reason, but that a sum 
below QR50 should raise an alarm. It should be 
noted that the amount of QR50 was set prior to 
the introduction of the temporary minimum wage 
(QR750) in November 2017 and so needs revision. 

4.	Unpaid overtime 
When overtime hours are registered in the SIF, but 
no payment is identified for the overtime hours, 
a violation is signalled. It should be noted that 
no calculation is conducted to determine if the 
overtime payment is accurate – making sure, for 

example, that a given payment figure is indeed the 
product of the number of hours worked multiplied 
by the relevant overtime rate. This is because the 
SIF has no provision to state the overtime payment 
rate in the “Extra Income” section. It is conceivable, 
however, that a rate could be determined from the 
basic salary and multiplied by the “Extra Hours” 
in the SIF. The higher rate for working on a Friday, 
however, does not seem to be catered for in the 
SIF (See Qatar Islamic Bank SIF Guide).34

WPSU staff explained that overtime pay cannot 
always be identified separately in the SIF, 
because it is bundled in a general “Extra Income” 
category where food, accommodation and other 
allowances are included. This can lead to the non-
payment of overtime or other allowances owed to 
the worker, without detection by the WPS.35

5.	Excessive deductions 
The deduction of more than 50 per cent of gross 
salary is considered an indicator of a possible 
violation and will trigger an automatic alert. 

According to Article 70 of the Labour Law, the 
maximum allowable deduction from a worker’s wage 
is 50 per cent. On average, migrant workers earning 
under QR2,000 have 6.7 per cent deducted from their 
basic wage. The law does in fact permit deductions 
for the following reasons:
◉  disciplinary penalties (Articles 59 to 64 of the 

Labour Law); 
◉  execution of a judicial decision (Article 70 of the 

Labour Law); 
◉  compensation to the employer for damage 

caused, such as destruction of a machine (Article 
71 of the Labour Law);

◉  sick leave (Article 82 of the Labour Law); and
◉  pilgrimage (Article 83 of the Labour Law).36
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The SIF includes an option for the employer to enter 
an explanation for deductions. In the absence of 
an adequate explanation (in the comments box), 
the checker will elicit further information from the 
employer. The most frequently reported reasons 
included workers taking out advances, repaying 
loans or being on extended leave without pay. In 
addition, workers reported that their wages are 
deducted to pay for traffic violations, as well as 
penalties for reporting to work late, not sleeping 

in designated accommodation or being drunk. 
Moreover, it may be that an employer is unlawfully 
deducting for recruitment costs. 

Figure 4 (below) shows an example of a deduction 
that would not be automatically flagged to the WPSU 
because it is seven per cent of the total income. In 
this instance, were a checker to ask the employer for 
clarification, the issue could be obfuscated by calling 
the deduction a “loan repayment”, for example.

Figure 4. Payslip of worker in a cleaning company, 2015

Box 5. Alignment with the terms of contract

The WPS system is not currently able to issue alerts for under-payment or non-compliance with the 
terms of an employment contract. Although the SIF relies on the employer to make an electronic 
entry of the basic salary as per the contract, this does not always occur. Furthermore, the SIF lacks 
a mechanism to verify that the basic salary entry tallies with the contract, or any kind of pathway 
to trigger independent verification. 

The WPS software contains a field for the wage stipulated in the contract. If the Labour Relations 
Department enters this information into the system, then it will automatically migrate into the 
WPS. However, this has not yet been entered for most workers. When the field is left blank, there 
are repercussions not only with regard to the basic wage, but also overtime, holiday pay, end of 
service benefits and other forms of remuneration.

Qatar Visa Centres (QVC) are being set up, beginning in eight countries of origin, to handle the procedures 
for a residency permit prior to departure, including the medical examinations and biometrics normally 
undertaken in Qatar after arrival. An important feature of the QVC will be the signature of electronic 
contracts legally enforceable in Qatar, reducing the scope for contract substitution. The wage terms in 
the contract will be automatically captured by the WPS. There are plans to set up the WPS bank account 
for employees prior to departure, and discussions are underway about which banks will participate. 
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7.2 .  Monitor in g p ro cedures

Every month each ‘checker’ in the WPSU is allocated 
300 companies, all of which have been flagged 
with an alert. The checker then handles the alert 
according to the following WPSU protocol: 
1.	The checker looks for a pre-existing explanation 

or justification in the SIF comments box. 
2.	 In the absence of a satisfactory explanation, the 

checker sends the employer an SMS or email 
with an attached Excel file with relevant worker  
information data.

