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ABSTRACT 
 

Nepal’s economy heavily relies on remittances generated by its migrant workers, yet 

the protection of these workers’ rights remains a persistent challenge despite the 

introduction of Bilateral Labour Agreements (BLAs) with various destination 

countries. This study explores the role of Nepal’s BLAs in safeguarding the rights of 

migrant workers by conducting a comparative analysis of pre- and post-agreement 

conditions and analyzing relationship between different variables effecting awareness 

level of BLA in migrants’ worker. The research delves into the deployment process, 

highlighting gaps in recruitment practices, pre-departure training, and the enforcement 

of contract provisions. It also examines gender-specific vulnerabilities, revealing 

significant disparities in workplace safety, access to grievance mechanisms, and 

overall treatment of female workers. Using a mixed-methods approach, primary data 

was collected from migrant workers, going to foreign employment in Malaysia, the 

UAE and the Republic of Korea, Key Information Interview was conducted with the 

member of NAFEA and owner of Recruitment Agencies. While migrant returnee was 

contacted from the three destination countries. Moreover,  secondary data was drawn 

from governmental institutions. The findings indicate limited enforcement of BLAs, 

insufficient monitoring mechanisms, and pervasive gender imbalances in migration 

opportunities and outcomes. Furthermore, the research underscores the need for better 

coordination between Nepal and destination countries, particularly regarding cost 

disparities in recruitment models, grievance handling, and pre-departure preparedness. 

The study concludes with actionable recommendations, including enhanced 

monitoring, robust gender-sensitive policies, and strategic reforms to improve the 

effectiveness of BLAs in ensuring fair treatment, safety, and stability in working 

opportunity for migrants’ worker. These findings provide critical insights for 

policymakers to strengthen migration governance and uphold the dignity of Nepal’s 

migrant workforce. 

 

Keywords: Bilateral Labour Agreement(BLA), migrants’, worker rights, deployment 

process, migration governance 
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CHAPTER I 

INTRODUCTION 

1.1 Background 

Migration refers to the movement of individuals or groups of people from one place to 

another, generally across political territories or geographical regions which can be 

internal, within a country, or international, involving movement across borders. It has 

been a fundamental aspect of human history, shaping societies, cultures, and economies 

around the world. A great social change arose with the emergence of spoken language 

in Northeast Africa some 70,000 years ago. Speech brought an expanded social order 

in that Homeland, leading to rapid migration and settlement in increasingly varied 

habitats. While details of the emergence of spoken language emerged are not 

confirmed, syntactical language began in the interaction of children, playing with 

communication and forming communities of discourse. A community of about 150 

speakers then arose to sustain the vocabulary and especially the syntax of a language. 

This speaking community became the first social institution: communities and their 

languages expanded, divided, and spread with time (Manning, 2020).With migration 

development of language, culture, different ideology continued to grow and arise. 

Human migration affects all regions of our planet: too many persons, or too few, move 

into, or out of, a place. Studies of migration and mobility are a critical component of 

understanding population growth and change and subsequent societal problems(Clark, 

2020).  

In the past from Nepal most of the migration took place within the country’s borders, 

with some people going to India and Tibet. Nepal’s entry into the global economy has 

since re-defined these historical trends, and now, Nepalis can be found spread across 

the globe. Labour migration to the Gulf states and Malaysia has seen significant growth 

over the years and now accounts for an increasingly larger share of Nepal’s 

international migration, while immigration into Nepal continues to be mostly from 

India – a fact facilitated by the open border between the two countries (Sharma et al., 

2014). 
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There is evidence that the countries in Europe from where people to a greater extent 

leave too may benefit from an increased international openness(Bernsklold and 

Perman, 2015) . The same case has been viewed in case of Nepalese migration to the 

international arena which has been common benefit for the destination countries as well 

as Nepali economy. The countries of the Gulf Cooperation Council – Bahrain, Kuwait, 

Oman, Qatar, the United Arab Emirates (UAE) and Saudi Arabia – witnessed an 

immense economic development since the 1970s (Yalçın et al., 2015). However, the 

date shows Nepali migration to Gulf countries has been raised only after 2000s. 

According to the United Nations Department of Economic and Social Affairs (2020), 

around 281 million people lived outside their home countries as of July, 2020. Nepali 

migrant workers significantly contribute to the national economy but face human rights 

violations despite Bilateral Labour Agreements (BLAs). Issues like unsafe conditions, 

withheld wages, and limited legal recourse highlight a gap between BLA protections 

and workers' realities, demanding urgent attention and improved negotiations to 

safeguard their rights. 

A Bilateral Labour Migration Agreement (BLMA) is an arrangement between two 

states or agencies detailing their responsibilities and actions to govern labour migration. 

It includes legally binding Bilateral Labour Agreements (BLAs), Memoranda of 

Understanding (MoUs), and agreements between ministries or agencies addressing 

various aspects of labour migration. It can also cover framework or cooperation 

agreements that include labour migration along with other migration topics such as 

irregular migration, readmission, and migration and development (Auger et al., 2022a). 

Over the past two decades, Nepal's Ministry of Labour, Employment, and Social 

Security has engaged with destination countries to promote labour migration. Nepal has 

signed Bilateral Labour Agreements (BLAs) with 12 countries, while 111 countries are 

open for employment through recruitment agencies. BLAs, as voluntary instruments, 

are vital for ensuring the protection and rights of migrant workers. Expanding such 

agreements with other destination countries is essential to safeguard Nepali workers' 

human rights. 

Nepal, with a significant migrant workforce, has established bilateral labour agreements 

to protect its citizens abroad by improving labour conditions and preventing 
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exploitation. However, these agreements often fall short due to weak enforcement, 

cultural disparities, and inadequate support systems. This study explores the 

effectiveness of these agreements, highlighting the need for stronger protections and 

better enforcement to safeguard Nepali migrants' rights. 

Nepal’s BLAs are vital for protecting migrant workers, especially women in domestic 

work, by addressing their vulnerabilities and ensuring recourse against exploitation. 

These agreements aim to safeguard migrants' rights and improve their experiences in 

destination countries. Nevertheless, as highlighted, the Nepali state operates within a 

framework of “sandwiched sovereignty,” grappling with both external pressures and 

internal patriarchal ideologies that may undermine the effectiveness of these 

agreements. Furthermore, the agreements often lack enforcement mechanisms, 

potentially perpetuating the entangled precarity experienced by migrant workers (Kc, 

2022a). Therefore, while BLAs hold promise for enhancing migrant rights, their actual 

impact remains contingent on systemic changes and robust implementation strategies. 

The intended impact is particularly crucial given the documented challenges faced by 

Nepali migrants, including wage theft and abusive working conditions, as highlighted 

by reports of psychological and physical abuse in the Gulf region(Paoletti et al., 2014). 

Moreover, the comparison with the Philippines demonstrates that robust, well-

implemented domestic and international policies can lead to better protection for 

migrant labours (Liu, 2015). Ultimately, the effectiveness of Nepal’s BLAs will be 

measured not only by their provisions but also by the government’s ability to enforce 

these measures and its commitment to providing access to justice for all migrant 

workers. 

The intricacies of labour migration from Nepal reveal profound challenges that Nepali 

migrants encounter, particularly within the context of BLAs. As these agreements often 

reflect the interests of more powerful states like India and China, they can inadvertently 

reinforce vulnerabilities rather than mitigate them. For instance, the categorization of 

Nepal as a “gendered migration state” highlights the systemic inequities that position 

women migrants as particularly susceptible to exploitation in foreign labour markets 

(Kc, 2022b). This exploitation is compounded by the lack of robust legal protections 

and oversight, which limits the agency of workers in negotiating fair terms of 

employment. Additionally, the postcolonial lens applied to Nepal’s geopolitical 
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landscape underscores how the country’s small-state status weakens its bargaining 

power, as relations with larger nations tend to prioritize the latter’s strategic objectives 

over the welfare of involved migrants (Tandan, 2022). Consequently, the interplay of 

these factors exacerbates the precarity experienced by Nepali migrants, thwarting their 

pursuit of better livelihoods. 

Bilateral Labour Agreements (BLAs) regulate labour migration, providing a framework 

for recruitment, employment conditions, and worker rights. They address labour 

shortages, support economic growth, and protect workers by ensuring fair wages, safe 

conditions, and social security. BLAs promote legal migration, drive remittances to 

home countries, and strengthen diplomatic and economic ties, benefiting both sending 

and receiving nations while safeguarding migrant workers. All BLAs must uphold 

human rights and international labour standards, ensuring freedom of association, 

collective bargaining, elimination of forced labour, child labour, and workplace 

discrimination. They should promote ethical recruitment, non-discriminatory working 

conditions, and decent work for migrant workers (Auger et al., 2022b) 

 

Nepal faces significant out-migration, earning a reputation as a labour-exporting 

country. Frustrated by unemployment, inflation, and costly basic services, many 

Nepalis migrate abroad. According to the 2021 Census, 7.43% of the population 

(2,169,478 people) reside abroad, with low-skilled workers heading mainly to Gulf 

countries for demanding, often non-contractual work. Many use tourist visas to seek 

jobs, becoming victims of trafficking, as seen in cases of Nepalis joining foreign armies. 

Female workers frequently face harassment during migration, while others misuse 

study visas to migrate for employment in developed countries. 

For this purpose, they use irregular migration pattern, Nepal has hardly implemented 

effective measures to govern migration. According to (IFAD and IOM, 2023), 

remittances to Nepal were estimated at US$11 billion in 2023, accounting for 26.6% of 

the country's GDP. There has been no subsequent planning to safeguard, secure and 

return Nepali citizens who are victim of Trafficking in Person (TIP). Although 

diplomatic missions are engaged in rescue and repatriation of Nepalese Citizens who 

are manipulated by criminal groups and become victim of human trafficking, there is 

necessity of further study and recommend pragmatic ways for the protection of human 
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right residing abroad for work purposes through effective BLA with destination 

countries, so that they will not be further victim of human trafficking, fraudulent, 

harassment and right to work can be guaranteed. 

1.2 Statement of the Problem 

Despite the significant contribution of Nepali migrant workers to the national economy 

through remittances, they face persistent challenges, including exploitation, unsafe 

working conditions, and limited access to justice, even under BLAs. This study 

highlight that gaps in enforcement and monitoring mechanisms within BLAs contribute 

to these issues, leaving workers vulnerable to trafficking, wage theft, and abuse (ILO, 

2019a). Gender disparities further exacerbate these problems, with female migrants 

disproportionately subjected to harassment and exploitation in destination countries 

(UN Women, 2020a) . Addressing these challenges is essential to ensure the protection 

and promotion of Nepali migrant workers' rights 

There is insufficient information on whether BLAs have effectively influenced key 

aspects such as service charges, processing time, pre-departure training, and language 

and cultural knowledge of destination countries. Additionally, it is crucial to assess the 

level of awareness among migrant workers about BLAs, their perceptions of these 

agreements, and their skill capacity to utilize the protections and opportunities 

provided. 

There is grave need to examine the enforcement of BLAs between Nepal and 

destination countries to assess their effectiveness in protecting Nepali migrant workers' 

rights. Analyzing access to rights under these agreements and identifying gaps between 

prescribed standards and actual practices is equally important. Assessing justice 

accessibility for Nepali migrant workers and examining gender-specific vulnerabilities, 

especially among female workers, is crucial. Evaluating policy implementation, 

identifying barriers, and exploring solutions are essential for protecting their rights both 

in Nepal and abroad. 

