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Senior OQOutreach & Empower ment Odzer, Sandar Linn, <col
recruitment fees survey with a worker in a factory c:
COVHIID® precautionsl.9 pWheisleent@@VIiaD number of ri sks

and challenges, the |Issara team was able to intervie\
current and former workers in a rigorous and systemat
recruitment fee surveys. I n |l arge part, success was
cooperation, collaboration, and communication with f:
and management, and the global brand customer, and e

trust and relationships with workers from a history
information and support with submitting grievances al
subsequent remediation processes.



A growing number of gl obal brands and retailer

stipulating, among other things, that albly costs
the employer and not by tEmepl wpekePaybeiPod i cket
i mportant in protecting workers from persistent
mont hs or evenesypacisaltiloy cwbepadre i | tAB@galsalbhd so ea
burdened on workers by infor mal brokers in | ess
Empl oyer Pays Policies have been the center of
Group for Responsible Recruitment, Responsi bl e |
( CGF) , Fair Labor Association (FLA), and Americ
for severallThgear sommiwt ments are important Dboth
t hat business and industry is heading, and to

moving from commitments and policy to more conc
accelerate, and has been called for from these
chains of these brands and retailers stildl see
supplier and recruitment agehltgr esyissd eanss maltl|l ¢ 0
of more progressive businesses that are already
t heir Empl oyer Pays policies, and this communit
Verlangd | Aipawcd tbeen working with many of these ¢«
of recruitment fees repayment for several years
| ssar a l nstitut e, founded i n 201 4, has been WO
practices within supply chains since i ts foun
recruitment such as mor e transparent, et hical
professionalized conduct on the part of empl oye
and toward workers, and monitoring and verifyin
wor ker Twoi cse.mi nal investigations in 2018 outlin
recruitment i n Sout heast Asia (and t ®c hannidc al

emerging signals of behaviour and systems chanq
jobseekers from i mpkemeaot lae-d o nvwoeind e elt thd arad rec
prografnmi ng.
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ra began wor king o-a8 c alhee rneeccrhuaintincesnt o ff elear g
cises with its gl obal brand and retailer St
h took 8 months from beginning to end, t o
bursements to workers in a number of gar me
iThrer e have been hi ghs and | ows t hrough tr
nkgd . a-pno bz organi zati on committed t o adva
urable progress in the business and human |
ons |l earned as soon as possible, to help it
ding whether and how to start operational.
ui-vimealh i s no small task for many gl obal b u -
et hical recruitment community is at a c¢riti
not yet been foll owed by loipnerpaarito nbad d azuasteé o¢
h of companies may not yet see how it i's p

cal recruitment @abeobpeshbhhebeenuppdaptdc mit hal |

muchth@eafbaotd thus we aim to show the mechani c.

f

alls can be anticipated and avoidedpwand ad:
b aitpt e r specti ve. Within the 4 main good pr
ent 10 key tips in a checklist format for e
ows and as detailed in the subsequent report
aps unsurprisingly, much of the good pract|
wer ment and equity in worker voice. The b
e is its scalability across extended suppl )
rial. We have highlighted the many remedi ¢
seen, al | enabl ed by and centered around
mi stic about the viability and scalability
ss extended supply chains with worker voice



A10-POINT CHECKLIST TOWARD BEST PRACTICE IN ETHICAL REPAYMENT OF
RECRUITMENT FEES TO WORKERS

1. EMPLOY RIGOROUS & ETHICAL RECRUITMENT SURVEY METHODS

ENSURE FAIRNESS THROUGH RIGOR. Employ a mixed methods
research design based on representative sample surveys, ideally through
stratified random sampling with a sufficient sample size for statistical
power and confidence.

PRIORITIZE TRUST & SAFETY. Be mindful of power disparities. Utilize
competent enumerators who understand local policies and processes well.

BE NEUTRAL. Avoid assumptions and stereotypes of migrant workers as
hapless victims or sly opportunists. Maintain a neutral, empowering
mindset.

AIM FOR THE RICH PICTURE. Avoid interviews overly focused on
only capturing fees paid by workers, since fees are easy to misconstrue
absent additional context on each respondent's journey.

2. MONITOR & VERIFY THROUGH WORKER VOICE

EMPLOY ONGOING MONITORING BY WORKERS. Hearing from workers
themselves on an ongoing basis, through safe and trusted channels, is the
most reliable way to verity the true recruitment costs paid by workers, and
whether workers were repaid in full what they were owed, with no reprisal.

AVOID TRYING TO AUDIT YOUR WAY TO ETHICAL RECRUITMENT.
Audit-compliance approaches and tech-enabled worker feedback tools
fall far short in terms of reliability and validity - and, they supplant
worker power and the ability of workers to speak to labour

and recruitment conditions themselves.

