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Female Migrant Workers’ Employment: Challenges and Ways to Overcome

ABSTRACT

Migration of female workers plays a significant role in enhancing gender equity, empowerment and foreign earning. The research aims at identifying the challenges of the Bangladeshi female workers while staying at the country of destination and to analyze the challenges for resolving. The exploratory research includes questionnaire-based telephonic survey, telephonic discussion, key informant interview. The activities of Bangladesh Mission at Jeddah of KSA are analyzed. The study shows that challenges faced by the female migrant workers at pre-departure stage, lack of proper training, at airport, at workplace. While residing at country of destination, main challenges faced by the female migrant workers are communicating with persons, health problem, passport problem and at country of origin the main problem related to proper care of child and conflict with husband. Telephonic discussion with First Secretary of Labour Wing at Jeddah in KSA identified some challenges and recommendations face the female migrant worker in Saudi Arab. Due to wage crisis, ill-behave and crisis at country of origin, female migrant workers face different degree of psychological problem. Psychosocial counseling and on-line based socialization of female migrant workers should be introduced to support them. Financial service should be established to ensure regular transfer of wage of female migrant workers from employers to local Bank account at C and from country of destination to country of origin. There should be skill development policy for the female migrant workers. It should include a framework of skill qualification. Work-based training should emphasize on nursing, care-giving and other health service-based training so that aspirant female may prepare themselves for skill-based job and receive higher level of wage. 
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CHAPTER: 1

Introduction
1.1 Background

Although there is no universally accepted definition of the term, an international migrant has been defined for statistical purposes as a person who changes his or her country of usual residence (IOM, 2018). According to Article 11(1) of the Migration for Employment Convention (Revised), 1949 (No. 97) of ILO, ‘migrant worker’ or ‘migrant for employment’ means a person who migrates from one country to another with a view to being employed otherwise than on his or her own account.
Migration of both male and female has direct connections with Sustainable Development Goals (SDGs). Female migration can be integrated into the implementation of gender related targets of SDGs. The Key areas along with goals and targets are in SDG 5, Target 5.2, Target 5.4, Target 5.C, Target 5.A, Target 5.3 & Target 10.4 (Source: IOM 2018). “With each generation, women’s ability to live the lives they choose reaches a place their grandmothers never thought possible. But that doesn’t mean everything is perfect or that our work is finished.” Like the quote of US politician Cathy McMorris Rodgers (Brainquote.com), most of the women in Bangladesh could not ever thought of going abroad as migrant worker even fifty years back. The timeline between 1991 and 2019 shows almost 50 folds increase in overseas employment of female migrant workers. The path was not so easy. Women had to face ups and down in this journey.
Migration of women plays a significant role in enhancing gender equity and empowerment. Considering the economy of Bangladesh, our female migrant workers contribute at micro and macro level. The research focuses on the overseas labour market for in- depth study targeting the Bangladeshi female migrant workers. Moreover, dimensions of their experience at different stages of migration, family welfare of the female migrants are discussed. The socio-economic impact of overseas migration of Bangladeshi women has been sought out for an understanding of changes migration brought to their lives.
1.2 Problem Statement

The female workers leave their family members and stay thousands of kilometers away. The working conditions and overseas facilities at the country of destination are crucial for the female migrant workers. Safety of women is required for continuous flow of their migration. Very few studies focused on the challenges they are facing at country or origin and country of destination while they are staying abroad. The gap between their dream and reality of overseas country and the employment environment are never appropriately explored. In many cases, simple calculation of economic cost and benefit analysis became wrong due to factors that are never recognized before. The recent COVID-19 pandemic has further emphasized to resolve their problems to ensure safe, orderly and regular migration. It is also important to identify the challenges they are facing in a macro-perspective. The 8th Five Year Plan (FYP) or Vision-2041 is never achievable without addressing these issues. Therefore, the study intends to shed light on these problems concerning the issue of migrant workers of Bangladesh.
1.3 Research Objective
i. To identify the challenges faced by overseas Bangladeshi female workers while staying at the country of destination.
ii. To analyze the challenges for resolving.
1.4  Justification of the Study
In order to gender-sensitive policy development and strategy formulation, Ministry of Expatriates’ Welfare and Overseas Employment need to identify the challenges of migrating women. The purpose of the study is to challenges and how to overcome the female migrant workers employment in the country of destination. The outcome of this study will boost the actual scenario of the ongoing process of female migrants employment in the country of destination as well as support for overcoming obstacles.
1.5  Scope 
Geographically, the study covers several countries of the world where Bangladeshi female migrants are working. As the Government of Bangladesh is committed to ensure the welfare of the female migrant workers, there is a scope to develop a welfare policy for the female workers based on the empirical evidence to be collected at the research period. The study has the scope to focus on the following key areas:
(a) Current employment scenarios including opportunities for Bangladeshi female migrant workers;

(b) Protection of female migrant workers’ rights and provision of access to required services or benefits; and
(c) Rules, regulations and common human rights practices for female migrant workers.

