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>> International recruitment is complex

Job seekers -

Employers

don't like to

recruit from
abroad.

Immigration process
Information
asymmetries

Geographical distance
Language barriers
Foreign qualifications

Labour market test




>> Matchmaking, Marketplaces and intermediaries

* Private on-line platforms

 Job fairs

 Informal and formal networks

* Private agencies and consultants

« Market size counts

* When linked with migration process, address
cost, complexity, frontloads processes and
increases credibility of RFQ, reduces risks...




“Expression

of Interest”

Invited to
Apply

il ol I+

Eols that after a period of time do not
receive an invitation to apply are
discarded

Eols that do not meet the
minimum requirements are
excluded

- Selection 1
Qualifying
candidates
I eligible for (at :
least ) one !
migration |
| programme 1

Eol

Pool of pre-
selected
candidates to
be examined
by relevant
actors

Pool

Interested
candidates

........... |
! Selection 2 :
I' Qualifying/high -
1 ranking
candidates in
the pool to be
invited to apply
I for immigration :
. in regular I
selection "
1

I rounds

f
2 ItA

Candidates
are invited
to apply for
a specific
migration
programme

=

Migration
application

"’-‘ Also used in Korea for low-skilled programme, with pool on

L S

language, age, basic skills, and selection by state and employers.




Three public attempts to integrate matching into the
migration process

Migrants are already pre-qualified, included in a migration pool

“SkillFinder” SkillSelect ExpressEntry

Separate Employers had Introduced with a
database, not run access to profiles mandatory
by PES"}_Jsed to In the SkillSelect enrolment in PES-
capture “intent’; database... until run national

immigration April 2018! JobBank; not
services mediate required from

matching 2017




// SkillFinder

é i
/@@ NEW ZEALAND
IMMIGRATION

NEW ZEALAND

Your details

First Name *

John

Last Name *

Email *

john.smith@gmail.com

Date of birth *

v

j WGIj

Citizenship on your passport *

University or College Degree

+ -+
SkillFinder

www.immigration.govt.nz/skillfinder

NZ employers and

recruiters in areas of skills
shortage search database
by occupation, academic
qualifications, residence
and work experience and
send an email inviting them
to apply for a position

www.newzealandnow.govt.nz/

Prospective migrants
express interest, supply
their occupation,
experience and education




* Australian Government

S kl I | SEIGCt g \‘;'f-;":‘ Department of Immigration

and Border Protection

State/Territory
Government

Nomination

SkillSelect

I-M

Access/Register Points Test Invited to Complete Visa
Intending Complete EOI Apply Application
Migrant Search EOI eLodgement & Processing
Database
Australian *
Employers

Until April 2018

o—

(Selected) Australian employers could access SkillSelect, review EOIs, and
initiate contact with a prospective employee. The EOI candidates were eligible for
one of two sponsor programmes (Employer Nomination; Regional Sponsored).




Canada

ExpresskEntry

Job Bank
Your career starts here

Search 87,493 job postings in Canada

Example: welder in Toronto SEARCH

Sortby: (@ Best Maich Date Posted Last 20 dsys # Advanced

Employers can use Job Match to view
and contact candidates. Profiles are
anonymous but Express Entry users
are flagged.

Search jobs for:  Students | Parttime | Msnsgement | Retsil and ssles clerk

[l Job Match for Employers

(10/13 provinces)

= View job posting ‘ B View Activity report | O Retum to Dashboard

JOB POSTING 3105

Job seekers Employers Labour market information
) Find a job Recruit and hire ) Explore careers Cook
6322 - Cooks

- = i 5
e 1vacancy &= GovofCanada-PCAA @ Oréans, ON

Get notified of new job opportunities by

«

You are using the default matching mode | Switch o stict matching made | (@)

) Job Match
Create a profile and be matched to jobs th|

The Labour Market Test is integrated
into the system: all employers wishing

to recruit from abroad must post
vacancies for 30 days, after which
suitable listings are visible to EE
applicants