3. ENSURE CLEAR, ONGOING COMMUNICATION & TRANSPARENCY WITH
WORKERS

KEEP WORKERS INFORMED & UPDATED. Ensure that all eligible workers
are clearly and thoroughly informed about the nature of the recruitment fees
reimbursement, the key findings from workplace surveys, and their rights.

BE POSITIVE. Reimbursing recruitment fees should be seen and
communicated by all parties - to workers and to each other - as a key,
positive step in ensuring commitments to ethical recruitment policies,
and strengthening labour recruitment processes.

4. PRACTICE FAIRNESS, TRANSPARENCY & INCLUSIVENESS AMONG
INVOLVED COMPANIES: ETHICAL RECRUITMENT IS A SHARED
RESPONSIBILITY WITH SHARED COSTS AS WELL AS BENEFITS

BE INCLUSIVE & TRANSPARENT. An inclusive multi-stakeholder approach
should be practiced from the start, involving the global brand/retailer,
supplier, recruitment agencies, and workers in a transparent manner.

SHARE BOTH THE COSTS & THE BENEFITS FOR THE FEES
REIMBURSEMENT FAIRLY. The full amount of all owed worker
recruitment fees should be shared fairly between suppliers, recruiters,
and global brands and retailers. Unfair assertions of power and finger
pointing should be avoided at all costs.



EMPLOY RIGOROUS & ETHICAL
RECRUITMENT SURVEY METHODS

ENSURE FAIRNESS THROUGH RIGOR. Employ a mixed methods
research design based on representative sample surveys, ideally through
stratified random sampling with a sufficient sample size for statistical
power and confidence.

Met hodol ogi cal rigor makes this complicated ai
possiTlhleereal ity of most recruitment fee repayme
| arge number, especiall yThih® nr ditnhbe®dcwisn g lodr g e cfre
that had been shoul dered blywivbrkéir&kebhpdamdsi dba
shared by all the businesses responsible for et
and retailers, and in somelsi buat iexmperilkeacegegct.l
considerabl e anxiety amongst the businesses res
t hat number wi || be, anidi sh orwa k & s sthhoeu | rdi d¢ocer ,s hraerlei
of the statistical met hods underpinning the «ce¢
i mportant; the research methods need to be str
wor ker s, should be conDadent t hat the most fair
wor ker s.

I n order to achieve this, |l ssara Institute rec:
with a representative sample of wor ker s at a
poweEssentially, the survey instrument shoul d

gualitative and gWanhhitaegavd tespampesng, the t
be determined through a power analysis based on

workers to be interviewed!| shelabhd ybademl et edamp
franseg.rati D2d random sampling often makes sense,
for example stratifying by nationality of wor ke
nationalities in a work site have di DZArent recr L
Lines of inquiry exploring the di DZrent costs p
should be informed by the actual details of the
al | categories of costs and fees incurred on tF
side, including the costs of document processi ng

A representativeSsmmpbeeand sestssani Dad. random s amj
a representative sample has typically been str
environment, through either randomi zing from a
human resource department, or randomi zing in t
interviewing every Xth person encountered, accol
size). This essent i alqguwamtbiitnattii wen soudr vae yq uiar s ttrau m



randomi zed sample of responses with a suGcient

manageabl e qualitative and qualitative analysis
who are reimbursed according t o-whhec havienr atghee acnao
My anmar workers in Thailand has been deDmed by
their costs of recruitment) and time in service

costs of renewing and extending those document s

Smart statistical approaches and representative
cost and ti me. However, as Case Study 1 il 1l us
where every eligible worker needs to be intervi

OF
The beauty of representative sample sur
unnecessary to utilize the time -amd
signi D£ant resources can be saved since
surveys in a factory with around 1,000
margin of error withMHoweder 3@@licntit at Vving
from sample data is only appropriate to
f eebnoirshalhat i s, predictably shaped | i ke
| n instance, upon exploring the var.i
s a of workers in one Thai gar ment f 8
co Wwhaosr naaht a st ati stical sense, but r
( h t wo peakBhiasmdsisgmal Iskd w)hat aver
me could not be used, and that ther
w h tain people were being charged wu
ca iixes. met hod research including i
de and recruitment agency stafj
to to the bottom of the issue: over
an destination sides and intervening a
pr Asmed with this insight, the | ssara
re mmendati ons for systems strengtheni
re ui t ment agency; and, we ended up in
w 0 ers, who were paid back by t hlet einspl
no worthy, again that the -normabl dds s
ce ain costs would not have been possi
It is important to note that ot her references
sampling to an arbitrary minimum target (i .e.,
wor k floorrceeven al | ofr attther wd rhlkafnorrcendom sampl i n
statistically determined sample size, but Case

can create conDadence that recommended repayment
interviews with clusters of workers that may be
to much more -pesmtovecodomeagefor both business an
tensions in the shorter term as well
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vered a number of recruitment risk
char ged hteo QXD kofr s.he company, who
ry as the factories, became very e
gt hening needs as wel |l as wor kdmer g
rsations were made all the more co
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PRIORITIZE TRUST & SAFETY. Be mindful of power disparities. Utilize
competent enumerators who understand local policies and processes well.