1.6  Limitation

Still no significant study is done to minimize the knowledge gap on the working conditions of the overseas Bangladeshi female workers. The study is unable to run heterogeneous preferences of female migrant workers which are necessary for better comparison among different countries. The pre-departure stage of migration and stage of return from migration are not that much covered in the questionnaire-based survey. However, the study has been designed to minimize the limitations by analyzing secondary research reports, data collected from 15 samples returnee migrant workers through telephonic survey, telephonic discussion with First Sectary (labour), Embassy of Jeddah, KSA and Key Informant Interview. In spite of all possible precautionary measures, some limitations remain which are considered to be normal and least harmful to the findings of the present study.
CHAPTER: 2

Literature Review
2.1 Female Migration and Development in Bangladesh

Many studies have been conducted on female migration with different objectives. For the purpose of this paper a large number of them have been perused. But only a few of them are found to be relevant and helpful for the present paper. The purpose of this section is to review the empirical studies on identifying the challenges faced by overseas Bangladeshi female workers while staying at the country of destination and resolving in the context of Socio-Economic impacts of female migration in Bangladesh. The section is prepared on the basis of extensive survey of literature on these issues.
2.2 Lessons for female migrant workers country of destination 
i. The study Yang; Sjaasted (2016) this theory states that migration as an investment which will increasing the productivity in human resources, and it has cost but also has returns. Later, this theory has elaborated and expanded by Davanzo which is focused on different types of migration, first, the explain of the human migration in both internal and international, second, to capture the factor of migration which means that people move because they want better life, third, it is not only about the economic but it also the value of expected returns in the future. 

ii. The Focus group discussion (FGD) with the returning female migrant workers (2015): A FGD was organized with returning migrant female workers in Narayanjong on 18 April 2015. In that FGD, 15 returning migrant female workers who had worked in Saudi Arabia, Oman, Bahrain, Lebanon, and the United Arab Emirates participated. The average length of their stay in abroad was 5.2 years, with a range of stays between two and 11 years.

iii. IOM (2015) Migration also impacts gender dynamics, the composition of families and societal structures at large. Finally, forced migration and displacement, high recruitment costs, violations of human and labour rights, restricted access to information and services, and limited socioeconomic participation in destination areas, all negatively impact the migration–development nexus. 

iv. The study of Islam (2011) found that the female migration from Bangladesh is still dominated in some specific occupations like housekeeping, garment and other factory workers and health care Provider such as nurses. The total female migration from 1991 to 2020 only 9,21,294 (7%).
In case of the scenario of the migrants’ family, the study further found that about 62% of the families were constituted with 4-6 members, 14% with 7-10 members and 24% with less than 4 members. It clearly indicated the burden of the female worker, which compelled her in migration for better livelihood.

In analyzing educational status 14% migrants were found absolutely illiterate, 48% attended schools at classes of 1-5 level, 22% crossed the primary school level and rest were able to read only.

Regarding the stay of migrant workers, it was found that most of them were staying for 1-3 years. It constituted 48% followed by 4-6 years as 13% and more than 6 years was about 6%.

Regarding the freedom of contact over telephone, 50% workers replied that they could contact home within 3-15 days. About 27% contacted in 1-2 months. Rest replied negative in allowing them to contact over telephone.

v. Bureau of Manpower, Employment and Training (BMET) Data Source: 2021 (www.bmet.gov.bd) shows that the important aspect of female migration is the cost of migration. In arranging this money 60% migrant worker borrowed the money with a high interest rate, 12% sold land, 8% mortgaged land, and some used other sources. 23% of the migrant workers arranged their migration cost from their savings. Normally it has become difficult to repay the loan if it is taken with very high rate of interest.
Procurement of visa has been done mainly through brokers which were 65.4%. The workers have procured visa through their relatives were 31% and only 5% through government channel.