1.3 Research Questions 

This research studies the role of Nepal’s Bilateral Labour Agreements(BLA) in 

safeguarding migrants’ worker rights. The research focused on getting the answers to 

the following questions: 
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i. What is the situation of migrants’ worker  before and after the implementation of    

       BLA? 

ii. How have Bilateral Labour Agreements (BLAs) influenced the deployment process 

      of migrant workers, including their rights, safety, and access to fair recruitment 

      opportunities? 

iii. What are the perceptions of migrant workers regarding their awareness and      

       attitudes toward Bilateral Labour Agreements (BLAs) and skill capacity  in relation  

       to their rights and welfare? 

1.4 Research Objectives 

The general objective of this study is to assess the role of Nepal’s BLAs for 

safeguarding migrant workers’ rights. The research has other specific objectives as 

follows: 

i. To evaluate  the situation of migrant workers before and after the implementation 

       of Bilateral Labour Agreements (BLAs). 

ii. To examine how BLA have influenced the deployment process of migrant workers,  

       including their access to rights and fair recruitment process. 

iii. To explore the perceptions of migrant workers regarding their awareness,  

       and attitudes toward Bilateral Labour Agreements (BLAs) ans skill capacity in  

       relation to their rights and welfare. 

1.5 Significance of the Study 

Migration governance serves as the foundation for promoting safe, orderly, and regular 

migration that benefits all. However, migration remains one of the most critical 

challenges faced by the global community. Nepal, like many sending countries, 

grapples with the challenges and opportunities presented by migration, particularly 

concerning the protection of human rights of the citizen. Many Nepalese migrate to 

abroad for work purposes. However, there are several cases of violation of human rights 

in the destination countries. BLA is one of the crucial instruments which can safeguard 

the rights of Nepali migrant workers. Therefore, this research aims to study 

effectiveness of BLAs of Nepal with destination countries to understand its impact on 

safeguarding rights of Nepali migrant workers, which will provide insights into the 

governance of external migration of Nepal particularly, migrated for work purposes and 
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there could be formulated effective plan for the review of existing agreements or for 

newly signing agreements. 

This study holds significant importance as it delves into critical aspects of migrant 

workers' experiences, the role of Bilateral Labour Agreements (BLAs), and areas for 

potential improvement in ensuring their rights and welfare. The findings aim to provide 

a comprehensive understanding of how BLAs impact various stages of labour 

migration, from pre-departure conditions to post-deployment outcomes. 

By evaluating the situation of migrant workers before and after the implementation of 

BLAs, this study will shed light on the tangible benefits (or lack thereof) that these 

agreements bring to workers. It will highlight changes in their working conditions, 

access to rights, and overall welfare. Such insights are crucial for policymakers to 

determine whether BLAs are effectively addressing the challenges faced by migrant 

workers or if additional measures are needed. For Nepal, where labour migration is a 

vital economic component, these findings can help shape future negotiations and the 

enforcement of BLAs, ensuring they meet the needs of workers and align with 

international standards. 

The study also examines the influence of BLAs on the deployment process, with a 

particular focus on fair recruitment practices and workers' access to their rights. This 

aspect is essential to understanding how BLAs function in regulating recruitment 

agencies and mitigating exploitation during the migration journey. Identifying gaps in 

the deployment process can inform strategies for streamlining procedures, enhancing 

transparency, and ensuring ethical recruitment practices. This is especially relevant for 

government agencies, recruitment agencies, and international organizations committed 

to safeguarding migrant workers' welfare. 

Moreover, the study explores migrant workers' awareness,  and attitudes toward 

BLAs,status of skill in the migrants’ worker providing insights into how informed and 

prepared they are to navigate migration processes and advocate for their rights. 

Understanding these perceptions is crucial for designing effective pre-departure 

orientation programs, awareness campaigns, and skill development initiatives that 

empower workers. Additionally, analyzing their attitudes toward BLAs can offer 

valuable feedback to policymakers on the agreements' efficacy and areas for 

improvement, fostering worker-centric policies. 
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1.6 Limitation of the Study 

This  study  has some limitations which arise during analysis and examination of data. 

They are as follows:  

i. BLAs signed with Germany, Romania, Japan and United Kingdom has not been  

      implemented in full term. Similarly, BLA signed with Israel has instability in  

      implementation. There is no Embassy of Nepal in Jordan and Mauritius restricting   

      adequate data collection. 

ii. Primary data could not be collected from all the population and only sample has 

      been  taken into consideration. 

1.7 Organization of the Study 

The study consists of five chapters to make it more systematic. The very beginning 

parts of the study preliminaries i.e., the title and others. The first chapter deals with 

background of the study, statement of the problem, research question, objectives of the 

study, significance of the study, limitation and organization of the study. 

The second chapter deals theoretical framework of the study. This chapter also deals 

with an extensive review of literature regarding international and national context 

covering BLAs provisions on migrants’ worker rights.  

The third chapter explains research methodology. It includes research design, 

conceptual framework, sample period; sources of data; sample size, tools of analysis, 

operation definition of variables and measurement issues.  

The fourth chapter describes overall situation of migrants’ rights through the available 

data. Nevertheless, necessary figures, tables, various tools and techniques are present 

in this this chapter to describe and analyzed the study. In this chapter primary and 

secondary data are analyzed to elaborate the pre-determined object.  

The fifth chapter consists of major findings, conclusion, and recommendations. 

References and annexes have been included at the end of the study.  
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CHAPTER II 

REVIEW OF LITERATURE 

2.1 Literature Review 

This chapter presents the arguments and viewpoints of previous authors on 

effectiveness and use of BLAs. The literature has been gathered from various secondary 

sources, including the internet, documentaries, and journals, and is analyzed in relation 

to the objectives of the study. 

2.2 Theoretical Review 

The research draws on key theoretical frameworks to understand the dynamics of 

migration governance, the role of Bilateral Labour Agreements (BLAs), and the 

protection of migrant workers’ rights. 

2.2.1 Migration Systems Theory 

(Mabogunje, 1970) explains Migration Systems Theory as a self-perpetuating system 

driven by networks, policies, and economic conditions in both sending and receiving 

countries. BLAs can be seen as formal mechanisms within this system, designed to 

regulate labour flows, minimize risks, and enhance the benefits of migration. This 

theory provides a foundation for analyzing how BLAs structure migration pathways 

and address the vulnerabilities of migrant workers. 

2.2.2 Human Rights-Based Approach to Migration 

(UN, 1990)A human rights-based approach (HRBA) emphasizes the protection of 

migrants' fundamental rights and freedoms, as articulated in international frameworks 

such as the UN International Convention on the Protection of the Rights of All Migrant 

Workers and Members of Their Families. This perspective underscores the need for 

BLAs to include provisions ensuring decent work, fair wages, and protection from 

exploitation, aligning with international labour standards (ILO, 2019). 

2.2.3 Push-Pull Theory 

The push-pull model (Lee,1966) identifies the socio-economic factors driving 

migration ("push" factors like unemployment and poverty) and attracting migrants 

("pull" factors like higher wages and better opportunities abroad). BLAs play a critical 

role in managing these forces by creating structured, safe, and legal migration channels, 
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thus reducing irregular migration and associated risks such as trafficking and 

exploitation. 

2.2.4 Institutional Theory 

Institutional theory (North, 1990) highlights the role of formal institutions, like BLAs, 

in shaping economic and social behavior. By establishing rules and norms, BLAs aim 

to reduce uncertainties, protect migrant workers, and ensure accountability among 

employers and recruitment agencies. This framework helps in evaluating the 

institutional capacity of Nepal and its partner countries in enforcing BLAs effectively. 

2.2.5 Feminist Migration Theory 

Feminist migration theory (Nawyn, 2010) focuses on the gendered dimensions of 

migration, emphasizing the unique vulnerabilities faced by female migrant workers, 

such as harassment, exploitation, and lack of access to justice(UN Women, 2020). This 

theory supports the study's examination of how BLAs address gender-specific 

challenges and promote equity in migration governance. 

2.2.6 Decent Work Agenda 

The Decent Work Agenda, proposed by the ILO (ILO, 1999), serves as a cornerstone 

for understanding the role of BLAs in promoting fair and safe labour migration. It 

emphasizes four pillars: employment creation, social protection, rights at work, and 

social dialogue. This agenda provides a framework for analyzing how BLAs contribute 

to improving the quality of work and protecting the rights of Nepali migrant workers. 

2.3 Conceptual Review 

The conceptual reviews provide the relevant concepts for this study which includes 

various understanding and treaties guiding Bilateral Labour Agreements, status of BLA 

of Nepal and provisions in the study target countries.  

2.3.1 International Understanding and Treaties guiding Bilateral Labour 

Agreements 

Bilateral Labour Migration Agreements (BLMAs) are cooperative frameworks between 

origin and destination countries to ensure labour migration follows established 

guidelines and procedures.  

Mutual understanding plays a crucial role while signing bilateral treaties between the 

country. However, there are international practices, international treaties and 

conventions which are taken into consideration while formulating bilateral labour 
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treaties. Following are various international concepts, practices, treaties, conventions 

which acts as a pivotal role while incorporating BLAs. 

i. The Universal Definition of Human Rights  

Human rights are fundamental freedoms and protections inherent to all individuals, 

regardless of status. They ensure equality, fairness, and a life free from fear or 

discrimination. The United Nations (UN) has established a global framework to 

safeguard human rights through its Charter, declarations, treaties, and initiatives, 

including the Universal Declaration of Human Rights and key international treaties, 

some of which are supplemented by optional protocols addressing specific issues. 

ii. Universal Declaration of Human Rights 

Adopted by the UN General Assembly in 1948 the Universal Declaration of Human 

Rights (UDHR) is a cornerstone of human rights, establishing a global framework for 

universal protection. Drafted by representatives from diverse backgrounds, it set a 

shared standard for all nations. Though initially soft law, the UDHR has become a key 

reference in international and national law, bridging human rights protection globally. 

It recognizes individuals as subjects of international law and emphasizes a social order 

that ensures full realization of human rights, aligned with UN principles (United 

Nations, 1948) 

iii. Convention on the Elimination of All Forms of Racial Discrimination (CERD) 

 The Convention on the Elimination of All Forms of Racial Discrimination (CERD), 

adopted in 1965 and effective from 1989, with 179 member states, emphasizes equality 

and human dignity. It is crucial for protecting undocumented migrants, particularly 

those in racial minorities, affirming that human rights should be upheld without 

distinction between nationals and non-nationals, regardless of documentation 

status(UN, 1965). 

iv. International Covenant on Civil and Political Rights (ICCPR) 

The International Covenant on Civil and Political Rights (ICCPR) was adopted on 16 

December 1966 and came into effect on 23 March 1976. With 179 countries as parties, 

the ICCPR is a key human rights instrument within the universal system, primarily 

focusing on first-generation rights, also known as civil liberties or personal freedoms. 