An enumerator team expert in | ocalFdedumsa cakn da ntdr
questions from workers during the course of W 0
practicedimseds workers frequently asked | ssara ¢
their data was going to be handled conDadenti al i
because they feared retaliation. There was a
di sparities (including bet ween empl oyer manag e
safeguarding rol e, ensuring anormMynmiet ywea ncdo ndDa mikA
t hese guarantees KecndiDzenoed wor ker s shared a
informati on, including details of <cost s, broker

interpreters landwaHKdR iganpaDZt ant for our team to
companies understood and respected the fact tha
dat-dbut , from trusting us to collect and analyz
construct a nuanced, accurate picture of the st
remediati on needs.

Second, workers frequently needed prompts and e
the process, names of document st r ainme do t ehreu med eat
probDzxzient in the | egal and policy frameworks of

gui de the respondent thmBeuigh tatbd ei ntoersypieawk dmo dt



det ai | and on the dzy hel8s cr e diskhiolaibtinygs ht htath e t il
understand the challenges faced in both the hom
|l eads to the respondent opening up about mor e
interviewers were the same nationality as the w
t hat they are very skilled inupnpwembiesg i Qquaeastsie
manner , and breaking down | aws and processes to
understand wel |

BE NEUTRAL. Avoid assumptions and stereotypes of migrant workers as
hapless victims or sly opportunists. Maintain a neutral, empowering
mindset.

Over the course of conduct irnegl amaendy ihnutnedrrveideswso fwi
recruiters, and employers (including | eadership
part of the broadetr da@dbbiumg ré gmmsniatnidesa,ntwe hav
of unproducti ve stereotypes regar dWen g s tnri ogrr galnyt
recommend transforming such attitudes to a mor e

obtain a truer picture of t he recruitment j ou
respondents with respect, and to reduce power as:¢

AStereotype 1: Mi gr ant Twhoirk ep at earsn alaipd teiscs svtiertd
encount er edt ri anGctkhi en ga nchosnmsmuummpi ttiyoons t hat mi grant
undereducated, vulnerable people being taken &
their process of internati onsadvidddabmore mpgwat i
people can |l ead to fundamentally inaccurate <c
ri sk points in the recruitment process for bus
mi grant workers through these unempowering att

AStereotype 2: Migrant Whrkestemeosypeoppoofuaen
raci st and xenophobic biases against foreigner
in industry bodies in some delsnt itnhad s eo nc acsoeusn,t rti
assumption is that jobseekers are | ooking for
have |l imited sincerity abbDhits tiheioneomimitimenma
that some suppliers in Thailand have voiced as
pays recruitment: they fear that they wild.l pa
enter their country and take a job in their
country that the worker wild.l abscond with the
opportunities.

V Ethical attitude: Mi gr antT haeo rrkeea smnaesn daecdt ommosr ew |
et hical mi ndset is to see migrant workers as
and make informed, rational e-acmo mihe dmaies iacricy

information they have avahlablmeahe embmacitrheg
i nherently empowering attitude t owar ds wor ke
interviews absent prejudgments and with an apr
we-Frun recruit meanitmiinrgt etrovi ewder st and what t he
mi gration experience really was, and not just
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AIM FOR THE RICH PICTURE. Avoid interviews overly focused on
only capturing fees paid by workers, since fees are easy to misconstrue
absent additional context on each respondent's journey.

This key Dmnding and recommendation is straightf f
given the amount of confusion and headache it
val i dati onn psrhoocrets, s .when i nterviewing workers abo
s o0ome, sever al years ago) and for which there ar
recoll ection of the di D&rent fees paid and wha
mur ky and Fornfausmengwor ker s, it was easier at Dz ¢
was paid to a broker or HR manager, but i1t took
the process to jog memories of what thoke fees
addition, the | abdd®c wre nfte dandityepressieassnuc heas t o e x
they may be | es3hereamrtoawenpkemsy workers that
by the employer to be one category of worker bi
i mplications on fees that mayl nhaalel beasne sc,haalgle
respondent to recall and describe their journey
often but not always following a chronol ogical

interview but one that-whiieclhds smamoa ea dcalrratteo rad d

|l ssara KEnRegtahnel Empower ment Manager, Ana Maria Sot
the distributempnr todd wooktey from a randomized represen
survey at a Thai garment factory. Researchers with
met hods can help businesses, workers, and trusted NG
arrive at fair, credible assessments of costs and f e
which all parties have conDdlence i n.