3.	 If the employer responds, the checker elicits further 
information before making a determination as to 
whether the alert is a violation or not. The checker 
will now either accept or reject the explanation 
and write an open-ended justification accordingly. 
In some cases, although the alert is not classed as 
a violation, the checker will advise or warn the 
employer not to repeat the same action the next 
month. Sometimes an enterprise (often an SME) 
makes a simple data entry mistake on the SIF that 
is not picked up by the bank (as it has no effect 
on the net salary calculation) and can easily be 
rectified in consultation with the checkers.

4.	 If the employer does not respond, the checker will 
call the employer, and if necessary then summon 

the employer for an interview. If the employer has 
still not responded after three days, the checker 
will “reject” the company and pass the file to 
a blocker. The employer is then summoned to 
the WPSU to present a case to the blockers. If 
this proves unsuccessful, the WPSU has various 
options including blocking the services of the 
Ministry, referring the case to the police, and 
instructing labour inspectors to visit the company. 

Staff of the WPSU make decisions regarding the 
severity and risk of each alert. The system ranks 
violations as “high-risk” or “low-risk” on an index 
primarily determined by the proportion (relative) 
of the workforce affected. For larger enterprises, 
the risk alert is based on the number (absolute) 
of workers affected. In a small enterprise of 
ten workers, for example, when five out of ten 
employees are unpaid, an automatic block will be 
triggered, prior to the request for an explanation 
(but not if a single employee is unpaid). Likewise, 
automatic blocks will be triggered for certain high-
risk alerts, such as non-payment of more than 100 
workers at a larger company. 

7.3 .  G aps  in  mo n ito r ing

There are still a significant number of enterprises 
that are not registered in the WPS (Table 3), and 
as such cannot be monitored. Another of the key 
gaps in monitoring is the backlog. There are too 
few checkers to monitor the 52,000 enterprises 
registered (as of mid-2018), of which more than half 
are subject to some sort of alert that needs to be 
reviewed. As of November 2018, the review of high 
risk alerts was up to date, but checkers were still 
reviewing information from January 2018, mostly on 
smaller enterprises. Thus a worker who had not been 
paid for six months might not yet have reached the 
attention of the WPSU. 

Another significant shortcoming of the WPS is that 
there is no systematic recording of late payment 
violations that lends itself to data analysis. The lack 
of a breakdown of specific violations embedded 
in the aggregate figures renders invisible any 
trends that could potentially be tackled by 
targeted preventative intervention. Given that late 
payments, non-payment and reduced payments of 
wages lie at the heart of the very existence of the 
WPS (see Ministerial Decision No. 4 of 2015, Article 
1) this obstacle hampers any comprehensive 
impact assessment. 
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7.4 .  Penal t ies

In the event of a violation, the company may be 
automatically blocked from all services provided 
by ADLSA and some of the services provided by the 
Ministry of Interior and other government agencies 
– depending on the nature and severity of the 
violation. This first involves not allowing new work 
permits, then not allowing the renewal of existing 
work permits. The block can then be extended 
to other companies owned by the same sponsor. 
The Chamber of Commerce regards the blocking 
of related companies as an unfair punishment of 
limited liability companies that should be treated as 
separate legal entities.

If the employer does not resolve the issues, further 
escalation ensues. If an employer is a repeat 
offender or has not paid employees for 3-4 months, 

the case will be referred to the police (the duration 
remains an ad hoc judgement in the absence of fixed 
timelines). In the absence of a resolution, the case 
then proceeds to the Public Prosecutor and possibly 
eventually to the Criminal Court. The head of the 
WPSU has the discretion to authorize the escalation 
of penalties. 

Blocking can have unintended consequences, 
penalizing a larger group of workers, when for 
example a company with cash flow problems as a 
result of not being paid on time – prevalent in the 
long contracting chains of the construction sector – 
is barred from applying for new visas or the renewal 
of residency permits. The company may falter and 
miss out on opportunities, and workers may lose 
their wages and jobs as a result. 

7.5 .  Enforcemen t 

By providing an official record of the payment 
of wages, the WPS has extended sorely needed 
protection to large sections of the workforce. 
However, a substantial number of workers are still 
not guaranteed their due wages. Of these, some fail 
to receive what they are owed despite the WPS, and 
others are simply not covered by the WPS.  

In total, the violations detected by the WPS affected 
between one and four per cent of the population 
covered. However, a worker may be affected by two 
or three violations. In any case, this still equates to 
a large number of workers. Table 1 below provides a 
breakdown of the number of people who experience 
specific types of violations.

Table 1. Violations recorded by the WPS in January 2019

Violations  No. of
workers

Total salary less than or equal to QR50 24,026

Overtime hours exceeding the limit 16,156

Deductions from salary 
exceed permitted threshold 13,967

The final outcomes of these cases is unclear as the 
imposition of fines and more serious penalties is 
beyond the purview of WPSU and ADLSA. These 
powers lie with the police, the PPO and the 
courts – and case data is not routinely collated 
and shared after the initial referral by the WPSU. 