These rights aim to restrict state interference in individuals' lives. However, while 

primarily addressing civil and political rights, the ICCPR also references economic, 

social, and cultural rights. The preamble of the ICCPR acknowledges the principles of 
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equality and human dignity, which serve as guiding elements for interpreting the 

Covenant (UN, 1966). 

v. International Covenant on Economic, Social and Cultural Rights (ICESCR) 

The International Covenant on Economic, Social, and Cultural Rights (ICESCR), 

adopted on 16 December 1966 and effective from 3 January 1976, with 169 member 

states, is the first binding legal instrument for these rights. Unlike civil and political 

rights, economic, social, and cultural rights are programmatic, requiring progressive 

realization. The ICESCR, influenced by the European Social Charter, provides robust 

protections, including for undocumented migrants. Article 12 recognizes "the right of 

everyone to the highest attainable standard of physical and mental health" and outlines 

steps for its realization (UN, 1966). 

vi. Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW) 

The Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW), in force since 3 September 1981, serves as the international bill of rights 

for women with 189 member states. It combats discrimination and promotes equality, 

offering critical protections for female undocumented migrants, who face heightened 

risks of sexual exploitation and domestic violence (UN, 1979) 

vii. Convention against Torture and Other Cruel, Inhuman or Degrading 

Treatment or Punishment (CAT) 

The Convention against Torture (CAT), adopted on December 10, 1984, with 165 

member states, aims to prevent torture globally. It builds on Article 5 of the Universal 

Declaration of Human Rights and Article 7 of the International Covenant on Civil and 

Political Rights, emphasizing equality and human dignity. Article 3 of CAT prohibits 

states from returning individuals to their home country if there is a credible risk of 

torture, offering critical protection for migrants (UN, 1984) 

viii. Convention on the Rights of the Child (CRC) 

The Convention on the Rights of the Child (CRC) entered into force on September 2, 

1990. It outlines the civil, political, economic, social, health, and cultural rights of 

children. With 196 countries as parties, it is the most widely adopted convention. The 

CRC defines a child as anyone under the age of eighteen, unless a country’s national 

law specifies a different age of majority. This broad definition ensures that the 

convention applies to all children, regardless of their migration status, making it 
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particularly relevant for the protection of undocumented migrant children also (UN, 

1989). 

ix. International Convention on Protection of the Rights of All Migrant Workers 

and Members of Their Families (ICMRW) 

This convention was adopted in 1990 but  came into force on July 1, 2003. With only 

54 states currently parties, it has the lowest level of adherence among conventions. 

Nevertheless, it establishes a moral benchmark and acts as a guide and catalyst for 

advancing migrant rights in each country, including specific regulations for the 

recruitment of foreign workers (UN, 1990) 

x. Convention on the Rights of Persons with Disabilities 

The Convention on the Rights of Persons with Disabilities (CRPD), effective May 3, 

2008, protects the rights and dignity of individuals with disabilities, including 

undocumented migrants. It highlights freedom of movement and nationality while 

explicitly addressing migration within its provisions, alongside the Migrant Workers 

Convention (UN, 2006). 

xi. Migration for Employment Convention 1949 (ILO Convention No. 97) 

The Migration for Employment Convention, 1949 (ILO Convention No. 97), 

established by the International Labour Organization, sets international standards to 

protect migrant workers. It ensures fair treatment, non-discrimination, and equal rights 

in wages, working conditions, and social security benefits, comparable to nationals of 

the host country. The convention promotes safe and legal migration, advocating for 

ethical recruitment practices and providing migrant workers access to legal remedies 

against exploitation. It also emphasizes the portability of social security benefits and 

encourages countries to inform and assist migrant workers. Overall, the convention 

upholds the dignity and rights of migrant workers while promoting fair labour practices 

across borders (ILO, 1949) 

xii. Migrant Workers (Supplementary Provisions) Convention, 1975 (ILO 

Convention No. 143)  

The Migrant Workers (Supplementary Provisions) Convention, 1975 (ILO Convention 

No. 143) builds on the 1949 Migration for Employment Convention, focusing on 

irregular migration and combating exploitation. It protects both regular and irregular 

migrant workers, ensuring non-discrimination, fair employment conditions, and access 

to legal remedies. The convention mandates ethical recruitment practices, transparency, 
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and cooperation between origin and destination countries to safeguard migrant workers’ 

rights. By addressing gaps in the earlier convention, it ensures fair treatment and 

protection for all migrant workers, including the undocumented (ILO, 1975) 

xiii. Private Employment Agencies Convention, 1997 (ILO Convention No. 181)  

This convention addresses the regulation of private employment agencies, which play 

a significant role in labour markets worldwide. ILO Convention No. 181 is an important 

instrument for ensuring that private employment agencies operate in a manner that 

respects workers' rights and promotes fair and ethical recruitment practices. Article 8 

(2) of this Convention States that "where workers are recruited in one country for work 

in another, the Members concerned shall consider concluding bilateral agreements to 

prevent abuses and fraudulent practices in recruitment, placement and employment 

(ILO, 1997). 

xiv. Domestic Workers Convention, 2011(ILO Convention No. 189)  

It is a landmark treaty adopted by the International Labour Organization (ILO) that aims 

to protect the rights of domestic workers, who have historically been excluded from 

labour protections enjoyed by other workers. The sub article of (d) of Article 15 states, 

where domestic workers are recruited in one country for work in another, abuses and 

fraudulent practices in recruitment, placement and employment must be avoided by 

concluding bilateral, regional or multilateral agreements among the sending and 

receiving state (ILO, 2011) 

xv. Migration for Employment Recommendation (Revised), 1949 (ILO 

Convention No. 86) 

The convention has defined “migration for employment” as a person who migrates from 

one country to another with a view to being employed otherwise than on his own 

account and includes any person regularly admitted as a migrant for employment. The 

convention serves as an important tool for guiding countries in the implementation of 

Labour migration standards and improving the conditions and treatment of migrant 

workers globally (ILO, 1949). 

xvi. Multilateral Framework on Labour Migration 

The Multilateral Framework on Labour Migration, adopted by the International Labour 

Organization (ILO) in 2006, serves as a comprehensive policy tool designed to provide 

guidance and support for the governance of labour migration. It addresses key issues 

related to labour migration through a multilateral approach, emphasizing international 
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cooperation among countries and stakeholders to promote fair and effective migration 

policies (ILO, 2006) 

xvii. Other Conventions of ILO 

 The International Labour Organization (ILO) has played a pivotal role in safeguarding 

the rights of migrant workers, particularly addressing the unique vulnerabilities of 

undocumented migrant workers. ILO Conventions No. 100 and No. 111 mark 

significant advancements in combating discrimination and promoting equality in the 

context of migrant workers' rights. Convention No. 100, adopted in 1951, focuses on 

eliminating gender-based wage discrimination and requires states to adhere to and 

promote the principle of "equal remuneration for men and women workers for work of 

equal value" (ILO, 1951) .Meanwhile, Convention No. 111, adopted in 1958, reinforces 

the commitment to non-discrimination by stipulating that "all human beings, 

irrespective of race, creed, or sex, have the right to pursue their material well-being and 

spiritual development in conditions of freedom, dignity, economic security, and equal 

opportunity," while declaring discriminatory practices as violations of human rights 

(ILO, 1958) . 

In addition, ILO Convention No. 97, adopted in 1949, plays a crucial role in protecting 

the rights of regular-status migrant workers by establishing equal treatment with 

national workers. This includes issues such as compensation, working hours, child 

labour, women’s rights, social security, and other rights under the host state's national 

legislation, fostering fair and equitable conditions for migrants (ILO, 1949). 

xviii. Role of International Organization for Migration (IOM) 

The International Organization for Migration (IOM) plays a crucial role in the 

development and implementation of (BLAs), promoting fair, safe, and transparent 

labour migration between countries. By providing technical expertise, IOM assists 

governments in drafting and negotiating BLAs to ensure alignment with international 

labour standards and human rights principles (IOM, 2020a). Central to IOM’s approach 

is the promotion of ethical recruitment practices, the protection of migrant workers’ 

rights, and the inclusion of gender-sensitive provisions to address the specific needs of 

vulnerable groups. 

IOM also supports capacity-building initiatives, enabling governments to effectively 

implement and monitor BLAs, while facilitating data-sharing and fostering regional 

cooperation to address labour market demands. Moreover, IOM emphasizes the 

importance of pre-departure orientation programs to prepare migrant workers for 
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employment abroad and assists in establishing grievance mechanisms within BLAs to 

resolve disputes and protect workers’ interests. Through these efforts, IOM strengthens 

migration governance frameworks, ensuring that BLAs deliver mutual benefits for both 

sending and receiving countries while prioritizing the dignity and rights of migrant 

workers (IOM, 2020b). 

2.3.2 Nepal’s Bilateral Labour Agreements 

In Nepal, the common formats include Bilateral Labour Agreement (BLA) and 

Memoranda of Understanding (MoU), though Framework Agreements and 

Cooperation Agreements are also used. BLAs are voluntarily binding under 

international law, detailing the specific duties and actions of each party to achieve their 

objectives. In contrast, MoUs are typically non-binding and more general, focusing on 

shared principles, mutual understanding, and collaborative goals. Framework 

agreements can address broader migration topics, such as irregular migration, 

readmission, and development cooperation, in addition to labour migration (ILO, 

2015). 

Nepal has established Bilateral Labour Agreements (BLAs) with twelve(12) countries 

to facilitate the employment of Nepali workers abroad and ensure their rights and 

welfare. 

i.  Qatar: The first labour agreement was signed on 21st March 2005 aiming to     

regulate the recruitment and employment of Nepali workers in Qatar. However, the 

agreement has not been implemented in its full term. 

ii. Republic of Korea: An agreement was established on 23rd July 2007 for the  

      management of  Employment Permit System (EPS), allowing Nepali workers to  

      access the Republic of Korea labour market. 

iii. Bahrain: A labour agreement was signed on 29th April 2008 to facilitate the 

       employment of Nepali workers in Bahrain. But new labour laws in the Bahrain  

       have been challenging to implement effectively. 

iv. Jordan: Nepal has signed General Agreement with Jordan on 18th October 2017  

       for the recruitment of Nepali workers with a provision of domestic worker in  

       Jordan. It has been successful particularly in the garment sector. 

v. Malaysia: A Memorandum of Understanding was signed 29th October 2018 to  

      ensure the protection and welfare of Nepali workers in Malaysia. 
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vi. Japan: On 25th March,2019, Nepal and Japan signed a Memorandum of  

      Cooperation to send Nepali workers to Japan under the Specified Skilled Worker  

      (SSW) program. 

vii. Mauritius: Signed on 11th June 2019 in Geneve with an objective of recruitment, 

      employment and repatriation of workers. 

viii. UAE: Signed on 11th June 2019 in Geneve which was the revision for    the former  

      MoU signed in 2007 

ix. Israel: A labour agreement was signed 30th September 2020 focusing on the 

      employment of Nepali caregivers in Israel. 

x. United Kingdom: On 22nd August 2022, Nepal signed a labour agreement with the  

      UK to provide employment opportunities for Nepali nurses. 

xi. Romania: A bilateral labour agreement was signed on 6th, October 2023, marking  

      Romania as the first European nation to formalize a labour contract with Nepal. 

xii. Germany: A Joint Declaration of Intent was signed on  10th October 2023 to  

      promote fair and legal skilled labour migration and knowledge exchange between  

      the two countries. 

2.3.3 Major Key features in Nepal’s BLA to protect rights of Nepali migrants’ 

worker 

Nepal's Bilateral Labour Agreements (BLAs) are designed to protect the rights of 

Nepali migrant workers through several key features: 

i. Nepal’s BLAs has  establish frameworks for transparent and equitable recruitment  

      processes, aiming to prevent exploitation and ensure that workers are informed  

      about their rights and obligations. 

ii. Most of the agreements often include standardized contracts that detail terms of  

      employment, such as wages, working hours, and conditions, providing clarity and  

      legal backing for workers mostly attached as Appendix/Annex. 

iii. BLAs has provisions to establish Joint Committees between Nepal and the  

     destination country to oversee the implementation of the agreements, address  

     issues, and ensure compliance with agreed-upon standards. 

iv. To prevent financial exploitation, BLAs has include provisions that control and 

     regulate the fees and costs associated with recruitment, ensuring that workers are  

     not overcharged. 
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v. The agreements typically contain clauses that commit both parties to cooperate in  

      preventing forced labour and human trafficking, enhancing the safety and security  

      of migrant workers. 

vi. Many BLAs has provided mechanisms for workers to resolve disputes with  

      employers, ensuring that grievances can be addressed fairly and promptly. 

vii. Provisions are included to ensure that Nepali workers receive treatment equal to 

 that of local workers in the destination country, particularly concerning wages,         

working conditions. 