MONITOR & VERIFY THROUGH
WORKER VOICE

EMPLOY ONGOING MONITORING BY WORKERS. Hearing from workers
themselves on an ongoing basis, through safe and trusted channels, is the
most reliable way to verify the true recruitment costs paid by workers, and
whether workers were repaid in full what they were owed, with no reprisal.

Why strive fol swarklenlnnsboitePe recognizes worker
their wvoices, experiences, and needs, and that
committed to remediation and a rebalancing of |
wor ker s. This deDamition is consistent with that
movement i n thRkRedrauiet nle8n0t0 sf. ees wvalidation and r
combination of reliable means to (a) coll ect a
beginning of the exercise, (b) verify that all

paid back, toward the end of 1hheaebetcidiedDer enl
broader applications and needs of worker wvoice
| abour conditions and violations in the workpl
empl oyers for the collective workforce (which i1
and global trade unions).

I n order to clarify the importance of ongoi
exercises by workers themselves, Figure 1 il
of eD&£ctive valpiadadt i fomesofandorkepayment, and wh
approaches generally fall on these spectra:

ng
us

empl oyers and recruiters; and, having the t
comfortable disclosing thehtcbhthegboutesseénm
of interest and power asymmetries.

1. Thies I meiguil raes utrall kisnuge swi t h
ru:e
it

2. Th/i shaaerqiuria esr am svadrek em
hearing from workers at mul tiple points i n
mechani sms for workers to reach out to ask ¢
concerns to a party who is committed to manag
professional manner .

3. Safdeguiacdds wtheaume @mesence W
workers ar e, and commitments by duty bearers
retailers) to have zero tolerance for retaliat

These axes, together, create 4 quadrants that f ¢
| abel |l edewbeked research, wor ker voice, audi t F

10
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. Company-run surveys
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Figumaett.i x of ethical t @acbuiotadent |lappraddeas

Figure 1 aims to provide businesses with a sen:t
recruitment fees documentation and reppymadt, e
partnerships that can be created in |lsastuwme i ons
recognize is |likely the case in many parts of tl

general, for most businesses serious about r|
ility to uncover serious | abour recruitment [
an hearing from wotrhkaetr si smo rneo vfirnegq uaesn thliygh as p
the graph may be more important than movin
eguards are Greaoteratt gbl ienkpeednitreg edn resekerch o
ce shoul d al ways be strived for rat her tF
i gWmyecBecause both audit and due diligence to
eliable data with regard to recruitment and
over serious | abour recruitment issues, with
omehow be requested to share information. L C
iligence tool s shoul d not be unexpected, due

ommi t ments to addressing power -raspyarmedd iiess weas .

n
b
h
f

a
0
[

n
n

f
i
I
r
c

O nccoco< nmno o —

11



|t is important -deontreateed® trieaste agpmdhkiedes a picturt
practice and risks of exploitation t-ofwdoker dyi
partners wit hbaas esdt raopnpgr oraicghhtasnd r obust dcaatna col |

be incredi ®Bluxhvdlowalladg.i onal research can provic
companies to begin to address recruitment fees
particul ar, exposing the systemic issues throug
i nfor mal recruitment and in upstream supply chalil
critical policy &®edommandatdesnsefbam. cal l out t
root causes | eading to unall owed worker fees ani

t hgr ound recruitment fee remediation process an
redbagged Dbusi nelshse sgr a ontpioae sa.nt Dndings -cleeal d r e
ground work with | ocally based rights partners
information and steer a full safeguarded, ethi c:

What ongoing monitoOnggi hg momkeosi Wgeshrough t
workers can use with no fear Wdr ket avoiatce oins hlas
only conDzam that workers received the payment |

payment . This is a process that can take a few
good communication bet ween all parties (wor ker
recruitment agenci es) i's very important. Wh e n
about the rei mbur sement they can understand th
correct or not . As an exampl e, in an | ssar a
communications from the business to workers, w e
type of recrui tkimemaenpriocderstsi Ozhde ywi t h. After f ol
information with the business and workers were |

When fhdmrmast and safeguards, wo r kWer sa lasroe Dardo ttehc

truskhuilt from channel s or sour-cpersovi Hdaespt Wor ke
i nformation down to the names of broker s, i nter
to pay di D2rertl at edr dietement