W Meets the requirement A, Slightly over-qualified

Filtar by: employment group  View All

Showing 1 8o 10 of 10 enfries

Wish to
Profile Score |14 Education Experience apply

“ Slightly under.qualified

Sl Fiter {.Iear‘

Show | 10 [v] entries

Willing to
relocate  Viewed  Invited

ﬁ ‘Eﬁm *okr A v ~

|o | 15‘3‘:" AR AR v ~
O | 15‘5'51 wAAAd v v

o "9 AAada v

®

e o
e o
e o
o o

Job market information

YOUR JOB POSTING

Wage offered

Based on commission or pisce
work only

for 40 1o 40 hours per week

PREVAILING CONDITIONS

Ottawa Region
$12.50mr

Ontario
$12.00Mmr

Canada
512.50Mmr

Explore this career




Challenge to find the role of PES

Attracting
candidates into

the pool \

Pool of
candidates

Filtering
candidates

1

Training into
the pool

Labour
market test

Pool of
employers

Attracting
employers into

[ the pool

Filtering
employers




More on PES and international matching...

A b@ uilding an EU Talent Pool
/ Y FOREROICHTO MIGRATION MANAGENENT Jonathan.Chaloff@oecd.org

7

Building an EU Talent Pool
A New Approach to Migration
Management for Europe

doi.orqg/10.1787/6ea982a0-en
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https://doi.org/10.1787/6ea982a0-en
https://t.co/McmGUM67iZ
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The German Federal Employment Agency (BA) — International Relations
Alexander Wilhelm — Director International Relations | November, 20t 2020

PES German
bilateral coll

e Bundesagentur far Arbeit

! oration fd@r international recrultment




Framework & background



BA’s approaches in the field of migration

: : « Cooperation in the PES- & EURES network
Labour m|grat|0n to promote knowledge transfer and free
intra- = movement of workers

» BA approval (“Arbeitsmarktzulassung”)

* Bilateral cooperation (knowledge exchange /
recruitment of skilled & seasonal workers)

* Integration Strategy of the Federal

Forced migration Government and the BA

Q Bundesagentur fiir Arbeit



Labour migration (non-EU): Approval of the German PES

Access to the German labour market is determined by the legal provisions of the
German Residence Act (Aufenthaltsgesetz) and the Employment Regulation
(Beschaftigungsverordnung). To get an employment visa for international qualified
workers a BA’'s formal approval (“Arbeitsmarktzulassung”) is generally required.

In_general, the approval is granted if:
— there is a concrete job offer (employment contract accepted as proof)
— the working conditions are comparable with those of domestic employees

— the professional qualification of the international qualified worker enables him/ her
to perform the job (“recognition of foreign professional qualifications”)

The approval can be obtained through an internal procedure between the visa centre
in the country of origin or the responsible local immigration authority in Germany. The
employment permission is granted along with the residence title.

Q Bundesagentur fiir Arbeit



Labour migration (non-EU): Bilateral Agreements

German Employment Regulation (Beschaftigungsverordnung — BeschV) issued by the Federal Ministry of
Labor and Social Affairs (BMAS - Bundesministerium flr Arbeit und Soziales) authorizes only the BA to carry
out and conclude bilateral agreements with PES of other nations.

Forms of bilateral agreements

v' General (“umbrella”) agreements (MoU) = define the baseline for BA's overarching bilateral
cooperation with selected Partner-PES in the field of knowledge exchange and / or deployment of
international workers.

v' Placement Agreements (skilled workers) = legal framework for demand-oriented, targeted and easy
access job placement in various professions in Germany in accordance with Section 16d (4) BeschV.

v Specific recruitment agreements in the health care sector = allows recruitment / deployment of health
care professionals (e.g. nurses) in line with international regulation on the recruitment of health care
professionals (WHO codex). Due to German regulation (§38 BeschV) only the BA is allowed to recruit
health care professionals from countries on the so-called WHO list.

v' Placement Agreements (seasonal workers) = legal framework for recruitment / deployment of un- /
semiskilled workers for seasonal employment (e.g. in the agricultural sector). Due to German regulation
(§15a 1 BeschV), only the BA is authorized to enter into agreements with PES of other nations that allow
and define the access for un-/ semi-skilled seasonal workers to the German labour market.

Q Bundesagentur fiir Arbeit



Bilateral placement agreements for the acceleration of the employment
of skilled workers

Q Bundesagentur fiir Arbeit

bringt weiter.