vi. Ministry of Expatriates Welfare and Overseas Employment Annual Reports of various year shows that present system of sending remittance is growing popularly through banking channel. It is observed that 72% of the workers send their money through bank. Rest of the workers used informal media like ‘Hundi’ or broker in sending money to the family.
Bangladeshi workers are employed in 165 countries of the world but recruitment of female migrant workers confined to a few countries only. The major destination was Lebanon, which is about 24% followed by UAE as 21%, KSA 9.3%, Oman, Jordan, Kuwait, Mauritius, Bahrain, Malaysia around 3-5% each. Presently Kuwait, Malaysia and KSA have slowed down the recruitment of manpower from Bangladesh.

vii. Tushar (2013) opined that in most of the cases, the female migrant workers have left their children (72%). It is an important issue in considering migration of female workers.
viii. The Migrant Forum Asia (MFA) in their study found that female workers suffer from various forms of mistreatment and abuse, not only in the process of migration but also on their arrival in the destination country. Many become victims of sexual harassment, physical abuse and are denied basic rights by their employers and co‐workers. 

ix. Murshid et al. 2002; Siddiqui 2004; Bangladesh Bank 2011 explores overall migration destination. Micro-economic level literature on international remittances reveals that there are some important factors influencing remittances sent to the home country (Mishra 2011). 
x. (De Haas 2006) describe individual female migrant characteristics such as age, marital status, and education, year of migration, legal status and number of visits to home country on to the micro-level impacts on the home country economy. 
The national and international level literature on migration and remittances, and of the literature on the macro and micro-level impacts of remittances, indicate a gap in the understanding the determinants of remittances and their socioeconomic impacts particularly rural household members.
CHAPTER: 3
Research Methodology
3.1  Research Methods

The study critically examines the overseas migration issues of the Bangladeshi female workers. The exploratory research includes a combination of quantitative and qualitative analysis. Questionnaire-based telephonic survey method is followed to gather data from the fifteen (15) migrant female workers who have returned to Bangladesh within last five years. KII from MoEWOE, BMET, Wage Earners’ Welfare Board (WEWB), Bangladesh Overseas Employment and Service Limited (BOESL), ILO, International Organization for Migration (IOM) personals to identify the challenges at country of origin at pre-departure stage. For the theoretical foundation and content analysis, secondary data or the existing literatures, i.e. published journals, periodicals, web portal of web portal of BOESL, web portal of WEWB, web portal of BMET, periodicals, newspapers, related magazines, internet, etc. have been investigated. The activities of Bangladesh Mission at Jeddah of KSA are analyzed on 2021 to explore initiatives targeted at female migrant workers in the Gulf Cooperation Council  Countries (GCC). Collected challenges and recommendations in context of KSA, telephonic discussion with First Sectary (labour), Embassy at Jeddah of KSA. All sorts of related secondary data including published articles, books and database are explored throughout the research process to have an insight of the research topic including future projection. 
3.2  Source of data

Data has been collected from both primary and secondary sources. Primary source include Questionnaire-based telephonic survey method is followed to gather data from the fifteen (15) migrant female workers who have returned to Bangladesh within last five years. KII from MoEWOE, BMET, WEWB, BOESL, ILO, IOM personals to identify the challenges at country of origin at pre-departure stage. For the theoretical foundation and content analysis, secondary data or the existing literatures, i.e. published journals, periodicals, web portal of web portal of BOESL, web portal of WEWB, web portal of BMET, periodicals, newspapers, related magazines, internet, etc. have been investigated. The activities of Bangladesh Mission at Jeddah of KSA are analyzed on 2021 to explore initiatives targeted at female migrant workers in the GCC countries. Collected challenges and recommendations in context of KSA, telephonic discussion with First Sectary (labour), Embassy at Jeddah of KSA. All sorts of related secondary data including published articles, books and database are explored throughout the research process to have an insight of the research topic including future projection. 

3.3  Questionnaire Design and Tools of Data Collection


The questionnaire is tailored according to the specific research questions. Mostly close-ended questions are used. Data is collected from 15 samples through telephonic survey. KII data is collected from 6 policy makers (MoEWOE, BMET, WEWB, BOESL, ILO, IOM) used for analyzing the challenges and proper solution.
3.4  Data Processing and presentation


The collected data has been coded, edited and analyzed using statistical tables and figures. It has been presented in literature and diagram like bar chart, pie chart etc. 

The purpose of data validation is to ensure a certain level of quality of the final data. Nevertheless, quality has several dimensions in official statistics: relevance, accuracy, timeliness and punctuality, accessibility and clarity, comparability, coherence, completeness. Hence, it is important to establish on which components data validation is concerned with.