Wh a't ongoing monitoriMsg Fiyguwer klerlso pef uddty. mak
monitoring (top righiwagyuadr dnwngiytiesb rikaga | dusstta omae
mechani sms that exi st during survey =exercises
consultancy (bottom right guadrant ) . It is al s
such as soci al audits (bottom |l eft) to assess r
practice of r ecAuudittnse natn da gneonrckieers .f eedback tool s
put respondents in the position of ri sk of ret
auditors and the managers of due diligence toc
workers to begin with, i f they are in no positi
This gets at the heart of why it i s important

speci D prohewend oxertciineee separated Atromeaygtist aen
medi um term (months after the repayment) vision

for woekieb2d remedy and iterations in payments
i nput, as wel |l as veribDzxation of improvements (
compensation to brokers, ensuring i mproved sys
retaliation by the supplier and recruitment aget

12



When is safeguarded monitoring by workers need:t
payback eS8afeguasd®ed wordeal fyeedbaga&ingstmoondIloy
recommended to go beyond feedback touch points

workers to give information with no ties to re
recruitment fee remediation process, a sWewell | as
-run recruitment surveys uncover | arge amounts
wel | aspawodr kregcr uiTthneernetf off @e s .e-nlggargd inrgd awo rokne r V C
partner only fopaiak sfesesg ngr avtomkrert han -t ecmr por a
refor ms, unnecessarily l i mi ts t he safety, e D&
eDH(See more on this topic in Section 4).

AVOID TRYING TO AUDIT YOUR WAY TO ETHICAL RECRUITMENT.
Audit-compliance approaches and tech-enabled worker feedback tools
fall far short in terms of reliability and validity - and, they supplant
worker power and the ability of workers to speak to labour

and recruitment conditions themselves.

Point 5 above already details a number of reaso
are poor choices for wor king toward more ethioc
repayment -a&lxlercélsatsed to how, essentially, audi |
give only businesses the power to verify Il abour
the same fDme woe&kmes sof veriDzxation of compliance
ulti matel ynewarsi w€sbsBessng soci al compliance app
centered, safeguar ded -brassaarscyhs t @rms warmnkde rprwaieses

choosing to supplharftacwort hanr m@mowercompani es and i
be more ethical are stron®lSy ungedritthec Bmsi n@ st
Human Rights FRbhaevarclkel €Eastederecent reports and
topic.

Even after conducting hundreds of recruitment intervi
OQutreach and Empower ment Odzers Aye Nyein Thu, Nan M
done until they receive validation from workers that
amounand i f not, that the worker is supported in unde
payment seek any adjustment i f necessary.

13



ENSURE CLEAR, ONGOING
COMMUNICATION &
TRANSPARENCY WITH WORKERS

KEEP WORKERS INFORMED & UPDATED. Ensure that all eligible workers
are clearly and thoroughly informed about the nature of the recruitment fees
reimbursement, the key findings from workplace surveys, and their rights.

The i mportance of good communication throughout
often over Kookdad,! kwt ai tsuccessful and positive
fees should be seen and communicated by all/l p a

commi t ment to EPP and strengthening recruitment

Educate workers about the nature of recruitment
t heir Woirgkhetrss., as the main par-hocdpasatsanti bbeeE
of the rei mbursement should be provided with in
nature and purpose of the surveys and what t he
mi ni mum information on:

a.Why are they being reimbursed for recruitment
b.Why it is their right to receive it and why ¢th
those fees to someone el se,
c.Who is involved in that rei mbur sement ,
d. What the employer and/or buyer policy is on re
e. The amounts they should expect to receive, and
f . How that amount was calcul ated,
g.How the results of the survey wil/ have positi
former workers, and also on future workers as
interviews enable the identiDzxation of | abour
h.Who they can contact in case they have questio
Education is a pathway to empower ment, and cor
procé&gdaucation is a fundament al step toward wor k
internali ze knowl edge, be awarKei ght g heundemwant ar
bigger pictur e, make their own <calcul ati ons ar
t hemsel ves, hel p others surrounding them to als
coll ective rights. Therefor e, educati on shoul d
messages and information that is presented in a
easily. I't is not about ticking a box by making
about presenting the information clearly, gi vin

creating spaces for workers to ask questions an:
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The remediation process requires aHalvdtngofgoeDd:

communicati on, education, and empower ment el eme
from the process; t hus, ti meliness, transparen
prioritized. I n instances where there are | arge
to workers, there is greater space for confusi
done properly this can create misunderstanding
mi ssed opportunity if poor worker education, e
shadow over the entire recruitment fees repayme
seeing all the positive outcomes of the initiat

hard to overcome.

15



empl oyer taking the | ead on recruit me
mpensate eligible foamposanhdveusteptH f
mp athywever, the communication to wor ke
sulted in negative outcomes and damage
sunderstandings.

e communication was not done comp
ceived their payslips reDacting t
addi tional handout that worker
ayment. Workers had very |it
ome workers were receiving d
mpar e heir payslips with th
[

e
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S
t
[
e
udes, s some workers felt t
ude | n
wor k ue to their frustration
yer to improve the communicat.
asi ve anguages with al/l rel ev
ding information on how the fe
ences in the amount skKkotonéibmburi aé& me

er cl ari b&hitd o nmardfy neerdleedr s cal l ed.

asted sever al day s, ev
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After great t invested in dijerent
explanati on their questions and they
they had re i ed.