+ International
partners

Entry without existing equivalence
assessment and application/proceeding

of the recognition process* w |

Application of the equivalence
assessment must be made from abroad

Long & complex procedure for the Acceleration of the entry process and
application of foreign skill approval shorter time between recruitment and
(waiting time up to 4 month plus process employment
time)*

New:

Residence of up to three years for

recognition of foreign professional ”

* Currently there is no information about the precise procedure of the recognition qual|f|cat|ons IS pOSSIbIe

process

e Bundesagentur fiir Arbeit 21



Our Process



Needs Analysis: Identifying shortages of skilled labour

The BA has defined clear priorities for its international recruitment activities on
different professional levels of skilled workers.

rm

ey

% Ui
¥ ),

» Metal Working Machine Tool
Setters and Operators,
Blacksmiths, Hammersmiths
and Forging Press Workers

+ Electrical Engineering
Technicians, Electronics
Engineering Technicians

* Mechanical Engineers
* Electrical Engineers,
Electronics Engineers

» System Analysts » Systems Analysts, Software

Developers, Computer Network
Professionals

certain subject

» Welders and flamecutters - Software Developers

Experts

« Electrical Mechanics, Fitters
and Servicers

field of research, etc

» Physiotherapists

comparable qualification

Specialists

Person who specialized in a particular area of activity,

+ Systems Analysts
» Cooks
» Plumbers and Pipe Fitters
* Nurses

+ Software Developers

Skilled Workers

Person with a occupation requiring a vocational training or a

» Generalist Medical Practitioners
* Pharmacists

person with a high degree of skill in or knowledge of a

e Bundesagentur fiir Arbeit



Potential Analysis: Focus countries for recruitment

Indicator-based analysis of Assessement through In-depth analysis of Willingness to

countries partners on site selected criteria cooperate

= Analysis of immigration = Evaluation of selected = partner structure and = Assessment of interest to
potential and affinity to countries with regard to interest educational cooperate on behalf of the
Germany on the basis of labour market situation, system partner PES/ government
sociodemographic data political situation, etc. = recognition capacity /
= Objective: short list of for = First assessment of vocational training
gualitative assessment occupation-specific standards
potentials = |abour market situation

e Bundesagentur fiir Arbeit


http://portals-eur.bcg.com/sites/my_visual_services/my_pl/Lizenzbilder/Miscellaneous/Fotolia_33376631_S.jpg

Steps of cooperation

Step 1.
|dentification of
domestic needs
and possible
partner countries

Step 3:

MoU BA-Partner-PES as a framework for future
cooperation (Capacity building / knowledge
exchange; cooperation in the context of recruitment
for labour migration )

Transparent and ongoing exchange with the responsible ministries

Step 2:

Assessment of interest to

cooperate on behalf of the
partner-PES/ government

Step 4.
(Optional) Placement agreement(s) for skilled
workers in selected professions / seasonal workers

25
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Our values



Fair migration is key: BA’s guiding principles in international recruitment

free of charge for jobseekers*

Clear orientation on de nt/working conditions

co-operation
ith national PES

following fair mig

* There may remain costs for jobseekers and / or employers that can not be covered by the BA, e.g. for the aquisation of sufficient language skills, visa
procedures, travel arrangements or costs of living. These vary from candidate to candidate and between the different projects.

27
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BA’s cooperation with PES in third countries

We offer more than just agreements on labour migration .

v Capacity building and organised exchange of best practices with partner
PES (basis: MoU)

v Support for the establishment and expansion of foreign employment
services (e.g. EU Twinning projects)

v’ Collaboration with, and involvement in international organisations and
networks (e.g. WAPES)

v Organisation and monitoring of expert exchanges (peer reviews) on
labour market policy issues, labour migration, etc.

v’ Targeted support for partner countries with EU accession candidate
status (e.g. Serbia, Montenegro)

v’ Cooperation with German government initiatives on the promotion of
(dual) vocational training.

28
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Thank you for listening!

(




Backup



Challenges from the perspective of the BA

Successful and sustainable integration requires
activities on the part of many actors (e.g. federal
and regional politics, chambers, social partners)

e Bundesagentur fiir Arbeit Seite 31



BA’s services for international skilled personnel and
companies in Germany

— The International Placement
Services (IPS) advise and liaise
with skilled personnel abroad
interested in migrating on
employment-related migration
opportunities

— The Employer Services (AG-S)
are the central contact partners
for employers. They advise
interested companies in Germany
and advertise vacancies for
international applicants.