CHAPTER: 4

Data Analysis and Findings
4.1  Trend of Female Migration
Worldwide, during past twenty-five years, the volume of migrant workers, both internal and international has more than doubled, i.e. from 84 million to 175 million in 2000 and it was 190 m in 2021. Presently the number of global migrants is estimated at about 250 million. Feminization of labour migration in Asia depicts that- since late 1970s, female constitute an increasing proportion of migrant labour force. From 15% in 2000 it grew to 50% in 2021 in Asia & Latin America. In Asia, for some countries the number of female migrant workers exceeded that of male workers, e.g. Philippines, Indonesia, Sri Lanka, etc. Bangladeshi migrants are spread over five continents: Asia, Africa, Europe, Australia and North America. 

In Bangladesh, local wage employment cannot absorb the huge low skilled and less educated female workforce. This large volume of workforce needs to be engaged in employment to ensure their participation in the economic development of the countries as well as to improve their family standard. Table-1: shows the flow of female migrant workers from 2010 to 2021 with the percentage of total migration. From 2010 to 2021 a total number of 880,285 female migrated to overseas employment in various countries of the world.

Table-1: Flow of female migrants with the percentage of total migration from 2010 to 2021
	Years
	Migration
	
	Years
	Migration

	
	Total
	Female
	%
	
	
	Total
	Female
	% 

	2010
	390,702 
	27,706 
	7.09
	
	2016
	757,731 
	118,088 
	15.58

	2011
	568,062 
	30,579 
	5.38
	
	2017
	1,008,525 
	121,925
	12.09

	2012
	607,798 
	37,304 
	6.14
	
	2018
	734,181 
	101,695 
	13.85

	2013
	409,253 
	56,400 
	13.78
	
	2019
	700,159 
	104,786 
	14.97

	2014
	425,684 
	76,007 
	17.86
	
	2020
	217,669
	21,934
	10.08

	2015
	  555,881 
	103,718 
	18.66
	
	2021
	617,209
	80,143
	12.98

	
	
	
	
	
	TOTAL=
	6,992,854
	880,285
	12.59


Source: Database of BMET 

	Total female migration from 2010 to 2021: 880,285


In Bangladesh, the female migration achieved the figure of 12.98% of the total migration in 2021. It is interesting to note that the number of female migration is ever increasing from 2013 to 2019 continuously even the overall migration declined due to global economic recession. 

The female migration from Bangladesh is still dominated in some occupations. But their employment opportunity in the overseas labour market is mainly confined to some specific occupations like housekeeping, garment & other factory workers and nurses. The house keeping workers usually come from the village and sub-urban areas with poor economic background. Almost 92% of the female workers are migrating as domestic aide. But in the occupation list it is observed that in total 149 occupations are there in female overseas employment.
4.1.1 Female migrant workers in Gulf Cooperation Council (GCC) countries

Most Bangladeshi female migrant workers are working in the GCC countries: Saudi Arabia, Kuwait, Bahrain, Oman, Qatar and United Arab Emirates. As of 2021, Saudi Arabia is their top destination in comparison to other 4 countries.
Table-2: Female migration workers scenario in GCC countries (2010-2021)

	Year
	GCC- Country
	Total Female Worker

	
	KSA
	UAE
	Qatar
	Oman
	Kuwait
	Bahrain
	

	2010
	44
	7111
	3
	18
	1
	57
	7234

	2011
	166
	7394
	4
	1061
	0
	17
	8642

	2012
	484
	6212
	6
	4102
	0
	38
	10842

	2013
	167
	13710
	2100
	6068
	0
	141
	22186

	2014
	13
	23214
	6452
	11584
	1
	121
	41385

	2015
	20952
	24307
	8642
	16980
	6
	403
	71290

	2016
	68286
	5151
	5381
	12897
	128
	79
	91922

	2017
	83354
	3272
	3209
	9199
	393
	21
	99448

	2018
	73713
	2427
	3196
	11034
	115
	5
	90490

	2019
	62578
	2483
	3741
	12226
	758
	0
	81786

	2020
	12735
	664
	809
	3358
	70
	0
	17636

	2021
	53082
	777
	1997
	10035
	35
	0
	65926

	Total
	375574
	96722
	35540
	98562
	1507
	882
	608787


(Database of BMET, 2021)
Migration of Bangladeshi female migrants in KSA was almost stopped during 2010-2014. The rate of migration shows a upward trend during 2015-2017 followed by a downward trend 2018-2021.