Nepal’s Bilateral Labour Agreements (BLAs) have been criticized for their limitations 

and negative impacts despite their intended purpose of protecting migrant workers' 

rights. Here are some key negative impacts: 

i. Many BLAs lack effective monitoring and enforcement mechanisms, leading to non-

compliance by employers and recruitment agencies in destination countries. There 

is irregularity in meeting of Joint monitoring/Working committees, often a feature 

of BLAs, may fail to meet regularly or enforce provisions, undermining their 

effectiveness. Moreover, there is insufficient oversight of recruitment agencies and 

intermediaries, resulting in exploitation and fraud during the recruitment process. 

ii.  BLAs often fail to address specific vulnerabilities faced by migrant workers, such 

as workplace safety, health insurance, and compensation for injuries or death. 

Domestic workers, particularly women, are often excluded from BLAs, leaving them 

vulnerable to abuse and exploitation. Most BLAs do not address gender-specific 

challenges, leaving women workers more vulnerable to exploitation and harassment. 

iii.  Many migrant workers are unaware of the rights and protections provided under 

BLAs due to poor dissemination of information by the government or recruitment 

agencies. Provisions of BLAs are often not translated into accessible formats or 

languages that workers can understand. 

iv. Despite BLAs, migrant workers often pay exorbitant recruitment fees, plunging 

them into debt. Recruitment agencies in both origin and destination countries may 

circumvent BLA provisions, engaging in unethical practices such as contract 

substitution. 

v. Nepal's dependency on foreign employment reduces its ability to negotiate stronger 

protections in BLAs, as destination countries often dictate terms. Some BLAs are 

more favorable to destination countries, focusing on employer needs rather than 

worker rights. 



 19 

vi. Workers often face wage discrimination and do not receive the same pay as local 

workers for equivalent work. BLAs sometimes fail to adequately address workplace 

abuse, forced , or unfair termination. 

vii. BLAs are often temporary and do not provide long-term solutions to issues like 

reintegration, skills development, or sustainable migration policies. 

viii. Most of the BLA are not renewed in timely manner after expiration. For instance, 

MoU with Malaysia has been expired in 2023 but not renewed till date. 

2.3.4 Nepal- Republic of Korea BLA 

For the first time the bilateral agreement for the recruitment of Nepali workers in 

Republic of Korea was signed between Nepal and Republic of Korea on July 23, 2007. 

Currently, Memorandum of Understanding between the Ministry of Labour, 

Employment and Social Security  and the Ministry of Labour of the Republic of Korea 

on the Sending of Workers to the Republic of Korea under the Employment Permit 

System signed on 20th September 2018  between Government of Nepal and the 

Republic of Korea regulate sending and receiving of Workers under the Employment 

Permit System is in implementation. There is total 17 paragraphs in the MoU. Major 

provisions in the present agreement are as follows: 

i. Sending and receiving of workers under the Employment Permit System(EPS) 

ii. “Sending agency” of Nepal has the authority to recruit and send workers who wants 

to be employed in Korea i.e., Department of Foreign Employment, 

iii. “Receiving agency” of Korea has the authority to manage the job seekers roster 

and to receive Nepali workers from a sending agency of Nepal , 

iv. “Test agency” has an authority for the overall implementation of the EPS-TOPIK, 

skill test and competency assessment, including making test announcements, 

receiving applications, making test questions, and conducting the test, which is 

HRD Korea, 

v. Each worker needs to pay the sending agency the actual costs incurred in the 

process of receiving application and sending workers to Korea, 

vi. Sending agency need to decide sending fee in consultation with Korea , 

vii. MOLESS and Sending agency should provide assistance in distributing and 

receiving application forms for the EPS-TOPIK, skill test and competency 

assessment and other assistance requested by Korea, 
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viii. Qualification: age between 18 to 39 years, person not convicted of a crime 

punishable by imprisonment or a more severe punishment, no record of deportation 

or departure orders from Korea and who are not restricted from departure  from 

Nepal. Must pass EPS-TOPIK, 

ix. Job seekers who have passed the Point System of EPS-TOPIK should submit their 

job application to the sending agency, 

x. Sending agency prepares the list and profiles of job seekers who meet all 

prerequisites  i.e., passed the point system, hold a passport that is valid for at least 

one(1) year and passed the medical checkup determined by Korea, 

xi. Sending agency should conduct pre-departure education for the workers who have 

signed labour contracts, with itself or select a public agency(s) 

xii. Korea should conduct post-arrival education and medical checkup before they start 

work in Korea, 

xiii. Nepali workers are allowed to work in Korea for three(3) years. However, in some 

cases workers may allowed to  extend maximum of one(1) year and Ten (10) 

months, 

xiv. Both sides may establish a complaint center where malpractices can be reported, 

xv.  Both sides will implement Returnee Support Program to help returning workers 

adapt in Nepal, 

xvi. MoU remains effective until the signing of the new MoU. 

2.3.5 Nepal- Malaysia BLA 

The Memorandum of Understanding between The Government of Nepal and the 

Government of Malaysia on the Recruitment, Employment and Repatriation of Workers 

was signed on October 29th, 2018, for 5 years and could be extended agreed upon in 

writing by both parties. The agreement was done with an objective to facilitate the 

recruitment, employment and repatriation of Workers from Nepal and to protect the 

rights of both Workers and Employers. 

Major provisions in agreement (Government of Nepal and Government of Malaysia, 

2018) are as follows: 

i. Contract of Employment 

Both Workers and Employers shall comply with all Malaysian laws, rules, regulations, 

national policies and directives relating to employment in Malaysia. 
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In the event of total closure or cease of business or winding up, workers can change the 

employer within the same sector, upon the approval of the relevant authorities and 

subject to laws and regulations in Malaysia. Also, in case of exploitation, abuse, 

physical and mental harassment subject to domestic laws, regulations as determined by 

the competent authorities’ workers can change the employer. 

ii. Recruitment, Safety and Security of Workers 

Worker shall be age between 18 to 45 years, possessed the required qualifications and 

skills specified by the employer, possessed basic knowledge of Malaysian culture and 

social practices, completed the pre-departure orientation, have basic communication 

skills either in English or Malay language, complies with Malaysian medical 

requirements for foreign workers and does not possess any criminal records. 

Government of Malaysia should give special attention to female workers, take measures 

for the protection of workers from all forms of harassment, abuse and forced labour. 

Provide special pass for the workers who has filed a complaint until the settlement of 

the labour dispute, ensure equal and fair treatment to Nepali workers in comparison to 

other foreign workers regarding wages, overtime, working conditions and access to 

justice and ensure appropriate facilitation upon arrival at the airport. 

iii. Incorporated in Annex of the MOU 

Appendix A Contract of Employment: 

Basic Wage shall comply with the national minimum wage of Malaysia. Wages shall be 

paid by the employer on a monthly basis not later than 17th day after the last day of the 

wage period in a bank account. 

Normal working hour only 8 hours per day. Workers entitled to weekly rest day if agrees 

to work on the rest day by worker, the employer shall payas per labour laws of Malaysia 

and same for the public holiday also. The employer upon application from the worker 

may grant 15 days leave in case of death of close family members(Parents, Spouse and 

children) of the worker. The leave may be deducted from the accumulated annual leave 

of the worker and if accumulated leave is not sufficient , the employer may grant unpaid 

leave. 

The payment of levy borne by the employer. The worker may be insured under the 

Current Foreign Workmen Compensation (insurance) Scheme(FWCS) of Malaysia if 

applicable. Accommodation should be decent with basic amenities which meet 

minimum standard on safety and health. Workers are entitled to paid sick leave and paid 

hospitalization. The travelling expenses from Nepal  to any agreed point of entry in 
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Malaysia  and the expenses from any agreed point of exit in Malaysia  should be borne 

by the employer upon completion of contract of employment. 

After completion of contract, employer shall borne repatriation cost of the worker to 

Nepal also even in case of death of worker. Employer shall not keep the passport of the 

worker in the custody. 

 Appendix B Responsibilities: 

The employer shall recruit the workers through an authorized Malaysian Recruitment 

Agency to recruit the worker in Nepal through the Nepali Recruiting Agency(NRA). 

The employer shall be responsible for the payments of the security deposits as required 

by the Immigration Department of Malaysia, Processing fees imposed by the 

Government of Malaysia, Visit Pass(Temporary Employment), insurance under FWCS, 

Medical examination in Malaysia, security screening, medical examination in Nepal, 

single entry visa, round trip air ticket, recruitment service charge of 50% of one month 

minimum wage of the worker per person to be paid to the NRA. 

2.3.6 Nepal- UAE BLA 

Memorandum of Understanding Between the Government of Nepal and The 

Government of the United Arab Emirates in the Recruitment, Employment and 

Repatriation of Workers was signed in Geneva on the 14th of June 2019. There are 8 

articles on the MOU, and it remains effective for four(4) years and automatically 

renewed for a similar period unless either party decides to terminate the MOU which 

should be communicated through diplomatic channels three(3) months in advance. 

The agreement (Government of Nepal and Government of UAE, 2019)has following 

major provisions: 

i. Areas of Cooperation 

Establish a framework for the recruitment, employment and reparation of the 

worker and protection of the rights of both the worker and employer, Control and 

regulate the costs related to the recruitment, employment and repatriation of the 

worker in accordance with the principles of transparency, ethical recruitment, 

fairness  and mutual benefits. 

ii. Employment Contract 

Recruitment of worker should be done through an authorized United Arab 

Emirates, Recruitment Agency licensed by the Government of  the UAE with the 

help of Nepali Recruitment Agency  
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Worker can obtain alternative employment if employer fail to meet contractual or 

legal obligations to the worker. 

iii. Responsibilities of the Parties 

Nepal should deploy worker with necessary qualifications, have proper orientation 

of laws, policies, regulations, cultures and practices of UAE. Workers do not have 

to pay any recruitment related costs and fees. 

UAE should ensure no unlawful discrimination, receive fair and equal treatment 

compared to other foreign workers in UAE in matters of wage protection, working 

conditions, grievance handling and access to justice. Ensure safety, security and 

welfare of the worker. UAE should ensure that the worker does not have to pay any 

recruitment related costs and fees. Employer should bear all the costs related to 

recruitment, employment and the residency of Nepali worker in the UAE including 

but not limited to recruitment agency fees, air ticket costs, insurance fees, visa fees, 

medical examination fees and all other recruitment related costs and fees 

iv. Joint Committee 

Provision of Joint committee of at least  three officials both Nepal and UAE 

2.4 Empirical Review 
The empirical literature review provides the summary of the existing literatures that 

are essential for this study. The summary of the previous literatures that are specific 

research questions of the study.  

2.4.1 National Context 

Commons and Hajariya (2016) highlighted the exploitation of Nepalese migrant 

workers in their research of  Nepalese Migrant Workers and their Hardship in the 

Desert. The study pointed out that while the Gulf region boasts breathtaking 

infrastructure, such as the Burj Khalifa and Qatar’s FIFA World Cup stadium, these 

glamorous developments are underpinned by the harsh realities of extreme human 

rights violations faced by migrant workers. Reports indicated that Nepalese workers 

died at a rate of one every two days while engaged in construction work, exposing the 

darker side of the Gulf's rapid growth. The research aimed to provide a broad outline 

of the working conditions of Nepalese migrant workers from a human rights 

perspective. Using a methodology that involved an analysis of academic and non-

academic journals, the study examined the conditions of migrant workers in the Gulf 
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and UAE. It recommended urgent policy interventions to address unsafe working 

conditions, ensure fair wages, and protect the rights and dignity of migrant workers, 

calling for stricter labour agreements and international cooperation to reduce 

exploitation. 

People Forum for Human Rights (2017) conducted a study on Nepal’s Bilateral Labour 

Agreements (BLAs) with destination countries to evaluate their effectiveness and 

impact. The research focused on operationalizing relevant variables and assessing the 

perspectives of migrant workers regarding the agreements. The objective was to 

analyze how BLAs influence the experiences and rights of migrant workers. A 

questionnaire survey was employed as the methodology, targeting a sample of 300 

migrant workers, selected randomly from strategic locations such as the Department of 

Foreign Employment (DoFE), Office of Foreign Employment, and Legal Aid Centers. 