— AG-S and IPS offer these
services together. This way,
companies use alternative
staffing strategies for jobs
without or with insufficient
domestic applicant potential

e Bundesagentur fiir Arbeit



The Central Service Centre for professional recognition is responsible
for the following tasks

Deepened individual consultation before the application

‘ ‘ Compilation / review of the documents

Transfer of the documents to the responsible certification authority

If necessary, accompaniment through the further recognition procedure

G Counselling takes into account conditions of residence law
‘@ Reference consultation for ongoing needs

e Bundesagentur fiir Arbeit 33
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Initiatives for international recruitment
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International activities for Péle Emploi

International labour mobility for Pole Emploi

Supporting international labour mobility

Attracting talented workers

Insights for the future

Ere THUSE ~ :
= o &S . pole emploi



1 — International activities for Péle emploi

Europe and international relations direction
Florence DUMONTIER

International Benchmark and International
cooperation communication labour mobility
departement Unit department

7 international mobility
teams

7 managers, 62 advisors

pole emploi



2 — International labour mobility for Péle emploi

Demandeurs d'emploi en catégories AetA,B,C
En millierz, données comigées des variations saisonniéres et des jours ouvrables (CVS-CJO)

5400 4

5375 A

4350

3325 4

=—= Catégorie A, France (hors Mayotte)
s Cgtégorie A, France métropolitaine
=== Catégories A, B, C, France (hors Mayotte)
— Catégories A, B, C, France métropolitaine

T3
2013

T3 T3 T3 T3 T3 T3 T3
2014 2015 2016 2007 2018 2019 2020

At the end of the third quarter of 2020, the
number of jobseekers registered, with an
obligation to look for a job and without
activities (A category) was

3673400

From the beginning of the year 2020, the
number of jobseekers sent towards our
international mobility teams was

12 167

Therefore international labour mobility is
just a tiny part of our activity.

38
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3 — Supporting International labour mobility

In 2019 we reinforced our labour mobility offer of services which is mainly based on
career path guidance ajusted to international mobility and consists of :

Digital offer of services International partnerships Customized support

Website International collaborations Webinars

EURES

e q Online meetings
i_ l Online workshops

Online clubs

International mobility schemes

[]f‘[y offiee Proprietary social network
franco-québécois

Cap 10%/

€

pole emploi




3 — Supporting International labour mobility

During the second lockdown period that began in November, all of our agencies
were and are still opened and offer guidance to jobseekers that may not be at ease
with digital tools.

As the youngest jobseekers are the most concerned by
the economic impact of the Covid crisis, we give priority
to guide them in order to find a solution for a job.

Regarding the professional training, we managed during
springtime to speed up the launch of the online offer of
trainings.

When focusing on the offer of international services, as it is only delivered online it
helps us to keep contact with the jobseekers during the lockdown period while our
international mobility advisors are remotely working.

o C

pole emploi




4 — Attracting talented workers

Event though we have a high rate of unemployment, many sectors in France have to
cope with shortages (health, construction, industry, IT,...).

Regarding the fact that we still have a lot of jobseekers registered, our main answer
consists in orienting the jobseekers towards those sectors and mobilising
professional training and because of the impact it may have on public opinion, we
do not publicly focus on attracting foreign talended workers.

Nonetheless, we have two actions that may help French employers :

Publication of job vancancies on the Designing a new offer of services for
EURES portal return mobility
Every day, job vacancies corresponding to We published in April 2020, a specific page
sustainable conditions are automatically sent dedicated to return mobility on our website.
through a single coordinated channel to Eures We are experimenting webinars since

and published on its portal. September 2020 and we are designing a specific
On the 14th of november we had 251192 jOb support for incomers, we forecast to

vancancies published experiment it in january 2020

U@

pole emploi




5 — Insights for the future

In the future, as long as the unemployment situation in France improves, we
forecast to implement new actions such as :

v’ Internationalazing our website with pages translated in English, German,
Spanish,...

v’ Strenghthening our collaboration with foreign countries in order to build actions
towards our shortage sectors,

v’ Organizing online jobfairs for foreign jobseekers,

v Building of a marketing approach in order to highlight the positive aspects of
living and working in France.

e

pole emploi
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foreign worker
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Contents

Overview of the EPS
Key Statistics
Challenges and Issues

Key Achievements
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Overview of the Employment
Permit System