Nevertheless, ADLSA advised that as of June 
2018 there were “more than 39,000 instances 
of facilities being blocked” as a result of WPS 
violations. These bans refer to companies that 
are banned from obtaining further work visas 
or any dealings with Qatar government offices.
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The WPSU refers repeat offenders and serious 
violations to the police. In 2016, some 617 companies 
were referred to the police for WPS violations, with a 
further 75 from January 1 to February 19, 2017.37 In the 
first year, from 2 November 2015 to 31 October 2016, 

37 ADLSA, A Report On The Legislative Developments And The Practical Procedures Taken To Enhance The Protection Of Expatriate Workers’ Rights. 1 
March 2017, http://www.adlsa.gov.qa/
38 Migrant Rights.Org. 2017. “Employers in Qatar: Hoodwinking the Wage Protection System.” June 29, 2017. https://www.migrant-rights.org/2017/06/
employers-in-qatar-hoodwinking-the-wage-protection-system/. Accessed June 30, 2017.
39 Farooqui M., Kumar A. How companies circumvent government-backed Wage Protection System to cheat workers, Gulf News, 20 October 2018.
40 Ibid.
41 FindBiometrics. “Qatar National Bank Deploys Iris Scanning ATMs.” Posted December 14, 2016. https://findbiometrics.com/qatar-nation-
al-bank-iris-312144/ Accessed July 30, 2017.

385 violations were registered against companies 
that failed to pay wages on time, with fines in the 
range of QR2,000-QR6,000 (US$548-$1,644) and 
prison terms of up to one month, or both.

Box 6. Employer Access to Cards and ATMs

There are unscrupulous employers who gain possession of their employees’ bank cards and make 
withdrawals on their behalf. Although this phenomenon cannot be described as a limitation 
of the WPS as such, it does signal a problem in the broader system of labour remuneration. 
Widely attested, albeit anecdotal, evidence suggests that an employer (or manager) convinces 
employees that the process is for their convenience, to save them time that would otherwise be 
wasted standing in line at an ATM. Bank cards and pin numbers are collected, cash is withdrawn 
and subsequently handed to the workers, but, typically, workers are not given their full salary. 
These employers are more likely to be SMEs and smaller subcontractors. The process allows them 
to delay the payment of salaries for weeks or months.38 A recent report on the same phenomenon 
in another country in the region shows workers receiving 35-40 per cent less than what is owed to 
them.39

The WPS cannot uncover this kind of practice unless employees themselves make a formal 
complaint, but this is rare because they generally fear confrontation and the loss of their jobs in 
retaliation.40 It has previously been recommended that ATMs be fitted with biometric identification 
technology to drastically reduce the likelihood of employers seizing workers’ pay cards and 
withdrawing their salaries. In late 2016, the Qatar National Bank introduced iris-scanning ATMs 
while the Commercial Bank of Qatar introduced finger vein scanning terminals.41  While some banks 
in most GCC countries have applied or are considering applying biometric access to accounts, 
including voice, iris and facial recognition, it is still not clear to what extent this has been, or will 
be, applied to low-income worker pay card ATMs. 
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8. WPS coverage

The WPSU compiles regular reports on the number of 
enterprises registered in the WPS, and the number of 
workers at those enterprises. In March 2019, 1,329,501 
workers and 56,651 enterprises were benefiting from 
the system (Table 2). Table 2 also shows the total 

number of enterprises that have registered. It is 
important to note that these numbers fluctuate on 
a monthly basis, as new smaller enterprises start up 
while others go out of business.

Table 2. Workforce Covered by WPS (ADLSA) March 2019

 Size of
enterprise

 Number of
entities

 Number of
 workers in
the entities

 Number
 of entities
 that have

 registered to
date

 Percentage
 of Joint
entities

 Number
 of entities
 submitting

 files
correctly

 Number of
 workers

 included in
the WPS

 Percentage
 of workers
 covered by

the WPS

 500 More than
workers   328  606,023  327  99.70  323  526,429  87

 500 to 101
workers   1,753  351,868  1,740  99  1,728  288,452  82

 100 to 51 
workers   2,539  176,809  2,511  99  2,483  133,515  76

 50 to 11
workers  20,107  424,646  19,399  96  18,800  283,040  67

 workers or 10
less  55,669  224,272  38,670  69  33,317  98,065  44

Total  80,396  1,783,618  62,647   56,651  1,329,501  

Using the above data (Table 2), figures were derived 
for workers not covered by WPS (see Table 3). The 
data shows that five large companies (in the >500 
employee category) with a total of 79,594 employees 
are not properly covered by WPS. 