4.1.2 Female migrant workers in major Non-GCC countries

According to Table-3, Jordan is the top most non-GCC country of destination for the female migrant workers (BMET, July 2022). The flow of Bangladeshi female workers recently has shifted to other key destination countries, such as Singapore, Italy, Mauritius, Hong Kong, Japan and the Republic of Korea (Hossain,2018).
Table-3: Female migration scenario in non-GCC countries (2000- 2021)

	Year
	Non-GCC Country
	Total Female Worker

	
	Jordan
	Lebanon
	Libya
	Hongkong
	Brunei
	Malaysia
	Singapore
	Italy
	Mauritius
	

	2010
	2136
	15116
	185
	9
	1
	16
	156
	45
	2695
	20359

	2011
	4338
	15610
	1
	14
	2
	23
	241
	39
	1609
	21877

	2012
	11582
	12496
	63
	9
	2
	19
	75
	49
	1979
	26274

	2013
	21243
	10750
	0
	323
	3
	23
	133
	28
	1557
	34060

	2014
	20134
	11990
	0
	443
	3
	15
	128
	7
	1814
	34534

	2015
	21776
	8782
	0
	300
	4
	12
	114
	1
	1339
	32328

	2016
	22689
	2450
	0
	171
	3
	29
	104
	0
	641
	26087

	2017
	13872
	1642
	0
	172
	14
	28
	102
	0
	552
	16382

	2018
	9100
	1207
	0
	147
	11
	31
	87
	0
	451
	11034

	2019
	19706
	1611
	0
	184
	22
	22
	106
	0
	1106
	22757

	2020
	3661
	191
	0
	66
	2
	9
	21
	0
	280
	4230

	2021
	13643
	147
	0
	24
	0
	3
	25
	7
	8
	13857

	Total
	163880
	81992
	249
	1862
	67
	230
	1292
	176
	14031
	263779


(Source: Database of BMET, 2021)
Migration of Bangladeshi female in Jordan started increasing since 2010. Jordan became one of the top-rated target markets for female migrant workers since 2013.
4.2  Destination, Push-Pull Factors and Costs of Migration

· Bangladeshi female migrant workers have been working primarily in GCC countries and in west-Asian countries such as Jordan and Lebanon. Most Bangladeshi female migrant workers are working in the GCC countries: Bahrain, Kuwait, Oman, Qatar, Saudi Arabia (KSA) and United Arab Emirates. As of 2020, KSA is their top destination, followed by UAE.

· Hong Kong, Italy, Japan, Mauritius, Republic of Korea and Singapore are emerged as new labour market.

· IOM (2020) study on migrant workers identified finding better job and livelihood opportunity (73%) as the main push factors for leaving Bangladesh. Other reasons include financial (13%) and to enhance social status (11%). Presence of a social network in a specific country (43%) and availability of job (27%) were the key pull factors for choosing destination. Studies of Siddiqui and Mahmood (2015), Barkat and Ahsan (2014) also identified similar factors. Still, none of these were female migrant specific. KII of the study identified the role of facilitators (BOESL, RAs, middleman or known person) as the key decision-making factors. They act as a catalyst in migration decision by highlighting the push and pull factors. In 50.6% cases the female migrant workers are selected by the middlemen and in 25.3% cases by any of their known person.

· According to a survey by GED (2020), mean recruitment cost of female worker is BDT 100102 is comparatively more than four times lower than male worker (BDT 471668). Migration cost for female workers is zero and borne by the employers in most of the cases. Instead the cost of migration for female workers are very much alarming.

4.3  Discussion with the stakeholders
KII from the Deputy Secretary, DG of WEWB, Director of BMET, GM of BOESL, ILO and IOM personals. The essence of the discussion is given below.

Female migration: Female migrant workers recruiting process was not directly mentioned in the policy. They added that however recruiting process of the female migrant workers is one of priority aspects of safe migration. They opined that safe migration covers a wide area of the migration process. It covers awareness program, recruiting process, intensive training and salary, better environment of sending and destination country, free choice of selecting profession etc. 