The respondents included 83 returnee migrant workers and 217 aspirant migrant 

workers. The collected data was analyzed to identify key patterns and insights related 

to BLAs. The study recommended strengthening pre-departure orientations, enhancing 

awareness of BLAs among migrant workers, and improving mechanisms to address 

challenges faced by both aspiring and returnee migrant workers. 

NHRC (2019) conducted a study on the situation of migrant workers' rights, recruitment 

practices, and access to justice. The research highlighted that while many Nepalis find 

good foreign employment opportunities facilitated by Foreign Employment Agencies, 

the sector is rife with exploitation and fraud. The objective of the study was to assess 

recruitment practices, the protection of migrant workers' rights, and the effectiveness 

of existing legal and institutional mechanisms. The study found numerous violations, 

such as false promises of lucrative jobs, exorbitant recruitment fees without proper 

receipts, confiscation of passports and other documents, and misleading contract terms. 

Such practices have led to human rights violations, including forced labour and human 

trafficking. The Government of Nepal has formulated laws, developed institutional 

mechanisms, and made international commitments to protect migrant workers, yet 

many workers continue to face daily challenges. The study recommended strengthening 

enforcement of recruitment regulations, increasing accountability of foreign 

employment agencies, enhancing pre-departure and rights awareness programs for 

migrant workers, and ensuring better mechanisms to address fraud and exploitation. 
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Thakuri (2022) explored the role of foreign employment in the socio-economic 

development of Beldandi Rural Municipality in Kanchanpur district. The primary 

objective was to analyze the nature and contribution of foreign employment to the 

socio-economic transformation of the local community. A micro-level case study 

design was applied, using a household survey with random sampling methods to collect 

primary data through a semi-structured questionnaire. Secondary data were obtained 

from various published sources related to foreign employment. The study revealed that 

85% of households achieved economic security by improving their financial status 

through remittance income, and 65% of respondents enhanced their knowledge and 

skills, applying them to benefit their local communities upon their return. The findings 

highlighted that foreign employment brought significant positive changes in the socio-

economic status of the respondents.  

Dhital et al. (2022) argued that Nepal's geopolitical position undermines its negotiation 

power in advocating for migrant workers' rights. This weakens the effectiveness of 

international agreements, leaving Nepali workers vulnerable to precarious conditions. 

The studies collectively recommended strengthening Nepal's institutional capacity to 

negotiate better terms in bilateral and multilateral agreements, improving skill-based 

pre-departure training, and promoting reintegration programs to maximize the socio-

economic benefits of foreign employment. 

Pant  (2024)  examined the employment situation of Nepalese youth in foreign countries 

and its impact on remittance inflow. The main objective of the study was to assess the 

relationship between foreign employment and remittance inflows. The research utilized 

secondary data and employed quantitative analysis, incorporating descriptive statistics 

and correlation coefficient tests to interpret the available data. The findings revealed 

that while youth migration for foreign employment has declined compared to previous 

years, remittance inflow to Nepal has significantly increased. This highlights the critical 

role of remittances in bolstering the national economy and improving the livelihoods 

of migrant workers’ households. The study recommended policies to sustain and 

enhance remittance flows, such as promoting higher-skilled migration, ensuring better 

working conditions abroad, and creating reintegration programs for returnee workers to 

optimize the economic benefits of migration. 
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2.4.2 International Context 

Plotnikova (2011) conducted a study on the recruitment of foreign nurses for the UK, 

focusing on the role of Bilateral Labour Agreements (BLAs). The study aimed to 

explore how these agreements facilitate the recruitment process and contribute to the 

healthcare workforce. Plotnikova emphasized the need for further research in two 

critical directions. First, future research could investigate how governments use a 

combination of 'hard' and 'soft' tools to legitimize their actions and how the manifest 

and latent consequences of these tools impact the implementation of policies. Second, 

studies could explore how governments adjust or innovate specific policy tools to 

achieve their goals. These research avenues could provide strong counterarguments to 

the prevailing discourse on the diminishing role of the nation-state in international 

affairs. The study recommended further examination of policy frameworks to 

understand the dynamic interplay between national and international labour governance 

systems, particularly in healthcare migration. 

Sicurelli (2015) examined the interplay between trade, human rights, and labour 

standards within bilateral agreements, concluding that these areas are often negotiated 

separately. This compartmentalization in the policy process reduces the influence of 

societal groups advocating for the integration of trade and human rights policies, 

ultimately diminishing the normative potential of the European Union (EU) in 

promoting cohesive international standards. The study highlighted the fragmented 

approach as a critical issue undermining the EU's ability to implement comprehensive 

frameworks addressing trade and human rights simultaneously. Sicurelli recommended 

further research into how integrated policy approaches could strengthen normative 

frameworks and enhance the EU’s role as a global actor. Additionally, fostering 

collaboration between societal groups and policymakers was suggested to address the 

current disconnect and promote the harmonization of trade, labour standards, and 

human rights policies. 

Wickramasekara and ILO (2015) identified the limited knowledge and awareness of the 

relevance of international instruments, such as the ILO Model Agreement, in the 

negotiation of bilateral labour agreements (BLAs) between countries. The study 

emphasized the need to provide guidelines on the essential elements to be included in 
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BLAs, given the significant variation in their content. It was recommended that the ILO 

take a leading role in developing a comprehensive policy guide, leveraging its tripartite 

framework to ensure inclusivity and effectiveness. The ILO's existing support to 

countries in developing or assessing BLAs, often on an ad hoc basis, was highlighted 

as a crucial resource. Technical cooperation programs were proposed as effective entry 

points to review agreements, provide tailored advice, and facilitate consultative 

processes with governments, social partners, and civil society. These steps could help 

standardize BLAs and enhance their effectiveness in protecting migrant workers' rights. 

Marx et al (2017)highlighted that provisions covering labour rights in international 

agreements have significantly expanded and strengthened, incorporating robust 

monitoring and enforcement mechanisms. The study emphasized that such instruments 

are essential for ensuring compliance and should be integrated into bilateral trade 

agreements between parties. These provisions not only enhance labour rights protection 

but also promote accountability and fairness in trade practices. The study recommended 

prioritizing the inclusion of these monitoring and enforcement instruments in bilateral 

trade agreements and fostering international cooperation to ensure their effective 

implementation. This approach could improve the protection of labour rights and 

strengthen the overall impact of trade agreements on workers’ welfare. 

Almeida (2018) conducted a study on analysis of the Legal Protection of 

Undocumented Migrants  to examine the existing legal frameworks and protections for 

undocumented migrants through the lens of International Human Rights Law. The 

research aimed to explore key concepts and legal instruments relevant to the topic while 

addressing the significant challenges undocumented migrants face. The study employed 

three methodologies: the classical legal method, which focused on legislative scrutiny, 

bibliographic analysis, and jurisprudential investigation to identify applicable legal 

provisions; the descriptive method, which analyzed Expert Committees' interpretations 

and jurisprudence from courts to explain how migration-related human rights decisions 

are applied; and the deductive reasoning method, used to clarify undefined concepts 

such as "undocumented migrant." The study concluded that undocumented migrants 

are highly vulnerable to exploitation and abuse due to the lack of legal protection, 

exacerbated by their fear of imprisonment or deportation. Almeida recommended 

strengthening international and domestic legal frameworks, enhancing access to justice 
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for undocumented migrants, and addressing the underlying vulnerabilities that leave 

them without adequate protection from the State. 

Haber et al (2019)  investigated the implications of bilateral labour agreements (BLAs) 

entered into by Jordan, focusing on how the varied labour rights of workers from 

different nationalities impact the Jordanian labour market. The study aimed to explore 

the challenges posed by these differences in rights and their effects on labour market 

dynamics. Grounded in the Dual Labour Market Theory and an International Political 

Economy Realist approach, the research highlighted how workers in the Jordanian 

labour market experience unequal labour rights depending on their nationality. The 

methodology included six interviews with organizations affiliated with the Jordanian 

trade union movement, providing qualitative insights into the implications of these 

disparities. A cross-disciplinary analytical approach, incorporating perspectives from 

political science, sociology, and economics, was employed to address the research 

questions. The study recommended harmonizing labour rights for all workers 

regardless of nationality, strengthening trade union advocacy, and reviewing bilateral 

agreements to promote equity and sustainability in the labour market. 

 Exarhos et al (2022) conducted a research on promotion of the Rights of Nepalese 

migrant workers”, focusing on the challenges faced by Nepalese migrant workers in 

South Asia and Gulf countries. The study sought to address three key questions like 

identifying the most prominent rights issues and challenges relevant to Nepalese 

migrant workers,  exploring how their rights could be protected more effectively, and  

understanding what Finnish companies working with Nepalese migrant workers should 

consider to promote their rights. The methodology included a comprehensive literature 

review and semi-structured interviews to gain detailed insights into the challenges faced 

by these workers and potential solutions. The report also discussed migrant workers' 

participation in processes aimed at promoting their rights, existing accountability 

mechanisms, and the need for further research to fill gaps in understanding. The study 

recommended fostering stronger accountability frameworks, encouraging the 

participation of migrant workers in rights promotion, and advising Finnish companies 

to adopt ethical practices to ensure the protection of Nepalese workers' rights in their 

operations. 
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 Seneviratne et al (2023) examined the Bilateral Labour Agreements (BLAs) entered 

into by Sri Lanka with selected countries to facilitate the smooth and efficient 

movement of migrant workers under regular conditions, avoiding unauthorized 

migration. The study analyzed the content of these agreements and concluded that none 

of the BLAs pose a threat to Sri Lanka's sovereignty, with careful consideration given 

to safeguarding national interests and security. However, the study observed significant 

gaps in protecting the human and labour rights of migrant workers, as guaranteed by 

international human rights instruments and treaties adopted by the International Labour 

Organization. The study recommended revising the BLAs to incorporate robust 

provisions ensuring the protection of migrant workers' rights, aligning them with 

international labour and human rights standards. Additionally, it emphasized the 

importance of monitoring mechanisms to ensure effective implementation of these 

agreements. 

2.5 Research Gap 

Existing research on Nepal’s Bilateral Labour Agreements (BLAs) primarily focuses 

on their theoretical provisions, with limited assessment of their practical 

implementation and effectiveness in protecting migrant workers’ rights. Despite the 

existence of numerous Bilateral Labour Agreements (BLAs) between Nepal and 

destination countries, significant research gaps persist regarding their effectiveness in 

safeguarding the rights and welfare of migrant workers and their influence on the 

deployment process. While prior studies have addressed issues such as recruitment 

practices, remittance inflows, and the socio-economic impacts of migration, there is 

limited understanding of how BLAs impact the deployment process, including fair 

recruitment, safety, and access to justice. Furthermore, insufficient attention has been 

given to how migrant workers’ awareness, skills, and attitudes toward these agreements 

influence their experiences and ability to exercise their rights. Additionally, the extent 

to which these agreements align with international labour and human rights standards 

remains unclear.  

Existing research has also failed to provide actionable insights into the specific areas 

within BLAs that require improvement to ensure the protection of human and labour 

rights. Addressing these gaps, this study aims to evaluate the situation of migrant 

workers before and after the implementation of BLAs, analyze their perceptions 
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regarding awareness, skills, and attitudes, examine the influence of BLAs on the 

deployment process, and provide recommendations for enhancing the effectiveness of 

these agreements to better protect and promote the rights and welfare of Nepalese 

migrant workers. 
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CHAPTER III 

RESEARCH METHODOLOGY 

3.1 Introduction 
This study employs a mixed-methods approach to evaluate the role of Bilateral Labour 

Agreements (BLAs) in safeguarding the rights of Nepali migrant workers. By 

integrating quantitative and qualitative methods, the research examines the impact of 

BLAs on migrant workers’ welfare and the deployment process. A comparative 

longitudinal design is used to assess changes over two distinct periods, capturing both 

statistical trends and stakeholder perspectives. This comprehensive methodology 

ensures a balanced analysis, providing actionable insights into the effectiveness of 

BLAs and identifying areas for policy improvement. 