In SMEs (defined for the purpose of this report 
as entities with 100 or fewer employees) 311,107 
employees were not covered by WPS, constituting 17 
per cent of the eligible workforce in the country, as 
per ADLSA figures in Table 2. 

Table 3. Workforce and companies not covered by the WPS
(including workers and companies who are registered, but not sending files as yet)

 Entity
 size by

 number of
employees

 Number of
 entities not

covered

 Percentage
 of entities

 not
covered

 Number
 of workers

 not
covered

 Percentage
 of workers

 not
covered

 More than
500 5 %1.5 79,594 %13.1

500-101 25 %1.4 63,416 %18.0

100-51 56 %2.2 43,294 %24.5

50-11 1,307 %6.5 141,606 %33.3

or Less 10 22,352 %40.2 126,207 %56.3

Total 23,745 %29.5 454,117 %25.5

There are a number of reasons why so many 
enterprises and workers are not registered with 
the WPS. As noted above, SMEs in particular 
start up and close down on a regular basis, 
and many of those registered may no longer 
be operating. It is also a matter of knowledge 
and resources. Proprietors and managers find 
the SIF requirements onerous, even though 
most banks provide support both online and 
in person. The risk of incurring a penalty is 
clearly thus far an insufficient deterrent. That 
is in part because the WPSU has explicitly 
prioritized violations by large enterprises 
affecting a larger number of workers.
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9. Key findings and recommendations

42 ILO Indicators of Forced Labour, 2012 https://www.ilo.org/global/topics/forced-labour/publications/WCMS_203832/lang--en/index.htm

The following recommendations focus on a range 
of issues, including the legislative and institutional 
framework, monitoring and enforcement 
mechanisms. These are grouped according to the 

level at which action should be taken: national 
or inter-ministerial level; ministerial (involving 
different departments and units of ADLSA); and at 
the WPSU level. 

9.1 .  G over nmen t  /  n a t i o na l  level

The following recommendations require inter-ministerial coordination and legislative changes.

Recommendation 1: Strengthen collaboration and exchange of information 
with the police, the Public Prosecutor’s Office (PPO) and the courts
Penalties established by the law but that are only infrequently imposed cannot offer a sufficient 
deterrent. Although the WPSU can block the approval of new work permits, many non-compliant 
companies are able to continue to operate without additional work permits, at least in the short-
term. The WPSU does not have the legal authority to impose the more stringent fines or sanctions 
available in law. For this, the WPSU is reliant upon the police, the PPO and the courts.

The National Committee to Combat Human Trafficking (NCCHT) should be an important platform 
for institutional cooperation among these actors. A key indicator of trafficking and forced labour 
is non-payment of wages.42 In fact, Article 322 of the Penal Code states that “Whoever forcibly 
takes somebody to work with or without salary shall be liable to imprisonment of a term up to 
six months and a fine not exceeding three thousand Qatari Riyals (QR3,000), or one of these two 
penalties.” That threshold must be raised, as unfortunately QR3,000 is not a serious financial 
deterrent.

The non-payment of wages should be rooted out far more swiftly and rigorously by the enforcement 
authorities. Cooperation must be fostered between ADLSA, the police, the PPO and the courts to 
share responsibility for the protection of workers’ wages. To apply this commitment in practice, 
criteria must be established for the timely referral of cases to the police for the investigation of 
criminal offences, including forced labour and trafficking. Information should be systematically 
shared by named focal points within the relevant departments, so that data is efficiently collated 
and analysed on a cooperative basis. This data collection between ADLSA and other actors is part 
of a broader set of goals related to the application and enforcement of the law – and involves 
labour inspections, as well as the enforcement of rulings by the DSC.

Recommendation 2: Review WPS records when awarding government contracts 
Companies that comply with the law are not competing on a level playing field with others that 
violate labour laws yet continue to win government contracts. Currently, the risk of penalties does 
not serve as a sufficient restraint.   
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Positive incentives should be considered to promote compliance with WPS requirements. 
Companies that comply could be rewarded, for example, with favourable evaluations when 
bidding for government tenders and streamlined procedures when applying for work permits. 
There are examples in other countries where compliance with the WPS is one of the criteria used 
when reviewing work permit requests.