Recruiting process: The respondents said that the female migrant workers recruiting process is to some extent satisfactory but some loopholes are still remaining. They are taking these problems very seriously and are in the process to finding solutions to them. The loopholes according to them lie with the middle men that still exist in the recruiting process. These middle men are the representatives of the recruiting agents. Female migrant workers do not know the recruiting agents. But recruiting agents play a vital role for recruitment of aspiring migrant female workers. The recruiting process will be safer if the recruiting process is based on the mutual agreement of the sending and receiving countries like that of the EPS system of South Korea where all procedures are processed on a fully online basis which will eradicate the existence of the middleman. Lack of awareness of the female migrant workers seriously hampers their safety and benefits. Migrant female workers need more intensive training which put more emphasis on practical aspect rather than theoretical aspect. 
4.4  Common Occupations of Female Migrant Workers 
Female migration from Bangladesh started initially in service sector like nursing. With time migration rate is increased in many folds but shifted from nursing. At present, Bangladeshi female migrants are mostly concentrated in particular occupations like housekeeping, cleaning and RMG machine operating. The majority of Bangladeshi women migrant workers remain in traditional roles such as housekeeping in the Gulf region (IOM, 2018b). A total of 82,548 female garments workers are employed in the Garments sector of Jordan only mediated by BOESL from 2010 to July,2022. In same period female domestic workers are employed in Hong Kong 4, factory workers in South Korea 82 and Nurse in Kuwait 51 (Source: Data collected from BOESL, 2022).
4.5  Duration of Migration
According to Siddqui and Mahmood (2015), the average length of stay of the female migrants at the country of destination is 5.39 years. It is comparatively lower than male migrants (7.50 years). Table-4 shows the scenario of staying abroad:
Table-4: Duration of migration of Bangladeshi workers

	Duration
	Male
	Female

	1-2 years
	16.7%
	27.7%

	3-5 years
	26%
	43.4%

	6-10 years
	35%
	17.5%

	11-15 years
	13.9%
	7.2%

	16-25 years
	7.3%
	3.6%

	25+ years
	1%
	0.6%

	(Sample size 2447, male 2281, female 166)
	
	(Source: Siddiqui and Mahmood, 2015)



4.6  Job Status

· Most of the Bangladeshi female migrants are domestic workers followed by garments worker. The study shows that among the returnee female workers, 91.6% are domestic workers followed by garment worker (6%).
[image: image13.png]


Figure-1: Job distribution of the returnee female workers

4.7  Description of Results 
Interview of 15 aspirant female migrant workers was taken to obtain the data. They were asked 16 telephonic interview questions and their responses were recorded. The results of the most significant questions are analyzed below.

4.7.1 Educational Qualification of the Returnee Female Migrants Workers

The information in the table is collected from 15 returnee female migrant workers. Among the 15, 9 or 60%, 6, 3 have primary level of education, 2 have secondary level of education and 1 has above secondary level of education. It is evident that most of the female workers are illiterate and as a result prone to fraud. 

4.7.2 Responses Regarding Overseas Employment Cost 

When asked about if they came for manpower clearance in the immigration section of BMET Overseas Employment Cost, more than 73% have responded in the negative. This shows a clear evidence of the existence of middlemen or “dalal”. 
4.7.3 Knowledge of the Respondents on the Earnings

The respondents were asked about the agreement letter. 80% of them replied in the negative. This agreement letter is a vital document in ensuring the rights of the migrant worker. Having no knowledge of this document increases the probability of the migrant worker to be deprived. 

The following pie chart shows the responses regarding the agreement letter. 

Figure-2: Knowledge of the Respondents on the Agreement Letter
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4.7.4 Information of Overseas Migration 

Out of 15, 6 of the respondents got their information of overseas employment from middlemen, 5 from the family members and the rest from relatives and others. This is clear evidence that awareness of the migration procedure of the migrant workers is not much. 
Figure-3: Information of Overseas Migration
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4.7.5 Problems Faced by Migration Process
Among the 15 female workers, 5 said that they use newspapers, 5 said that they used local TV channels and the rest said that they use other mediums for their awareness campaigns. According to them they are doing everything right but the reality may be something different. Three are getting training and 12 are paper Verification. 14 are taken smart card as government clearance.

Figure-4: Problems faced in migration Process
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4.7.6 Handing over the agreement papers to female migrant workers

Six of the agencies responded by saying 10 days before handing out the agreement papers, 4 said 15 days, 3 said 20 days and 2 said 30 days. However, the real picture is that 80% of the migrant workers do not get any agreement letters before the day of departure from the country. Most of them sign the agreement paper in the airport which is a great barrier in ensuring recruiting process of safe migration. 