3.2 Research Design 

The research design of this study is quantitative and qualitative in nature. A quasi-

experimental study is done like ; a hospital introduces a new order-entry system and 

wishes to study the impact of this intervention on the number of medication-related 

adverse events before and after the intervention (Harris et al., 2006). Similarly, the 

quasi-experimental design is utilized in this study to compare situation before and after 

the implementation of BLAs. This approach aims to assess changes in various 

indicators such as cases of deaths, accidents rate, underpayment complaints, reporting 

of trafficking, sexual assault,  legal aid facility and insurance facilities. 

A descriptive study is one that is designed to describe the distribution of one or more 

variables, without regard to any causal or other hypothesis (Aggarwal and Ranganathan, 

2019). To evaluate the situation of migrant workers before and after the implementation 

of Bilateral Labour Agreements (BLAs), a comprehensive analysis of key indicators 

has been conducted. This includes examining migration trends in the three target 

countries (Republic of Korea, Malaysia, and the UAE), as well as reviewing cases 

related to deaths, accidental injuries, violations of rights, complaints, and grievances. 

By assessing these variables, the study aims to understand the practical implications of 

BLAs on the welfare and protection of migrant workers over time. 
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To investigate how BLAs have influenced the deployment process, including access to 

rights and the fairness of recruitment practices, several critical factors have been 

analyzed. These include the service charges paid by workers, pre-departure training 

received, and workers' educational levels and skill capacities. By exploring these 

variables, the study seeks to identify how BLAs contribute to ensuring fair recruitment 

and equitable access to necessary resources for migrant workers. Furthermore, the 

analysis examines disparities or consistencies in these aspects among the three target 

countries. 

In addition, migrant workers’ perceptions and attitudes toward BLAs have been 

measured using a Likert scale, focusing on their levels of awareness, attitudes, and skill 

capacities. These perceptions were compared across the three countries to identify 

differences in how BLAs are perceived and experienced by workers based on their 

country of destination. This approach provides valuable insights into the effectiveness 

of BLAs in enhancing awareness and shaping attitudes toward rights and protections 

among workers. Ultimately, this comprehensive analysis helps to evaluate the strengths 

and shortcomings of BLAs in governing migration and protecting the rights and welfare 

of Nepali migrant workers. 

3.3 Conceptual Framework 

The conceptual framework for this research integrates diverse methodologies and data 

sources to comprehensively examine the role of Nepal’s Bilateral Labour Agreements 

(BLAs) in safeguarding the rights of migrant workers. It employs a comparative 

longitudinal design, analyzing two distinct time periods—5 years before and 5 years 

after BLA implementation—to identify trends and changes resulting from the 

agreements. Key independent variables, such as gender, age, education level, and skill 

capacity, are analyzed using SPSS to measure frequency, means, and standard 

deviations, offering quantitative insights into migrant workers’ awareness and attitudes 

toward BLAs. 

Qualitative data complements the quantitative findings through in-depth interviews 

with NAFEA members, recruitment agency owners, and migrant returnees. Returnee 

interviews, in particular, focus on workers’ lived experiences, highlighting enforcement 

gaps, challenges, and protections provided by BLAs. These narratives provide a deeper 
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understanding of the barriers faced by workers despite the presence of formal 

agreements. 

The integration of secondary data analysis, primary data evaluation, and key informant 

interviews enables the study to draw a holistic conclusion about the effectiveness of 

Nepal’s BLAs in protecting migrant workers’ rights. This approach not only assesses 

the agreements’ impact but also identifies areas for policy enhancement and offers 

actionable recommendations for improving migrant welfare. By combining statistical 

evidence, institutional insights, and personal narratives, the framework ensures a well-

rounded understanding of the research objectives. 
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Figure 3. 1  
Conceptual Framework 

 
 

Source: The conceptual framework is self-made by the Author, 2024 

Figure 3.1 illustrates overall conceptual framework of the research design of the study 

showing how primary and secondary data are utilized to interpret the result. 
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3.4 Sources and Nature of Data 

3.4.1 Secondary Data 

Secondary data was collected to evaluate the effectiveness of Bilateral Labour 

Agreements (BLAs) in safeguarding the rights of Nepali migrant workers. This data 

enables a comparative analysis of key indicators such as cases of deaths, accident rates, 

underpayment complaints, reports of trafficking, incidents of sexual assault, fraudulent 

practices, and access to legal aid. To ensure a comprehensive assessment, data spanning 

at least five years before and after the implementation of BLAs was gathered from the 

Department of Foreign Employment, the Foreign Employment Board Secretariat, and 

Nepali Missions in destination countries. These sources provided critical information 

on migration trends and issues encountered by Nepali workers in target countries.  

3.4.2 Primary Data 

Primary data for this study was collected at the departure section of Tribhuvan 

International Airport from migrant workers departing to the target countries. A total of 

450 respondents were surveyed, with 150 respondents from each target country. In 

addition to the survey, semi-structured interviews were conducted with key 

stakeholders, including members of the Nepal Association of Foreign Employment 

Agencies (NAFEA), owners of Recruitment Agencies(RA), and migrant returnees from 

the target countries. 

3.4.3 Sampling Process 

The sampling process for this study was carefully designed to ensure representation, 

diversity, and relevance to the research objectives, focusing on the evaluation of 

Bilateral Labour Agreements (BLAs) in safeguarding Nepali migrant workers' rights. 

The study targets three key countries: Malaysia, United Arab Emirates (UAE), and the 

Republic of Korea selected based on their significance in Nepal’s foreign employment 

landscape and the nature of their agreements with Nepal. 

The Republic of Korea was chosen as a target country due to its well-established 

Government-to-Government (G2G) recruitment mechanism, which provides a 

structured framework for migrant deployment. Malaysia was included because of its 

high volume of Nepali workers and the Bilateral Labour Agreement signed on 29th 

October 2018, which has played a pivotal role in managing labour migration. The UAE 

was selected due to its consistently high migration numbers and a renewed BLA signed 
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on 14th June 2019. Other countries with BLAs, such as Japan, UK, Israel, Qatar, 

Bahrain, Jordan, and Mauritius, were excluded due to factors such as a decline in 

migration trends, limited numbers of Nepali workers, or logistical challenges like the 

absence of a Nepali embassy in Mauritius. Recent agreements with Romania and 

Germany were also excluded as they remain unimplemented. 

The sample size for an infinite population was determined using the widely accepted 

Cochran's formula (Cochran, 1977), which is used to calculate a representative sample 

size when the total population is unknown or considered infinite as for this year 

migrants worker going for foreign employment for the target country is 

infinite/unkonwn. The formula is expressed as  

 n= 𝑍𝑍
2  .𝑝𝑝(1−𝑝𝑝)

𝐸𝐸2
 

where n represents the required sample size, Z is the Z-score corresponding to the 

desired confidence level (e.g., 1.96 for 95% confidence), pp is the estimated proportion 

of the population (0.5 is used when the proportion is unknown, as it maximizes 

variability), and EE is the margin of error (e.g., 0.05 for a 5% margin). Applying this 

formula with a 95% confidence level, a margin of error of 5%, and an estimated 

proportion of 0.5 yields a required sample size of 385 for an infinite population. 

However, to enhance the robustness and reliability of the findings, a larger sample size 

of 450 was chosen, with 150 from each target country in equal manner to compare 

different variables across countries is taken as a sample size in this study, exceeding 

the minimum required size, ensuring greater representativeness and reducing the 

margin of sampling error. 

A stratified random sampling method was used to ensure diversity within the sample, 

considering key demographic variables such as sex, caste, religion, education, age, and 

province of origin. This approach ensures that the sample reflects the heterogeneity of 

Nepali migrant workers and captures varied experiences with BLAs. Additionally, 

semi-structured interviews were conducted with key stakeholders, including members 

of the Nepal Association of Foreign Employment Agencies (NAFEA), recruitment 

agency owners, and migrant returnees. These interviews provided qualitative insights 
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into the challenges and opportunities associated with BLAs, complementing the 

quantitative data. 

3.4.4 Data Collection Method and Ethical Consideration 

Data was collected through a structured questionnaire, which respondents voluntarily 

completed at Tribhuvan International Airport. Migrant workers departing to the target 

countries were approached at key points such as the departure area, boarding pass 

counter, and post-immigration section, ensuring a diverse and representative sample. 

Additionally, key informant interviews were conducted with stakeholders in distinct 

roles, including members of NAFEA and owners of recruitment agencies (RAs), who 

were contacted randomly from those present at the Department of Foreign Employment 

(DOFE). To reach migrant returnees, the snowball sampling method was employed, 

where initial contacts were asked to refer others, enabling access to a network of 

returnees. This combination of methods ensured both breadth and depth in capturing 

the experiences and perspectives of diverse participants. 

All the respondents were made cleared about the purpose, potential risks and benefits 

of the study. Respondents was ensured the participant will be on voluntary basis. Codes 

or pseudonyms has been used to ensure the anonymity of respondents. Potential risks 

to respondents such as psychological distress or social stigma have been assessed. 

Trafficking and sexual assault topics has been handles sensitively, respectfully and in 

non-intrusive manner. Any form of discrimination has been avoided will taking 

respondents. All the findings have been reported honestly and transparently. 

3.4.5 Study Period Covered 

The study covers secondary data  from the year 2014 to 2023A.D. The reason behind 

taking required data and information from the year is to compare the situation before 

and after implementation of BLAs. Meanwhile, Primary data has been collected from 

Bhadra 2081 to Ashoj 2081 from the Tribhuvan International Airport and Key 

Information Interview has been done from Mangsir 2081 to Poush 2081 at DOFE. 

3.5 Data Presentation and Analysis 
The primary objective of this study is to assess the role of Nepal’s Bilateral Labour 

Agreements (BLAs) in safeguarding the rights of migrant workers. To achieve this, the 

study presents a detailed analysis of data that illustrates the pre- and post-BLA situation. 
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Key variables, such as cases of death, access to legal aid, accidents, and other relevant 

incidents, have been analyzed to provide a clear understanding of the impact of BLAs. 

A variety of descriptive and comparative tools have been utilized, including statistical 

measures such as averages and percentages, and visual tools like pie charts, doughnuts, 

and simple and multiple bar graphs, ensuring a comprehensive and accessible 

presentation of the findings. 

To identify challenges and gaps in the deployment process of migrant workers, primary 

data collected through structured questionnaires was manually processed and analyzed 

using the Statistical Package for the Social Sciences (SPSS). Data is systematically 

presented in tabular form, accompanied by interpretations to highlight key findings. 

Inferential analysis was conducted to draw meaningful conclusions about the 

effectiveness of BLAs. Based on the analyzed data, actionable recommendations have 

been developed to address gaps and enhance the role of BLAs in protecting the rights 

and welfare of Nepali migrant workers. 

3.6 Operational Definitions of the variables 
3.6.1 Awareness and attitude towards BLA and Employment skill level 

Awareness about BLAs is defined as the extent to which migrant workers are aware of 

the provisions, rights, and processes outlined in Nepal’s Bilateral Labour Agreements 

(BLAs) with destination countries. This includes their knowingness on BLA  and BLA 

provisions of their destination country, capacity and the procedures for accessing 

benefits or raising grievances. Attitude towards BLA represents the perceptions and 

opinions of migrant workers about the effectiveness, fairness, and utility of BLAs in 

safeguarding their rights. Meanwhile, Employment skill  refers to the level of skills 

possessed by migrant workers, work going to do, training received, training which 

could be provided in destination countries relevant to employment opportunities 

abroad. 