Conversely, companies with WPS violations should be penalized or prohibited when competing 
for government contracts, until they have paid workers their due wages, and have implemented 
measures to prevent it from happening again. Transparency is key, and in this context the example 
of Brazil is instructive. Since 2003, the Government of Brazil has published a ‘dirty list’ of hundreds 
of companies and employers found guilty of forced labour and exploitative practices. These 
employers become ineligible to apply for government loans and have other restrictions placed 
on them. A company can be removed from the list when it has paid its fines and demonstrated 
improved working conditions.43

Recommendation 3: Payslips and Wage Verification
The WPS is set up to review the wages paid by employers, rather than the wages received by 
individual employees. At present, without sufficient evidence or external intervention, only two 
entities are aware of and can verify the correct wage to be paid – the employer and the employee 
(see Recommendation 11 on aligning WPS with contracts). In the absence of a payslip (issued by 
some employers44), the only information an employee would receive is an SMS from the bank, 
or an ATM receipt with the net salary. The various other items of information required by the SIF 
(See Annex 2) are not shared with the employee. Without an official itemized payslip, only the 
employer will know how the net wage is calculated, and cannot be shown to have underpaid basic 
salary, overtime, food and other allowances, or overstated any deductions. 

All workers should be entitled to receive a payslip on demand (from the branch of a bank or ATM), 
so that they can verify the details of the net salary provided. If only employers are able to issue 
payslips, then there is still the risk of obfuscation of sums owed, or denying the workers the payslip 
altogether. Cooperation by the banks would allow the pay details provided in the SIF to be printed 
from the ATM along with the withdrawal receipt. Forwarding the SIF information through QATCH 
(from the employer’s bank to the worker’s bank) would also be required to allow all employees 
access to their salary breakdown. Interviews with the banks (QNB, QIB, QCB and Commercial 
Bank) indicated clearly that providing SIF information to employees is technically possible, but 
would need to be formally mandated. 

Recommendation 4: Addressing unscrupluous practices in the construction industry
In many countries, the non-payment of wages is blighting the construction industry in particular, 
because of the practice of ‘pay when paid’ in subcontracting and outsourcing. To complement 
the role of the WPS in responding to instances of non-payment of wages, preventive measures 

43 https://www.reuters.com/article/brazil-slavery/more-than-300-brazilian-companies-busted-for-modern-day-slavery-campaigners-idUSL8N15U3CD
44 The Supreme Committee on Delivery and Legacy has worker welfare standards that require contractors to provide each worker with a detailed 
payslip – a sample payslip is provided. Audits reveal that main contractors and subcontractors who have been on the Supreme Committee pro-
gramme for more than one year provide payslips consistently. However, the majority of new subcontractors do not. https://www.sc.qa/sites/default/
files/docs/Workers'-Welfare-Standards.pdf
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are required in this respect. This includes a ban on the inclusion of ‘pay when paid’ clauses in 
contracts, and making the client/main contractor jointly liable for ensuring that all workers on a 
project are paid on time, in full and through the WPS. 

In France, Greece and a number of other European countries, joint liability laws and regulations 
have been introduced to increase the responsiblities of the client and/or main contractor for the 
payment wages of workers employed through subcontractors or agencies.45 This kind of liability 
is required as many of the workers’ immediate employers will be unable to pay wages even if 
identified and penalized by the WPS. A more specific study of Qatari legislation, procurement 
practices and subcontracting chains would be required in order to determine what such regulations 
on joint liability would entail.  

 Recommendation 5: Awareness raising among employers
Many employers, particularly small enterprises, still struggle to submit the SIF file. Others are not 
aware of the penalties associated with non-compliance with the WPS, including the risk of blocks 
being imposed on the parent company. 

A broad awareness-raising campaign should be initiated for employers, to help them to submit 
the SIF with a minimum of confusion and errors. Such services are currently offered by banks, 
but could also be complemented by ADLSA and the Qatar Chamber of Commerce. ADLSA should 
consider requiring employers to undergo appropriate training when they receive new work permits 
for migrant workers. WPSU should hold ‘town-hall’ meetings with SMEs and the human resources 
departments of larger enterprises to collect feedback on how the system could be streamlined and 
simplified. Part of this campaign should also be to alert employers to the various penalties that can 
be imposed, including the range of ADLSA and other government services that can be withdrawn.

45 Wells, J. Exploratory study of good policies in the protection of construction workers in the Middle East, ILO, 2018. https://www.ilo.org/beirut/pub-
lications/WCMS_618158/lang--en/index.htm

9.2 .  Minister ia l  level 

The following recommendations can be carried out within ADLSA, bringing together WPSU and other relevant 
units and departments. 

Recommendation 6: Strategic compliance planning, drawing on the collection, 
analysis and reporting of data
Although its coverage is not universal, the WPS still contains a wealth of information, and is a key 
resource for ADLSA in its efforts to promote compliance with the Labour Law. The WPS has already 
enabled the Government to become better informed and thus more actively involved on wage 
issues, and the potential exists to achieve much more, even with the system in its current form. 
Greater efficiencies and investment in the functioning of the WPS would increase compliance, 
reduce the number of complaints, and lessen the burden on the Workers’ Fund.
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The data, information and insights generated by the WPS must be used to inform the strategic planning 
of LID. Reports should be automatically generated, shared and reviewed on a monthly basis. The 
public communication of data should also be systematic, to demonstrate the increased efficiency of 
the WPS to employers, workers, the international community and other interested parties.