Figure-5: Days prior handing out agreement papers
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4.7.7 Involvement of middlemen

The table shows that 7 recruiting agencies said 1 to 2 middlemen are involved to collect a female worker, 6 responded by saying 3-4 and 2 by saying 5-6. It is clear that no aspirant female migrant worker comes to the recruiting agency by their own volition. It is in violation of proper recruiting process of safe migration.

Figure-6: Involvement of middlemen per female migrant
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4.8 Socio-Economic Profile of Female Migrant Workers
4.8.1 Age Distribution
According to the study, the female migrant workers are aged between 20 to 46 Years. 
It is noteworthy that average age of migrant workers in 2019 was 30.4 years (BMET, 2019). Again, average age of potential female migrant workers is 29.7 years (IOM, 2020).
Minimum age of female migrant workers is 25 years for domestic workers in KSA and other Middle East countries. Minimum age of female migrant worker is 18 years for Hong Kong.
4.8.2 Educational Qualification
The study shows that majority of the returnee female migrant workers are educated up to primary level (35%). 30% of them are illiterate followed by secondary level of education (28%). Only 8% have education up to SSC level and above. 
4.8.3 Passport
· 24.1% of the female migrant workers did not have any passport at the time of return. The employers usually keep the passport as security, which is a total violation of International law.
Figure-7: Passport availability of returnee female migrant workers
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4.9 Identified the Challenges

4.9.1  Challenges at Pre-departure Stage
The KII identified the following challenges at the pre-departure stage:
· Pre-departure period is too short to prepare mentally for an overseas employment;
· Access to information is limited;
· Manipulation of middle-man is inevitable; and
· Family support is inadequate.
4.9.2  Challenges of Proper Training

· Most of the female migrant workers received one month training before going to CoD.

· As per KII, pre-departure training is compulsory for every female worker. Still the study found that 21.7% of the returnee workers mentioned that they did not receive any training. It indicates a loop-hole of the training system that need to be addressed properly.

4.9.3  Challenges at Country of Destination
4.9.3.1 Challenges at Airport
Though most of the female migrants go abroad for the first time, they did not feel that much challenge at the airport (Figure-8). Journey as group continues at airport. So they face the challenges together and overcome it. But when they are places individually as a domestic worker, the challenges become tough to overcome.
Figure-8: Challenges of female migrant workers at airport
4.9.3.2 Challenges at Workplace
· The real challenges of Bangladeshi female begin at workplace. They face different problems at higher intensity.
Figure-9: Challenges of female migrant workers at workplace
· Female worker face wage problem (67.5) that include decreasing wage under new contract, deposition of wage under employer’s custody and wage theft.
· Ill-behave of supervisor (55.4%) and coworker (43.4%) are very common. They feel lonely and wish to get leave at least once a year so that they may meet their relatives once a year. But leave related problem (68.7%).
· Cultural shock is further aggravated by totally different food habit at CoD (19.3%). Residence problem (12%) is mainly based on lack of security of women. Therefore, other problems (21.7%) explained by the worker are actually realized as violence against women.
4.9.3.3 Challenges while Residing at Country of Destination (CoD)
· For most of the domestic workers, female Bangladeshi migrants pass their overseas daily life within the house where they work. Therefore, challenges at workplace and CoD overlaps with each other.
· The female migrant workers consider barrier in communicating with persons in Bangladesh as the most common challenge (68.7%). Health problem or problem in receiving treatment is another challenge (39.8%). Passport problem (24.1%) is also need to be solved to ensure right of the female workers.
Figure-10: Challenges of female migrant workers while residing at CoD

4.9.3.4 Challenges at Country of Origin (CoO)
· While residing in CoD, female workers face challenges in CoO. Though they go abroad to solve financial crisis, still financial problem (29.6%) remains as the main challenge.
· There are also problem related to child (10.8%) and conflict with husband (8.5%).
Figure-11: Challenges of female migrant workers at CoO while residing at CoD
4.9.3.5 Benefit of Migration
· More than half of the female workers receive financial benefit from migration (53%).
Figure-12: Benefit of migration
· Migration brings honour in family (37.3%) and in society (10.8%). It provides decision making power to some extent (9.6%). 15.7% considers education of children as an important benefit.
4.9.4  Challenges of female migrant workers in contents of Saudi Arab (KSA)
4.9.4.1 Inadequate daily rest and weekly holiday
 
The Female domestic workers do not get adequate daily rest time and weekly holyday which they are entitled to as per Saudi Regulation of Domestic Workers.
4.9.4.2 Uncertainty of monthly Wages 
 

In many cases Saudi employers do not pay the monthly wages properly and it is very difficult and somewhat impossible for the domestic worker to complain against her employer and to retrieve her lost wages before going home.