BE POSITIVE. Reimbursing recruitment fees should be seen and
communicated by all parties - to workers and to each other - as a key,
positive step in ensuring commitments to ethical recruitment policies,
and strengthening labour recruitment processes.

Communication is vital to dheceaexsnmmulni gadi paosibeit
parties, especially between workers and empl oye
communication with workers from the beginning o
the research is about, who the data wild!/l be ha
empl oyer regarding the research. This facilitat
comfortable and conDadent to speak freely withoi
violations of anonymity and conDadentiality.

Throughout the research process, constant C 0O mml
and the third party | eading the research also h
are needed or if any risks have arfeenexbhmpl ege
it is learned from workers in conDaence that | i1
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in how to respond on the recruitment survey, a ¢

factory recently. Then, apart from the commun
payment, it is also critical for the employer t
in the reimbursement such as HR stabDzZand interp
information about the refmpuaoasbtemeatvaad bdhet hem
stabDZcan r es fKpudar iteos woirtkhercsonDalenc e, accurately,
Rei mbur sement for former workers can be challe
transparency is key even after the recruitment
process i s Atsakn ontge dp | baecfeor e, remediation for rec
eDHort and Damanci al i nvest ment , but in order to
to have worker validation, positive attitudes f
One of the biggest challenges of the process is

of former workers that are entitled to reimbur s
the former workers have returned to their home
with them and there are no known means of commu.]
process. I't is important to note that there cou
done through the wrong channel and/ or to the w
publicly is not handled properly and ethically,

A company in Thailand was under pressu
recruitment fees to eligible workers i
who had already r efhlue nceampgan yWMyraenamairv. e d
standards, or advice regarding how to
turned to the Myanmar recruitment agen
o, to get help with | ocating

he country entitled to recruit

years ag
across t

For reasons that were not cl ear , howeyv
agencies to DAd and contact the worker
|l eave a voicemail with their contact I
send a Facebook message with the person
bachkowever, the recruitment agency was
the company name, nor to mention that
recruitment fees ©Ohia Fredmbarsemenit ment
broadcasting names and personally iden
attempting to attract the attention of
is common for Burmese migrants to change
mi grating

Public exposure of PlIl created high ri sk
inejective as wel |l as unethical since,
with calling a mydtiearli mwsmbient earnmda tl iecarnva In
information with no idea who they were ¢
such private informati on.
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PRACTICE FAIRNESS,
TRANSPARENCY & INCLUSIVENESS
AMONG INVOLVED COMPANIES:
ETHICAL RECRUITMENT IS A
SHARED RESPONSIBILITY WITH
SHARED COSTS AS WELL AS
BENEFITS

BE INCLUSIVE & TRANSPARENT. An inclusive multi-stakeholder approach
should be practiced from the start, involving the global brand/retailer,
supplier, recruitment agencies, and workers in a transparent manner.

Best practice remediati Ist rem
i mpacted workers but al ¢ factor
enabled these negative . cts in
Dz st pl ace. T\ &l iiddaetaeld financial remedy

process is illustrated nstrat.i
positive, producti ve rec ded WO
validation can play 1in then bt
systewsth the establishr yrker
feedback to continuousl: hel p i
ri sk mitigation and rem ycess i
by trust being built th on of
early in the process.

Recogni ze and include of ar
remedi ati on process Ldlb«

recruitment and managem yusi nes
systems, involve multip ear ro
tasks, especially in tt ting m
workers from f olrnei §au tcho