A Strategic Unit within LID has recently been established to analyse problems, identify priorities, 
target inspections more efficiently and conduct future planning. The head of the WPS is already 
part of the Strategic Unit, and must continue to play an active and central role in its success. All 
wage-related abuses need to be systematically tabulated for analysis, along with the actions taken 
and the outcomes (see Recommendation 12). The Strategic Unit is an ideal forum for determining 
the statistical tables that should be automatically generated for regular analysis to strengthen the 
effectiveness of ADLSA and more specifically the WPSU. 

Another important strategic action is the prioritization of WPS violations, including a review of 
the risk index. This index should be regularly updated with the benefit of modern, predictive 
analytics, harnessing the ‘big data’ of the WPS database to single out enterprises that are guilty of 
serious WPS violations (with due weight attached to the number of workers affected) and identify 
common traits. A consultancy firm with big data experience, including predictive analytics should 
be engaged to carry out this work. 

Recommendation 7 : Systematic coordination between WPSU and LID
WPS data is available to labour inspectors, and labour inspectors are available to the WPSU. These 
are invaluable resources that should be used more efficiently.

Greater attention should be devoted to coordination between the WPSU and LID to follow up 
on wage-related abuses. Inspectors should be systematically reviewing the WPS data of the 
enterprises they are visiting, and asking employers and workers standard questions about 
compliance with WPS requirements. It can reasonably be assumed that if wage abuses are found 
at an enterprise, other types of violations may well come to light there. Thus, the efforts of labour 
inspectors should be guided by WPS data, and referrals should be made to the inspectorate in a 
systematic manner. 

Recommendation 8: Enhanced role of WPS information in the complaints 
process and Workers’ Fund 
In 2018, the Government adopted Law No. 17 that established a Workers’ Support and Insurance 
Fund. The Fund would allow workers to receive their due wages without delay, and also provide 
humanitarian support in the interim. Fund claims will be granted based on decisions made by the 
DSCs. 

However, there are frequent reports of wage complaints not being heard in a timely manner. In 
many instances, the timeframes prescribed for conciliation or DSC proceedings are exceeded 
by several months. Although decisions are normally ultimately made in favour of workers (with 
recourse to WPS data), the employers are often not responsive. Therefore, decisions are not 
enforced quickly, or not enforced at all. 
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Given that the WPS already holds clear electronic evidence of the non-payment of wages, workers 
should not be required to travel and be physically present to advance their case through a lengthy 
adjudication process. Conversely, as the checkers have already given employers an opportunity to 
resolve the wage issue, the information provided in the WPS should be more than sufficient to put 
the burden of proof squarely on the employer to provide evidence or testimony to the contrary, 
and respond in a timely manner. It should also be made clear to the police and the PPO when 
cases are referred to them that the burden of proof rests with the employer.  

Furthermore, if workers are enabled routinely to receive a complete and accurate payslip (see 
Recommendation 3) and if the WPSU is enabled to contact workers (see Recommendation 14), 
case management should be expedited, leading to more timely resolutions. 

Recommendation 9: Increase WPS Coverage
The WPS coverage data reveals that a substantial number of eligible workers are still not covered 
by the system – particularly among SMEs (11-100 workers) and micro-enterprises of ten or fewer 
workers (see Table 3). 

A communications campaign should be launched to increase coverage of WPS for enterprises and 
employees. The figures provided by WPSU strongly suggest that the first priority be to target the 
five large enterprises with over 500 workers. This would be relatively easy and have a significant 
impact – bringing nearly 80,000 workers under the WPS. Subsequent priorities include targeting 
enterprises with 11-50 and 51-100 employees. At the last count, these categories include a total of 
1,388 enterprises with 248,316 workers not covered. 

Much more time and resources will then have to be devoted to bring in the 22,352 micro-enterprises 
reportedly employing 126,207 workers not covered by the WPS. A first step would be to establish 
which of these enterprises are still in operation.

Recommendation 10: WPS coverage of domestic workers
Domestic workers are currently not eligible for the WPS, by virtue of their exclusion from the 
Labour Law. However, protection measures have recently been introduced through Law No. 15 of 
2017 on domestic workers. The Law requires that domestic workers are paid on a monthly basis. 
However, the Law does not require that workers be paid directly into their own bank accounts. 
This allows for abuses and disputes.