4.9.4.3 Deprivation of legal rights/Access to justice
 

Any dispute between the worker and her employer is to be taken to the labor court which in majority of the instances is not practical for the domestic worker. If the domestic worker has to make any complain it is not so convenient and thus the system is biased towards the employer. 

4.9.4.4 Physical, Mental and Sexual harassment
 

Sometimes domestic workers face permanent physical injury and mental trauma for sexual reasons and inefficiency of works hardly get justice from this tortures or offence.  

4.9.4.5 Insufficiency of Medical facilities
 

It is very difficult and complex for workers with expired iqama or who works outside their sponsor to get access to medical treatment. Most of the time admission to hospitals for migrant workers are denied even during medical emergencies.   

4.9.4.6 Inadequate and limited job opportunity
 

Supply companies/Newly formed small companies are issuing visa just for “trading” purposes and getting financially benefitted. Many employers are only issuing work permit (Iqama) with 3 months validity and not providing employment as per the employment contract.    

4.9.4.7 Unusual delay in returnee home country 

Workers who wishes to return in Bangladesh under Special Exit Program (SEP) have to wait on unusually long period of time sometimes extending to 5-6 months before their final exit visa is issued by General Department Passport. This is particularly true for Jeddah and Makkah region.
4.9.4.8 Delay in Compliance of count’s verdict 

The concerned authority is very relaxed in executing court orders against the employers. There are a lot of instances where it has been 5-6 years since labor court has given its decision but their execution is pending till date. Even sending multiple Note verbal to carry out the court orders by the consulate yielded no result.        


CHAPTER: 5

Recommendation
The study specifically has focused on the challenges of female migrant workers while they are in CoD. In order to overcome the challenges recommendations are given for both CoD and CoO as well as for female migrant workers (aspirant, on-the-job and returnee) based on the KII and telephonic interview.
5.1 Actions recommendation for implementation in Country of Destination (CoD):
G2G cooperation to ensure safety of female migrant workers, involvement of migration related organizations and facilitators, strengthening human resources of Labour Welfare Wing at Bangladesh Embassies, established migrant workers related information service, psycho-social counseling, financial and insurance support service, ssettlement of unpaid termination payment, ssearching for alternative jobs and CoD for female migrant workers, ssettlement of unpaid termination payment, ddigital integrated service delivery platform are recommended. 
5.2 Recommendations in context of Saudi Arab:  
Frequent visit of labour wing of respective countries to ensure the right of daily rest and weekly holiday, to ensure payment of monthly wages for the female migrant workers, automated payment system should be introduced, separate online platform and hotline number in native language of the domestic workers to complain and report if any abuse by the employer, sspecial measure taken for physical, mental and sexual harassment, there should be adequate and easy to access rescue or support system in the form of shelter home or safe house to support the maid servants while they wait to travel back to Bangladesh, checking of job opportunity by the Embassy before issuing visa, to ensure quick measures for returnee in home country , there should be time limit for processing of final exit visa for Special Exit Program applicants, proper medical treatment should be made available to everyone despite their working place, concerned Labour Wing should take necessary activities, early measures in compliance of courts verdict, concerned labour wing should be made swift and efficient to protect employee rights, etc. are strongly recommended.  
5.3 Actions recommendation for implementation in Country of Origin:
Skill development policy formulation, work-based training, ensure required language proficiency, minimum primary level of education, psycho-social counseling of the returnee female migrant workers, to ensure re-integration loan and provide entrepreneurship, financial literacy and other required training to utilize the loan successfully, to ensure social security programme, WEWB should prioritize female on their project for the reintegration of returning workers, sharing migrant welfare services, to ensure digital integrated service delivery platform, to ensure digital integrated service delivery platform, involvement of migration related organizations and facilitators, initiative against intermediaries and illegal actions of recruiting agencies, ensure loan for aspirant female migrants, etc. are recommended. 
CHAPTER: 6

Conclusion
Migration is an important livelihood strategy for Bangladeshi women. It makes a fundamental contribution to the economies of Bangladesh. Living away from home and motherland results in new experiences every day for every female migrant worker. Some are positive and others are negative. The challenges at country of origin and country of destination are identified and ways to overcome are recommended accordingly. Research needs to be carried out on a regular basis in order to help convince policy-makers to ensure rights and privileges domestic migrant workers.
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