Measurement was done using a Likert-scale questionnaire from 1 (Very High) to 5 

(Very Low) where respondents indicate their level of knowledge on various aspects of 

BLAs, ranging from “Strongly Agree (1)" to "Strongly Disagree (2)".  

3.6.2 Educational Qualification 

The  level of education completed by the respondent was Coded as: Illiterate, 

S.E.E/Below S.E.E , 10+2/Diploma, and   Bachelor/above Bachelor. 



 39 

3.6.3 Province of Nepal 

The geographical province where the respondent resides in Nepal across Madhesh, 

Bagmati, Gandaki, Lumbini, Karnali and Sudurpaschim 

3.6.4 Age 

The chronological age of the respondent in years at the time of the survey. Range in 18-

22 years, 23-27 years, 28-32 years and 33 and above. 

3.6.5 Gender  

Gender is defined as the biological classification of respondents into male or female 

categories. 
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CHAPTER IV 

DATA PRESENTATION AND ANALYSIS 

4.1 Introduction 

This chapter presents the research data from multiple perspectives, utilizing the 

methodology established in the preceding chapter. The analysis is structured around the 

analytical framework, with variables carefully aligned to address the research 

objectives. The chapter aims to answer the research questions through a combination 

of quantitative and qualitative methodologies. 

Specifically, the study evaluates the effectiveness of BLA (Bilateral Labour 

Agreements) by examining pre- and post-BLA situations, as well as the knowledge and 

perceptions of migrant workers traveling to destination countries. A diverse range of 

data collection methods has been employed, including a questionnaire survey based on 

specific indicators, key information interviews, content analysis, and a webpage survey 

approach. These methodologies provide a comprehensive foundation for the data 

presentation and analysis in this section. 

4.1.1 Foreign Employment of Nepal 

Foreign employment has become a cornerstone of Nepal's economy, with millions of 

Nepalis working abroad, primarily in Gulf Cooperation Council (GCC) countries such 

as Qatar, Saudi Arabia, and the UAE, as well as in Malaysia. These workers are 

predominantly employed in construction, manufacturing, domestic work, and the 

hospitality sector. Remittances are expected to stabilize at around 25 percent of GDP 

over the projection period, assuming peak migration in FY23 (World Bank, 2024), 

providing critical support for household incomes, education, and healthcare while 

stabilizing the country's foreign exchange reserves. Remittance have increased nearly 

three times in the past 20 years. In terms of remittances to GDP as of 2017, Nepal is in 

the sixth in the world ( Sharma, 2024). Despite its economic benefits, the sector faces 

challenges, including high recruitment fees, exploitation, unsafe working conditions, 

and the lack of adequate skills training for workers. The Nepalese government has 

enacted the Foreign Employment Act (2007) and signed BLAs with destination 

countries to address these issues, alongside initiatives for digitalizing the recruitment 

process and diversifying labour markets.  
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Table 4. 1 
 Number of Work Permit issued by GON 

S.N Fiscal Year Male Female New Re-Entry Total Work 
Permit Issued 

1 2014/15 636206 29187 454558 210835 665393 
2 2015/16 609047 31934 403174 237807 640981 
3 2016/17 609339 33520 383493 259366 642859 
4 2017/18 579721 32964 354082 258603 612685 
5 2018/19 476705 32123 236211 272617 508828 
6 2019/20 340000 28433 190453 177980 368433 
7 2020/21 155242 11456 72081 94617 166698 
8 2021/22 580962 49128 348868 281222 630090 
9 2022/23 699193 72134 494224 277103 771327 
10 2023/24 661125 80172 460102 281195 741297 
Total 5347540 401051 3397246 2351345 5748591 

  Source: Department of Foreign Employment 

The above table shows that the total work permits issued have fluctuated significantly 

over the years, with a peak of 771,327 in 2022/23 and a dramatic drop to 166,698 in 

2020/21, likely due to the COVID-19 pandemic. Recovery is observed in subsequent 

years, indicating a return to pre-pandemic labour migration levels. The data highlights 

a significant gender disparity, with males consistently dominating foreign employment. 

Over the period, males accounted for 93.01% (5,347,540 out of 5,748,591) of the total 

work permits, while females made up only 6.99% (401,051). 

A total of 3,397,246 new permits were issued, compared to 2,351,345 re-entry permits. 

The ratio of new to re-entry permits has declined slightly over the years, reflecting an 

increasing trend of workers returning to the same or similar jobs abroad. 

The dominance of males in labour migration highlights societal and cultural norms 

influencing employment trends. Additionally, the high number of re-entries permits 

signifies Nepal's reliance on established labour markets, with workers frequently 

returning abroad after their initial migration. 

This data emphasizes the need for policies that address gender gaps in foreign 

employment and strategies to diversify labour markets for sustainable migration 

practices. 

4.2 Demographic Statistics and Employment Status 
4.2.1 Malaysia Overview 

Malaysia is a federal constitutional monarchy situated in Southeast Asia. There are 

thirteen (13) states and three (3) federal territories. It shares a land border with Thailand, 

Brunei Darussalam and Indonesia. Kuala Lumpur is the national capital. Malaysia is a 
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vibrant upper-middle-income economy with a strong focus on manufacturing, oil and 

gas, agriculture, and an expanding digital economy. Its strategic location in Southeast 

Asia, robust infrastructure, and export-oriented industries make it a key player in global 

trade, particularly in electronics, palm oil, and petroleum products. Foreign 

employment opportunities in Malaysia are abundant, that makes Nepali also one of the 

strong destination nations, in sectors such as construction, manufacturing, agriculture, 

and security guard.  

Demographic  and Economic Status 

Area     330,803 Sq. km 

Population    34.1Million (Department of Statistics Malaysia, 2024) 

Population Density  101 Sq. km.  

GDP     USD 488.25 billion Nominal/35th in the world (IMF, 2024a)  

i. Trend of Migration of Nepali workers to Malaysia before BLA 

Before the signing of the Bilateral Labour Agreement (BLA) between Nepal and 

Malaysia also, Malaysia was a prominent destination for Nepali migrant workers. The 

trend of Nepali labour migration to Malaysia through individual, Recruitment 

Agency(RA), Re-entry, legalized and proportion of male and female before signing 

BLA can be outlined as follows: 

 Table 4. 2  
 Number of Nepali workers going to Malaysia before BLA                                                                                                                 

S.N Year Individual RA Re-

Entry 

Legalization Male Female Total 

1 2014 47 234916 17278 2875 248286 6830 255116 

2 2015 6 119920 13841 1262 130990 4039 135029 

3 2016 9 60766 17647 844 77656 1610 79266 

4 2017 16 113775 27561 1093 138661 3784 142445 

5 2018 24 51269 33038 965 82593 2703 85296 

Total 102 580646 109365 7039 678186 18966 697152 

  Source: Department of Foreign Employment 

The table illustrates from 2014 to 2018, the total number of Nepali workers migrating 

to Malaysia across all categories was 697,152 before signing of BLA with Malaysia. 

Of these, 97.28% were male, and only 2.72% were female, indicating a highly male-

dominated labour migration trend. The majority of migration occurred under the "RA" 

(Recruitment Agency) category, accounting for 580,646 individuals, or 83.28% of the 

total migration. The "Re-Entry" category involved 109,365 individuals, representing 
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15.68%, while "Legalization" accounted for 7,039, or 1.01% of the total migration. In 

terms of yearly trends, the highest migration was recorded in 2014, with 255,116 

workers (36.59% of the total), while the lowest was in 2016, with 79,266 workers 

(11.37%). This trend reflects a significant decline in labour migration to Malaysia after 

2014, likely due to regulatory or economic factors, but shows some recovery in 2017 

and 2018. Female participation remained consistently low across all years. 

ii. Trend of Migration of Nepali workers to Malaysia after BLA 

Following the signing of BLA with Malaysia in 2019, the trend of migration to 

Malaysia was as follows: 

Table 4. 3  
Number of Nepali workers going to Malaysia after BLA 
S.N Year Individual RA Re-

Entry 
Legalization Male Female Total 

1 2019 46 25540 32398 484 57159 1309 58468 
2 2020 0 20462 7390 52 27381 523 27904 
3 2021 32 0 1101 211 1318 26 1344 
4 2022 162 160046 28513 51 182873 5899 188772 
5 2023 250 119036 31800 0 147339 3747 151086 
Total 490 325084 101202 798 416070 11504 427574 

  Source: Department of Foreign Employment 

The table shows Nepali workers migrating to Malaysia after the signing of the Bilateral 

Labour Agreement (BLA), the total number of migrants from 2019 to 2023 is 427,574. 

97.31% are male, and 11,504 2.69% are female, highlighting a persistent male-

dominated migration pattern. The majority of migrants, 325,084 (76.06%), were 

employed under the "RA" (Recruitment Agency) category, while 101,202 (23.68%) 

migrated under "Re-Entry" and 798 (0.19%) under "Legalization." 

Yearly trends indicate a significant increase in migration in 2022, with 188,772 

migrants (44.15% of the total), primarily under the "RA" category. This is followed by 

2023, with 151,086 migrants (35.34%). In contrast, the years 2020 and 2021 saw 

dramatic declines, with 27,904 (6.52%) and 1,344 (0.31%) migrants, respectively, 

likely due to the global COVID-19 pandemic. The year 2019, immediately after the 

BLA implementation, recorded 58,468 migrants (13.67%). 

Overall, while migration to Malaysia declined significantly in the immediate years 

following the BLA (2020-2021), it rebounded strongly in 2022 and 2023, suggesting a 

recovery in labour migration flows, possibly due to the gradual normalization of global 

travel and improved implementation of the agreement. Female participation, though 

slightly increasing, remains minimal across all years. 
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iii. Comparison of Migration Trend to Malaysia  Before and After BLA 

The overall situation of migration pre- and post-BLA has been shown as below: 

Figure 4. 1  
Percentage Change in Malaysia before and After BLA  

 
Source: Department of Foreign Employment 

The percentage change analysis reveals significant variations in different categories 

before and after the implementation of the Bilateral Labour Agreement (BLA). The 

most notable increase is seen in the "Individual" category, with a dramatic rise of 

380.39%, indicating a substantial shift in individual engagement or processes. 

Conversely, the "Legalization" category experienced the steepest decline at -88.66%, 

highlighting a significant reduction in legalization activities. The "RA" (Recruitment 

Agency) category saw a decline of -44.01%, reflecting reduced involvement or 

operations post-BLA. Similarly, other categories like "Male" (-38.65%), "Female" (-

39.34%), and "Total" (-38.67%) show moderate decreases, suggesting an overall 

contraction in migration or deployment figures. The "Re-Entry" category declined 

marginally by -7.46%, indicating relatively stable re-entry processes compared to other 

variables. These trends suggest that while individual engagement has risen sharply, 

systemic changes, particularly in legalization and agency roles, have reduced overall 

migrant movements, potentially reflecting stricter controls or a shift in migration 

patterns post-BLA. 
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4.2.2 UAE Overview 

UAE is located in West Asia, in the Middle East, at the eastern end of the Arabian 

Peninsula. The country is federal elective monarchy which consists of seven (7) 

emirates with Abu Dhabi as a national capital. It has a land border with Oman and 

Kingdom of Saudi Arabia. The UAE's economy is one of the most diversified in the 

Gulf region, fueled by sectors like oil and gas, tourism, real estate, and financial 

services. It is a popular destination for Nepali workers, offering employment 

opportunities in construction, hospitality, retail, healthcare, and domestic work. Nepali 

workers, particularly in the labour-intensive construction sector, play a significant role 

in supporting the UAE’s rapid infrastructure development. The UAE's demand for a 

foreign workforce is driven by its ambitious economic projects and reliance on 

expatriate labour.  