Many employers of domestic workers would struggle to comply with the current SIF requirements, 
perhaps more so than the SMEs. This is not only because of the complexity of the system, but also 
because of the more varied forms of remuneration. The relevant stakeholders, including ADLSA 
(WPSU), QCB, Ministry of Interior and others, should devise a simplified SIF form and submission 
process for a Domestic Worker WPS. This must also provide relevant details such as basic salary, 
hours worked, overtime pay, allowances, deductions, and net pay, which will be accessible via 
the bank as payslip notification. Staff within the Recruitment Department of ADLSA, as well as the 
banks, could support employers in registering their domestic workers in a WPS.
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Recommendation 11: Incorporate details from employment contracts into the WPS
The worker’s bank automatically records the time and amount of every payment. However, there 
is no systematic reconciliation of the wage paid with the remuneration stipulated in the contract 
(comprising basic salary, as well as food and other allowances). Currently, any discrepancies 
between the terms of an employment contract and actual transactions are unlikely to be revealed 
by the WPS. 

It is important to note that the Comments of the ILO Committee of Experts on the Application 
of Conventions and Recommendations (CEACR) called on the Government of Qatar “to ensure 
that Law No. 1 of 2015, Order No. 4 of 2015, Order No. 19 of 2014 and the WPS are effectively 
implemented, so that all wages are paid on time and in full...”46 The expression “in full” underscores 
the importance explicitly attached to the verification of correct payment of wages, in addition to 
the importance of timely payment. 

The WPS should incorporate the details of the remuneration package agreed in an employment 
contract. In the first instance, this will require a major campaign to have all contracts attested and 
linked electronically to the WPS. This neatly dovetails with the signing of electronic contracts at 
Qatar Visa Centres in countries of origin prior to departure. 

46 CEACR, Observation on the application of ILO Convention No. 29 by Qatar (2017), section (v) "Late payment and non-payment of wages".

9.3 .  U nit  l evel

The following recommendations can be carried out by the WPSU.

Recommendation 12: WPSU Monitoring and Reporting 
At present, data is systematically collected on a number of indicators that do not reveal the full 
picture of wage payment practices and irregularities. The WPS database has the potential to 
generate far more interesting measures to identify trends and track progress. The results would 
convey a powerful message to employers, workers, the international community and others. 

Some of the indicators require cooperation from outside the WPSU, and therefore would need 
to be taken up at the ministerial or even inter-ministerial level (see Recommendations 1 and 6). 
The WPSU is itself ideally placed to determine exactly how the SIF should be modified, and in 
proposing these changes to the QCB it can cogently explain the pressing need for expanded data 
collection, sharing and analysis.

Suggested triggers of a “red flag” alert 
Separate data should be collected on the number of alerts that are automatically generated by 
the system, and the number of violations that are subsequently confirmed by WPSU staff after 
discussions with the employer:

◉  Non-payment of wages. 

◉  Payment below the minimum wage (to replace the alert for payments of less than QR50).
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◉  Non-payment and underpayment of overtime. Overtime pay should be based on the overtime 
rate (calculated by simply multiplying the correct hourly rate or rates – contractual overtime 
rate and/or higher Friday or Ramadan rates as appropriate – by the overtime hours recorded). 
The SIF must be modified to show these details clearly. A fundamental first step in that direction 
must be the creation of a separate, explicit main category for overtime. This will preclude 
current practice, whereby overtime is subsumed under the category of “Additional Income”, 
which could denote any of several other allowances (See item 12 in Appendix A). Clearly, an 
overtime calculation must correspond to a specific relevant sum of money transferred and be 
verifiable. 

◉  Non-payment of the agreed food allowance (when a food allowance is stipulated in the 
contract). As recommended for overtime, a separate category for food allowance should be 
included in the SIF (see Item 12 in Appendix A). This is particularly important in light of the 
discussion on a possible new minimum wage. LID should follow this up to verify whether 
decent food is being provided or not.

◉  Unlawful deductions. Currently, deductions are only checked if they exceed the threshold of 50 
per cent set out in the Labour Law. However, the reasons for deductions should be stringently 
monitored (see section 7 above on automatic alerts). 

Suggested indicators for follow-up
The indicators below would provide a fuller picture of the wage violations identified by the system, 
as well as subsequent actions and outcomes: 

◉  Number of labour inspections triggered by the WPSU;

◉  Number of enterprises denied ADLSA services (blocks);

◉  Number of enterprises referred to the police for violations of the WPS;

◉  Number of fines imposed by the judiciary for violations of the WPS, and total amount of fines; 
and

◉  Number of prison sentences imposed by the judiciary for violations of the WPS.