for example, the two 0G i nvol v
for mal |l abour recruitme require
t he governments) i nclu i n t he
destination country, an agenc
the origin country. T an age
the destination country e empl c
and any number of licensedy@dw i i Gense&dand9 &Rl s
brokers operating at the Wwiphbag®g |beuseheé $ styhse eonl
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country, as well as individuseéisvisceeeskhii mg ntdffeereesd |
destination country. I n addition, gl obal cust f
another important duty bearer according to the
and supplier requirements directly indzuence reci
With al/l these various responsi ble parties as w
i s needed t o under st and expected ver sus actua
management of | abour Troe carcuiitementt hgrsgc elsssseasr.a r ec
an inclustialkemull dear approachrettatetdhirecaledi @a¢ i wint
start, invol ving t he mai n responsi bl e parties
recruitment agencies) coming together in a tran
having di D2Arent responsibilities and possibly e
fairly, proportiondthel y ssamad teams pwwarsermtblly. to c
even in the helghpawmdemihe ICWAaly®nZvoeonm ncgalhHasl fi ncl u
-side recruitment -saigdeen cd mepsl, o ydeersst,i narntd ol obal br a
the multinational |l ssara team facilitating and
Dndings as well as providing interpretation sup|
By including the brands/retailersjdemplecyarngd me
agencies in the recruitment fees interview proc:
to avoid potenti al interference and coaching),
wel | and what is not working well from a commun
perspective. Then, through bringing the duty be
of the recruitment fee survey analysi s, a const
empirical data and can tackle idemdsg dadf mam&wagrol
that emphasi zes these businesses &Kacdadiyt bdkeialrietr
even out power asymmet-su@ee!l icormi awednfda m phhiwsgirenre s
dynami cs; make transparent the role of each pat
provide a neutral and even coll aborative setti
emerging from the recruitment survey Dandings.
Share responsibility fairlylnptbeombsbnsuekegessh
processes facilitated in 2020;sitdlkee reglcoalt mbnan
were brieffedower dlislsapraoposed survey/remediati on
were presented the key Dmndings of our recruitme
and, they were facilitated to have a productive
the remediation repayment and | sy sctoemisr assttr, e nignt hl
processes, fees wultimately were paid back to wc
supplier after pressur e from a gl obal brand
repaymam@&r ent brands had di DZArent justiDzxations
should be paid by their supplier and none by th
against a shared responsibility approach and di
for products sourced in previous years |ikely d
al | wor ker s, since these-ucodetrstdbd oot pappenl yt
the ti me.

Reducing or eliminating worker recruitment ffees
i mpl ementing new business practices. And whil e
requires additional coordiniani 6nomnd éBdDrt ,antdhae
process should signiDzxantly increase the Iikeli!l
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SHARE BOTH THE COSTS & THE BENEFITS FOR THE FEES
REIMBURSEMENT FAIRLY. The full amount of all owed worker
recruitment fees should be shared fairly between suppliers, recruiters,
and global brands and retailers. Unfair assertions of power and finger
pointing should be avoided at all costs.

The following questions may serve as hel pful gui

responsibility Il ooks I|ike:

T Which involved compani es hatvlei dalnerDa e@rdu if tr menn te x
practices?

1 What were the responsibilities of each of the
process, and, foll owing this, what are the f ai
remedi &browBi ch costs charged to workers can f
the involved companies?

1 What would be a proportionate contribution fro
paid fees are covered by the companies sharing

What is a fair and proportionate €ompanhatisomref
strongly encouraged to make eDdbrts to avoid unf
which are easy to do given the power di D&2rent i
chains Too frequently a scenario arises where
business responsible for ensuring compliance wi
through negligence or weaknesses in their own
actually be enforcing or upholding their own po
priorities between sustainability versus commer (
products that di scourages suppliers from coveri
wor ker s

I n short, whether suppliers are adequately comp:e
workers who were not made to pay for their job
retailers, especially i f t he EPP requirement

i ndudttry.s inherently unfair for global brands a
responsibility down t he esswpupricye dc hdiens st op otwheer flud s ¢
supply chain without Dz st c ac¥rpeafyusl | eyt hsiccradt irne czriuni
even possible in their supply chains given thei
willing to pay (or not) for truly ethi<4a&ldly sol
eDbrts begin towipdemetd@di ¢caldusecyuitment, such
industry through the Responsible Business Alli a
Fair Labor Association (FLA) and the American A
help oD&et supplier concerns of an uneven pl ayi
additional supplier recruitment costs across t he
What is a fair and proportionatSepekxpectat ioontabf
hand, often turn to | ocal agents to work directl
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origin country of worketwcheclkutmgwiorhowtri §wyst
ngements and fee speciDzxations required by
omers are actuaAfggi dMeinigi $ mpsemrpaotbdr commo

igence in corporate due diligeEP®P @ommoglkyme
suppliers | ack capacity or understanding o
cases have been found to | ack clear servi
ice providers that outline clear cost and f
cul ation of requirements fAg maos fleeesn bperi enwi
't edren i f requirements ar e esliedaer | 1ty e ccroum numei
cy, manyidestaigratisorf who are vendorssiafe t he
ui t ment agency from contacting the employer
times even abusing their poweyfsipmgaesirteicaruittane
cy willing t-owiptahy ntoh er ehgiagrhde stto baicdt u al EPP pc
I agent proDzs but results in poor or no wor
mile recruitment fees t-o;aldDzeenta btlheed tbryu en egd
part of the supplier.