I a 4 [ .
Flisiory zigiel Prisig)oles
" | History A
Year Program Details
1991 Introduction of the Overseas Investment Firm Skill Trainee | 6 months of training, Can be extended for another 6
System(November) months
1993 Introduction of the Organization-recommended Industrial | As many as 10000 trainees for small and medium
Trainee System(November) businesses in 10 manufacturing sectors

2000 Introduction of the Training Employment System(April 1) 1 year of employment permitted after 2 years of training

- Abolished Industrial Trainee System, announced plans to
implement the Employment Permit System for foreigners

2003 (March 29

- TAdt on the Employment of Foreign Workers; Announced
(August 16%)

Enforcement  of  the  Employment  Permit
System(August 17t)

Initial Entry of 92 workers from the Philippines, Employment
Management System made to operate under the
Employment Permit System for Special Cases

2004

Abolished the Industrial Trainee System, merging it
2007 with the foreigner Employment Permit System
(January 1st)

| Basic Principles

Rules for Transparency of Selection, Importation and Sojourn Support
Rules to Prevent Obstruction of Industry Restructuring

Rules to Prevent Infringement on Korean Job Opportunities

Rules to Prevent Disaimination between Koreans and Foreigners and Ensure Equal Treatment
Rules to Prevent Long-Term Settlement of Non-professional Workers

I - RD I( Human Resources Development 47
“ Service of Korea
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VIEINSHAERGES O ERS and/ Designation ofi Countries

for sirzllesezila inelusifias

| Main Changes of EPS

2004

Expansion

Expansion

Extension

Sending )
countries = 6 countries
Permitted * Manufacturing
ind - = Construction
B = Agriculture & livestock
mployment s 3 years

period
Workplace ) _
change = 3times in 3 years

Relaxation

2017

* 16 countries

= 5 industry sectors, including fishery and

service industry

= 4y 10m + 4y 10m (conditional)

[3 or 6m entry restriction period in between]

* Unlimited workplace change for temporary shutdown
or closure of business, unfair treatments, or any other
reasons that are not attributed to the worker

| Designation sending countries for small-scale industries

Industry

Country

Construction

Thailand, Vietnam, Cambodia, the Philippines, Myanmar, Sri Lanka

Agriculture/Livestock

Nepal, Vietnam, Thailand, Cambodia, Myanmar

Fishery

Indonesia, Vietnam, East Timor, Sri Lanka, the Philippines

Service

Mongolia, Uzbekistan

\_

I - RD I( Human Resources Development
ﬁ Service of Korea
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PIECESSIGIHERS

( )
1.EPS Test of o
Proficiency in 2. Medical Check-up 3. Job 4. Signing Labor 5. Predeparture
Korean (EPS-TOPIK), application Contract raini
Skills Test, (Medical Center # q ralnlr?g
Competency Test < EPS-TOPIK (Job seekers (HRD Korea (Sewgfk'z?:;cy
HRD K : <
(@ D gerZiers) Passers) o Sending Agency) <« Sending Agency )
10. Return 9. Sojourn 8.Employment 7. Entry of 6. Visa
Support Support Training & Workers Application
Workers Delivery & Insurance
H h h (HRD Korea h
(HRD Korea HRD Korea (Training center < Sending (Sending Agency
< Workers) < Workers) < Workers) Agency ) < Embassy)
\_ )
49

Human Resources Development
Service of Korea
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Key statistics of the EPS




STAlSIeIeIEIaRWerkers underthe ERPS (E-9)

4 )
Vietnam D 14.0% Female Constr;:ﬂ;:; :;isgl';: )ry
Cambodia [ D 14 0% 91% : -
Agriculture ™x Manu
Nepa! D) 11 5% el avestock (ol
90.9% (11.0%) 81.9%

Indonesia- 10.8%
Philippines- 94%

Number of EPS (E-9) workers

279 278
M Annual Quota 210 276
- 178 189 q75 Vg e
= @= Sojourning workers 160 158 !’__...g.___y___.g;-—-
(unit: 1,000 persons) 134 !J-—-Q)""""—
8