Recommendation 13: Efficiency measures introduced
More than 62,000 enterprises are registered with the WPS (Table 2). Owing to limited staffing of 
the WPSU and other factors mentioned above, there is a backlog of reviews of alerts ranked lower 
on the risk index. 

In addition to a strategic approach on the risk index (See Recommendation 6), a number of other 
measures can be introduced to improve the efficiency of the WPSU:

◉  The workload, operations and productivity of checkers (and blockers) should be reviewed 
in a consultative manner with all staff of the Unit. Key performance indicators for the Unit 
should be established, and linked to staff performance. Instead of being rigidly and exclusively 
required to review a fixed number of alerts per month, checkers should be assessed on progress 
achieved (such as the outcomes of their interventions). In addition, the Unit should request 
any additional staff needed as a matter of urgency, explaining how this fits in with the overall 
priorities of the Ministry. 
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◉  Employers should be given fewer chances to resolve issues before blocks come into force. This 
would serve as a stronger deterrent, and also reduce the number of follow-up actions that a 
checker is obliged to undertake with individual employers.  

◉  The authority of checkers and blockers should be increased, so that interventions demand 
less attention from the head of the WPSU. This would involve detailed Standardized Operating 
Procedures (SOPs) and training, in particular for issuing penalties against violating enterprises. 
An additional benefit would be the consequent assurance of impartiality.

◉  Technical solutions should be identified, including for example sending automatic alerts to 
employers (rather than manually via the checkers), as is already under consideration. 

Recommendation 14: WPS communication with workers
At present, when the WPS system raises an alert and the staff of the WPSU contact the employer, 
WPSU staff may be given misleading information on the reasons for delays, deductions or wrongly 
entered data. This leaves the WPSU with only one side of the story. 

The system could function far more effectively if a worker’s contact information was also available 
on the SIF. As already proposed by WPSU, this would enable the staff to contact workers directly, 
rather than to rely solely on the employer. However, direct contact with employees will require 
further resources for the WPSU, including interpretation services.

In this context, communication would be greatly enhanced if workers were routinely in possession 
of an accurate payslip (see Recommendation 3).
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Annex A. Details of payroll  file entries

S. No Field Name Comment

1 Registration serial 
number

It is a non-duplicate serial number used to define an 
employee’s record in the payroll file.

If the file is extracted from Microsoft Excel applications, the 
field must be a text / character field.

2 Personal number

According to what is registered in the Qatari ID card, noting 
that the length of the field is fixed.

If the worker is new in the country and has not received the 
country ID card yet, the field shall be left empty and the field 
that follows shall be filled.

3 Visa number If the worker is new in Qatar and does not get the ID, this field 
shall be filled with the visa number.

4 Employee name The name shall be identical to what is registered on the Qatari 
ID card and must be at least two sections.

5 Employee Bank code Worker Bank Code [i] [2]

6 Employee account 
number

If the account of the employee is in the same bank of the 
entity, the field shall be filled with the account number of the 
employee in the bank. If the account of the employee is in 
another bank, the field shall be filled with an IBAN no.

7 Period of Salary 
Performance

One value of two choices
For the biweekly “B”
For the monthly salary “M”.

8 The number of working 
days

It means the number of working days during the month 
of salaries. The number of working days may decrease or 
increase as a result of the absence of the employee. If the 
employee is on vacation for the whole month, the value is 
recorded at zero.

9 Net remuneration 
received

It means the sum of the additions of the total additional 
wages to the wage due on the working days, less the total 
deductions from the wage and represents the net actual 
remuneration received by the worker in Qatari riyals.
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S. No Field Name Comment

10 Basic Remuneration
The average amount paid to the worker for the work he 
performs in a certain period of time on a daily, monthly or 
yearly basis.

11 Number of overtime 
hours

It means the hours of work outside regular working hours, 
whether during working days or on holidays or official leaves.

In the absence of additional working hours, the value is 
recorded at zero.

12 Additional income

It is the sum of the additional wages paid to the worker other 
than the basic wage due for the working days.

Wages include overtime during normal working days, 
during weekends and public holidays, as well as any other 
allowances such as housing allowance, transfer, bonuses or 
any other benefits as late payments.

In the event that no additional wages are due, the value is 
recorded at zero.

13 The amount of 
deduction

It includes any periodic deductions as a result of imposing 
sanctions or seizure in favor of a judicial judgment or 
repayment of a loan or compensation for injury to the 
employer or reduction of salary in case of sick leave, work 
injury or in a similar case.

In the absence of any additional deductions, the value is 
recorded at zero.

14 The basis of the 
receivable Settlement and payment of overdue salaries.

15 Notes Any additional observations the entity deems necessary.

Copied from explanatory leaflet on the ADLSA website
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