is a fair and propor tlinotneartees te xnpgel cyt,a ttihoen koef

ui tment process that i<hmogetedofanmednuobaéerved
ur recruitment risks by a numbPedeofeccougi aine
cSioecsi.al compliance schemes that call for aud
ing for audits of suppliers essennaar diyt grhr
t i tlomaddi ptAhesbmisng t hat the bul k of ri sks i
ui t menOr agiethei agencies often must prove the
by paying for and presenting audi ts of t
sbhbaovend trainings by i nTtheirsnaits oc@alunbegpamodadt
ctive and often inaccurate view of the real
worl d, as wel | as in its reinfAscembostodt e
e and in Case Study 3 (page 8), the actor h
itions of | abour recruitment and ensuring
ui t ment agency to be able to carry out t he
|l ier/ employer. Gl obal brands and suppliers/
re that | abour providers are not being forc
r recruitment cost s. A clear example is w
uit ment agency oD&ring below market rates ol

The car of this Thai
empl oyment agent
advertiLiadosr i mport
services for Bur mese
4 Cambodi anl wor ker's
FrerxGudss who pays, i

Inot the employers?

|l magine the surprise
| ssara team to see tFh
while pulling into th
parking | ot of a supp

partner . ..
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examples cesidienlregcexi $smeaof agegiches pres

recruitment process, which they fairly would be
acknowl edged thadandt henleymptl breyeretmpdloy ewhet her or
committed to paying the full, true costs of rec
services related to recruitment and worfrskedre docu
agents) , to r-etshpgpnouexpl boi patei ve practices an
departments, to having their HR systems professi
fees that workers are f ouQas e oSthuadvye 7 eperne sheurrtdse ne
example of a progressive supplier t hat di d, in
survey to build a better business, even when th
recruitment fees repayment.
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Many useful rekKewemd&es$ nt etWerciatl ¢ r ehctrtupist:mie/nt can be
WWw. verite. or gWworreke d bireedr/uditrment /

|l mpactt Li nSttaemdar2ds2 1f)or Repayment of Wor ker Recrui
Downl oaddedpsat/ /i mpact-cdbnimenhedupbmd dp/REZPAYMER/L]I mpact
St andRuliMac@20®21.. pdf

Taylor, M®dDewe(2pi&®y. a Financially Viable Ethical R
My ananslahrai | and Recr uBanmeknotk :Chlasnsnaer/a | nshttittput/e/.bi tDadwnl
FinanciallyViabl eER

Rende Tayl or, Lisa MDand/ ©@gEBebiavChaw Caabh@r. of Re

and Job Seekers Toward Ethical Recruitment.: Criticé
Bangkok: I ssara Instittput/eébi tDownlDoadéadgd8Btehavi or Chal
I bid 2;9.pages 7

As possible, publicly available assessment provides
VerRecr ui t ment Practices and M gFhat Iharbiomp CDwnma it y
Chalgsara Institute has also published reports higl

channels, such as durhepapeormp(alnbyi dr3 saumpp|ldy) .chain sp
dzag risks and the approaches needed within a compl e

MSI | nt egrNotty-fRRUOr2000)s.e: The Gr andStEaxkpeelra Ineenrt [onfi tMudt
Corporate Accountability, HubawnlRoghedg/ awwwiGihpdal (
integri tcyondreqn/twppl oads/ 2020/ 07/

MSI _Not Fit_ For _ Purpose FORWEBSITE. FINAL_. pdf

Business and Human RighWstoRAsditseSERepAng/ Ltanpalr) .
Accountability StrategiesCovop&Readreskegak/ Accawat abi
Updat e, |l ssue 38, Mmatr tcths :2/0/2 U s&r. cAwsd mvess.isgpodn/ a2t
u=bddla6ad0DZ ad39c8719632f &i d=8a3a8f08dl

I bid 3.
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https://www.verite.org/resources/our-work-in-ethical-recruitment/
https://www.verite.org/resources/our-work-in-ethical-recruitment/
https://impacttlimited.com/wp-content/uploads/2021/03/Impactt-Repayment-Standards-Public-March-2021.pdf
https://impacttlimited.com/wp-content/uploads/2021/03/Impactt-Repayment-Standards-Public-March-2021.pdf
http://bit.ly/FinanciallyViableER
http://bit.ly/FinanciallyViableER
http://bit.ly/DrivingBehaviorChangeER
:/www.msi-integrity.org/wp-content/uploads/2020/07/MSI_Not_Fit_For_Purpose_FORWEBSITE.FINAL_.pdf
:/www.msi-integrity.org/wp-content/uploads/2020/07/MSI_Not_Fit_For_Purpose_FORWEBSITE.FINAL_.pdf
:/www.msi-integrity.org/wp-content/uploads/2020/07/MSI_Not_Fit_For_Purpose_FORWEBSITE.FINAL_.pdf
https://us3.campaign-archive.com/?u=bdd1a6a40fffad39c8719632f&id=8a3a8f08d1
https://us3.campaign-archive.com/?u=bdd1a6a40fffad39c8719632f&id=8a3a8f08d1
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