. 496

57 62
48 53 55 o 5
347 34
143
0 10 11 12 13 14 15 16 17




ITIRDIK

N Iber OIWGEIKENS ENtEred PER country/sector; (cumulative)
4 | Number of workers entered (Cumulative) unit : person
150.000 0382 (2018. 12. 31)
73 154 704,633 workers
100.000 0678854482 55,124 45 908
32,497 29,731 27,309
50.000 17120 9,641 9,785
2,500 2,649
P& ® R I S I T T s
\é& v‘@ 6°°0 Q\° éo° \\:o“ &'Q ,bo‘o oocbo e@\‘;‘ \,bbe' 'SS} o &«\& 0Q$° N
R oqss @ @*@&"%*‘Q R & QQ"
Ni @&
| Workers per industry (Cumulative)
593,946
500.000
400.000
300.000
200.000 60.238
100.000 Adiv & L AP
0
\).' \s.‘ ,\c. -(,0 . g
O N O
@'b coo V.Q (_JQC\\ Q\fy
\_
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@Uplerand umPErR GIWoerkers entered per year

' Annual Quota unit . person
Total 25 00 14,300 34,750 49,600 72,000 17,000 34,000 48,000 57,000 62,000 47,400 55,000 58,000 56,000 56,000

Manufacturing 17,00 12,000 30,600 42,100 60,800 13,000 28,100 40,000 49,000 52,000 36,950 43,900 46,200 43,400 44,816

0
Construction 6,000 1,000 100 4,400 6,000 2,000 1,600 1,600 1,320 1,600 2,320 2,300 2,500 2,900 1,817
Service = 300 250 200 400 100 100 150 135 100 90 100 100 100 90
Agriculture 2,000 1,000 1,500 1,900 4,000 1,000 3,100 4,500 4,780 6,000 5,850 6,000 6,600 7,000 6,534
Fishery = = 2,300 1,000 800 900 1,100 1,750 1,765 2,300 2,190 2,700 2,600 2,600 2,743

I Number of workers entered per year

unit : person

59822

49130 53638 >8311 59556 51019 50837 53855

2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018




Issues and Challenges of
the EPS




RIeVentnguliegalistay eif EPS Workers

" 1 Trends A

° The rate of illegal stay of EPS workers is in decreasing trend since 2013 due to
measures to prevent illegal stay, but slight rebounds are seen recently

- Rate of illegal stay(%): Y13:16.9—Y14:15.0—Y15:14.1—Y16:14.0—Y17:14.5 —Y18:15.0

<Trend of illegal stay of EPS workers

50000 20
40000 15
30000
10
20000
10000 . I 5
0 0
10 11 12 13 14 15 16 '17.10 18
mmm number of illegal stay =~ ——percentage of illegal stay

<Status of illegal stay of EPS (E-9) workers ('18.Dec)>

Total Legal lllegal Rate of illegal stay

273,802 232,811 40,991 15%




ITIRDIK

Prei\ enpeiliegal stay oif EPS wWorkers

(
| Trends B
© (By industry) Rate of illegal stay is higher in fishery, service sector where working condition is
relatively poor <Rate of illegal stay per industry (E-9)>
. Agriculture/ . . .
Category Manufacturing Livestock Construction Fishery Service
lllegal workers 25,184 6,407 3,066 4,454 192
Rate of illegal stay 11.8% 20.2% 23.7% 37.4% 70.6%
© (By country) Rate of illegal stay is high in Vietnam(32.7%), Mongolia(31.7%) but low in
Laos(0.8%), Nepal(3.5%), Bangladesh(4.1%)
<Rate of illegal stay per country>
Country Total Vietham China Mongolia | EastTimor | Uzbekistan Sri Lanka Indonesia
llegal workers 40,990 12,159 562 1,822 491 2,575 3,7147 474,747
Total 273,800 37,132 1,889 5,744 1,968 14,154 22,917 28,821
Rateofillegal | 5 32.7 29.8 31.7 24.9 18.2 16.2 16.5
stay
The Kyrgyz Thaland | Cambodia = Myanmar | Pakistan | Bangladesh | Nepal Laos
Philippines Republic Y
3413 121 3,024 4,963 1,638 162 408 1,187 1
24,683 1,1696 24,974 38,154 24,746 3,219 9,835 34,265 133
138 10.4 12.1 13.0 6.6 5.0 4.1 3.5 0.8
\_ W,
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Rrevenupanliegalistay off EPS workers

" I Cause analysis of illegal stay

(1) Employer’s side

° (Economic incentives) It is easier to manipulate illegal worker's wage, hours using his or her
illegal status as a disadvantage

© (Limitations in crackdowns) Every year, relevant authorities conduct interagency crackdown
and recruitment is restricted according to the results, but there are difficulties due to shortages
of crackdown forces

(2) Worker's side
© (Economic incentives) Higher wage level compared to south east asia, more job opportunities,
better living conditions trigger illegal stay*

* According to the 2016 Foreign Workers Employment Survey(National Statistical Office),
81.7% of E-9 workers are willing to continue staying in Korea, and 14.5% have their partners in
Korea as well

- There are continuous workforce deviation from agricultural/livestock/fishery sector due to
lower wage and poor working condition, to manufacturing and construction sector with higher
wage

* Average wage level of foreign workers(E-9) (2017 Foreign workforce working condition survey)
(Manufacturing) 2,008,400 Won, (Const.) 2,288,000 Won (Agriculture/Livestock) 1,680,400 Won
(Fishery) 1,740,000 Won
© (Resettlement uncertainty) For long-term residents, their uncertainties in resettlement is also

a cause for their illegal stay *

* Workers meeting (2015) (Mongolia) If there are services provided for resettlement support, there will be less
advantages for illegal stay (Vietnam) Workers are most afraid of resettlement uncertainties, if they are
\_  9guaranteed employment, there is no reason to stay illegally Y,
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Prei\ enpeiliegal stay oif EPS wWorkers

\_

" 1 Tasks

(1) Strengthening measures against employers hiring illegal workers
© Penalties to those with illegal hiring records when requesting for government loans, heavier fines

(2) Strengthening management of committed/special re-entry workers

© (Systematic strengthening of the return process) Extensive management of re-entrants with expiring duration
of stay (9 years 8 months), with stronger incentives to stay illegally (18 : 7,529 workers)

° Implement return management process which guides workers to prepare for return from 3 months to 1 week
prior to their return

(3) Expanding workplace adaptation support

° Preventing worker's workplace leave and prevent illegal hiring practices by strengthening early stage visit
monitoring, improving services of foreign workers support center and trainings, training on and promotion of
preventing illegal hiring practices

(4) Reinforcing substantiality of cooperation with sending countries

° (Increasing the evaluation ratio of illegal stay rate in sending country evaluations) When determining quotas
of sending countries, sending country’s illegal stay prevention measure monitoring results will be given more
weigh in the evaluation criteria (10—15%)

° (Promote sending country-led returns) Share return results of sending countries with higher number of those
who did not return (twice/month), preparing sending country’s own measures to promote voluntary return to
boost rate of return

- Share best illegal stay prevention practices such as return deposits during ambassadors/labour attaches
meeting, promote those practices to other sending countries
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Key achievements of the EPS
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1 Enhancing transparency of overall sending process A
° Mitigated burdens for workers
° Provided fair employment opportunities
° Significant decrease of average recruitment cost (‘02 ITS $3,509 — 17 EPS $ 950)
| Protection of foreign worker’s rights throughout the entire process
(Entry) Fair, transparent (Employment) Create supportive (Return) Support smooth
employment opPortunity sojourn environment resettlement
Transparent selection process, Application of identical labor law Employment/Start-up training
Computer-Based-Test infrastructure . . . .
Provision of pre-departure training Sojourn support services provided for return preparation
such as counseling Job placement in home country
| Support economic growth of EPS sending country and Korea
° Provided jobs for 280,000 workers from 16 countries
© Resolved manpower shortages of 55,000 businesses in Korea
\_ Y,
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1 Sep, 2010 ILO Strengthening Labour Migration Governance Pacific

° Pioneering a system of migration management in Asia
- Minimal conflict between employer and worker through basic language tests

- Efforts of protecting labor rights by the enrollment of foreign worker insurances
- Supply of repatriation programs as in vocational training

1 2011 UN Public Service Awards

° Preventing and combating corruption in the public service 15t place
- Applying same labor standards among foreign workers
- Actively solving workforce sending problems

| Apr, 2017 World Bank - East Asia and Pacific Economic Update

° A system of migration management recognized decent by the world

- user-friendly website with information available in their native language

- Sanctions and incentives work together to encourage voluntary departure
- EPS workers can receive free vocational training and job counseling

1 2017 Professor Sano (Japan)

° No bad influence on the unemployment rate, little discrimination exists but the income gap is reasonable,
employ period is limited and transparent

© Presented by a labor policy researcher of an independent administrative firm with the topic of a field study of
\_ EPS(Oct. 30, 2017)

V,
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