Area    83,600 Sq. Km 

Population   10.68 million (2023 estimate)  (Statista, 2023) 

Population Density 132 Per Sq. Km 

GDP    USD 545.05 billion Nominal 29th in the World (IMF,  2024b)   

i. Trend of Migration to UAE before BLA 
The trend of Nepali labour migration to UAE through individual, Recruitment Agency 

(RA), Re-entry, legalized and proportion of male and female before signing BLA are 

as follows: 

Table 4. 4  
Trend of Migration to UAE before BLA 

S.N Year Individual RA Re-

Entry 

Legalization Male Female Total 

1 2014 1574 45363 36371 10084 84222 9170 93392 

2 2015 1312 42680 38796 6301 77575 11514 89089 

3 2016 1254 45526 44662 5238 85293 11387 96680 

4 2017 1008 55197 53409 6343 103143 12814 115957 

5 2018 675 50907 54675 7216 101191 12282 113473 

Total 5823 239673 227913 35182 451424 57167 508591 

  Source: Department of Foreign Employment 

The data highlights significant trends in the movement of Nepali workers to the UAE 

before the implementation of the Bilateral Labour Agreement (BLA). The number of 

Nepali workers showed a fluctuating yet generally increasing trend, peaking in 2017 at 

115,957 workers. Male workers consistently accounted for the majority, with females 
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contributing 11.24% on average annually. This suggests that male workers dominated 

foreign employment during this period. Despite the growth in overall numbers, the 

figures indicate a stabilization in 2018, with a slight decline in total workers 113,473. 

The gradual increase in female workers is noticeable but remained proportionately 

small compared to males. 

ii. Trend of Migration to UAE after BLA 

After signing of BLA with UAE in 2019, the trend of migration through various process 

and proportion of male and female are as below: 

Table 4. 5  
Number of Nepali workers going to UAE after BLA 

S.N Year Individual RA Re-

Entry 

Legalization Male Female Total 

1 2019 1215 63588 59244 7152 115317 15882 131199 

2 2020 464 15922 21124 2117 34364 5263 39627 

3 2021 501 24741 50666 4972 68872 12008 80880 

4 2022 8702 41630 67447 3180 97709 23250 120959 

5 2023 18786 68177 55715 0 116052 26626 142678 

Total 29668 214058 254196 17421 432314 83029 515343 

  Source: Department of Foreign Employment 

The introduction of the renewed  BLA in 2019 coincided with a significant rise in the 

total number of workers, reaching 131,199. This could be attributed to streamlined 

processes and better employment opportunities facilitated by the agreement. However, 

2020 saw a sharp decline (39,627 workers), reflecting the impact of the COVID-19 

pandemic, which disrupted global mobility and employment. Female contributing 

16.11% on average annually shows increasing trend of female workers after 

implementation of BLA. Post-pandemic recovery began in 2021, with numbers rising 

to 80,880, followed by further growth in 2022 and a peak in 2023 with a number 

142,678. Female workers showed marked growth in absolute numbers, surpassing 

26,000 in 2023, suggesting improved inclusivity or targeted programs encouraging 

female participation. The steady increase in male workers indicates sustained demand 

for male labour. 

iii. Comparison of Migration Trend to UAE  Before and After BLA 

The overall situation of migration pre- and post-BLA has been shown as below: 
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Figure 4. 2  
Percentage Change in UAE Before and After BLA 

 
 
Source: Department of Foreign Employment 

The percentage change analysis of Nepali workers going to the UAE before and after 

the Bilateral Labour Agreement (BLA) reveals significant trends across various 

categories. The "Individual" category experienced the most substantial increase, with a 

dramatic rise of 409.5%, indicating a significant shift in individual employment 

processes post-BLA. Conversely, the "Legalization" category saw the steepest decline 

of -50.48%, suggesting a significant reduction in the number of workers going through 

legalization processes. The "Re-Entry" category experienced a modest increase of 

11.53%, reflecting slight improvements in re-entry facilitation. The "RA" (Recruitment 

Agency) category declined by -10.69%, showing a reduction in recruitment through 

agencies. Meanwhile, the "Male" category saw a marginal decline of -4.23%, indicating 

minimal change in male migration patterns. These variations highlight how the BLA 

has influenced specific categories differently, with notable growth in individual 

migration but challenges in maintaining formalization through legalization processes. 

This underscores the need to assess the efficiency and equity of processes post-BLA 

implementation. 

4.2.3 Republic of Korea 

Republic of Korea is located in East Asia and constitutes southern half of the Korean 

Peninsula and borders North Korea. The Republic of Korea (South Korea) boasts a 

highly developed economy, driven by industries such as electronics, automotive, 
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shipbuilding, and information technology. It is a global leader in innovation and 

manufacturing, contributing significantly to its robust GDP. For Nepali workers, 

Republic of  Korea presents lucrative employment opportunities, especially under the 

Employment Permit System (EPS), which facilitates legally regulated jobs in sectors 

like manufacturing, agriculture, fisheries, and construction. 

Demographic and Economic Status 

Area          100, 363 Sq. Km 

Population         52, 081,799 (2024 estimate) (WHO, 2023) 

Population Density 507 Per Sq. km 

GDP          USD 1.87 Trillion Nominal (12th in the world)(IMF, 2024c) 

i. Trend of Migration for work to the Republic of Korea before BLA 

Before the signing of BLA with Malaysia in 2019, the trend of migration to Malaysia 

was as follows: 

Table 4. 6  
Trend of Migration for work to the Republic of Korea before BLA 

S.N Year Individual G 

to 

G 

Re-

Entry 

Legalization Male Female Total 

1 2014 61 0 18 324 391 12 403 

2 2015 79 0 55 34 164 4 168 

3 2016 49 0 60 27 136 0 136 

4 2017 60 0 61 30 150 1 151 

5 2018 46 0 81 32 158 1 159 

Total 295 0 275 447 999 18 1017 

  Source: Department of Foreign Employment 

The data showcases the migration trends of Nepali workers to the Republic of Korea 

for foreign employment before the Bilateral Labour Agreement (BLA) during the years 

2014 to 2018. A total of 1,017 workers migrated, comprising 999 males (98.23%) and 

only 18 females (1.77%), reflecting a significant gender disparity. Most workers 

entered through the individual category 295 workers, while re-entry workers were 275 

and those legalized during the period 447 formed substantial segments of the migration 

flow. 

The trends indicate a consistent but small number of yearly migrations, with 2014 

registering the highest total 403 workers due to a significant number of legalizations 

324. In contrast, 2016 saw the lowest migration which was 136 workers, driven by a 
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decline in individual and legalization entries. The absence of G-to-G (government-to-

government) recruitment channels during this period reflects limited formalized 

migration frameworks, with most workers relying on individual agreements or 

regularization processes. This pattern underscores the restricted pathways available for 

Nepali workers heading to Republic of Korea before the BLA. 

ii. Trend of Migration to Republic of Korea after BLA 

Table 4. 7 
 Trend of Migration to Republic of Korea for work after BLA 

S.N Year Individual G to G Re-

Entry 

Legalization Male Female Total 

1 2019 41 0 94 28 163 0 163 

2 2020 20 0 43 18 80 1 81 

3 2021 25 0 49 34 107 1108 108 

4 2022 251 6633 144 56 6191 893 7084 

5 2023 666 20988 157 0 20688 1123 21811 

Total 1003 27621 487 136 27229 3125 29247 

  Source: Department of Foreign Employment 

The data reveals significant changes in Nepali worker migration to the Republic of 

Korea after the Bilateral Labour Agreement (BLA). A total of 27,229 workers migrated 

during 2019–2023, with males accounting for 86.63% and females for 13.37%, 

indicating a notable rise in female participation compared to pre-BLA levels. The 

introduction of the G-to-G (government-to-government) recruitment system brought a 

substantial shift, contributing to 27,621 workers, or 98.64% of the total migration. 

Individual migration declined significantly, accounting for just 1,003 workers (3.68%), 

a major decrease from the pre-BLA period. 

Re-entry workers saw a sharp increase, rising by 448.36% compared to pre-BLA 

figures, reflecting the continuity of employment opportunities for experienced workers. 

Legalization efforts dropped by 69.57%, with only 136 cases, highlighting stricter 

policies or fewer undocumented workers. The year 2023 marked the highest migration, 

with 21,811 workers, driven by the G-to-G system (20,988 workers), a 217% increase 

from 2022. This data underscores the transformative impact of the BLA, particularly 

the G-to-G system, which formalized and streamlined the recruitment process, 

increasing female participation and significantly boosting overall migration numbers. 
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iii. Comparison of Migration Trend to Republic of Korea  Before and After BLA 

The overall situation of migration pre- and post-BLA has been shown as below: 

Figure 4. 3 
 Percentage Change in Republic of Korea  Before and After 
 BLA 

 
Source: Department of Foreign Employment 

The analysis of the data before and after the Bilateral Labour Agreement (BLA) reveals 

significant trends. The "Individual" category saw a substantial increase of 240%, 

indicating a notable rise in independently managed migration. The "G to G" 

(Government to Government) category started only after implementation of BLA, as it 

started from zero before the BLA and reached 27,621, underscoring the impact of the 

agreement in formalizing labour migration. For "Re-Entry," there was a 77.1% rise, 

suggesting a growing trend of workers returning to the same destination. Conversely, 

"Legalization" dropped by 69.6%, reflecting a reduced need for post-facto 

documentation, likely due to better governance and processes under the BLA. The 

number of male migrants rose dramatically by 2,625.6%, highlighting gender disparity 

in labour migration trends, while the female category experienced limited growth. 
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Overall, the total migration volume increased sharply, reflecting the positive influence 

of the BLA in structuring and formalizing labour migration processes. 

 

4.2.4 Distribution Across Countries 
i. Gender Distribution Across countries 

The gender distribution of female workers across Malaysia UAE and Republic of Korea 

has been demonstrated as below: 

Figure 4. 4  
Gender Distribution Across countries 

 
Source: Department of Foreign Employment 

Based on the gender distribution data for Nepali migrant workers in Malaysia, UAE, 

and the Republic of Korea, the percentage of female workers shows significant 

variation across these countries. In Malaysia, females accounted for 7.46% of total 

migrants before the BLA (18,966 females out of 255,116 total migrants) and 2.69% 

after the BLA (11,504 females out of 427,574 total migrants), reflecting a noticeable 

decline in female participation. In the UAE, female workers represented 12.99% before 

the BLA (57,167 females out of 440,000 total migrants) and increased to 13.77% after 

the BLA (83,020 females out of 602,500 total migrants), indicating a slight growth in 

female migration. In the Republic of Korea, the proportion of female workers remained 

consistently low, with only 0.57% before the BLA (18 females out of 3,150 total 

migrants) and 2.34% after the BLA (3,125 females out of 133,500 total migrants). 

These trends highlight varying patterns of female labour migration, with the UAE 
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showing relatively higher participation of women, while Malaysia and Korea exhibit 

lower proportions, particularly after the implementation of BLAs. 

ii. Comparison of Deaths cases of Nepali Workers Before and After the 

Bilateral Labour Agreement (BLA) Across Countries 

The total number of deaths of Nepali workers in Malaysia, the UAE and the Republic 

of Korea while staying in those countries are as follows: 

Table 4. 8  
Number of Death of Nepali Workers across countries 

S. N Country Before BLA After BLA 
 

2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 
1 Malaysia 424 341 261 292 234 178 286 419 300 382 
2 UAE 0 0 0 2 4 6 98 207 193 251 
3 Republic 

of Korea 0 0 0 0 1 0 8 17 20 31 

Source: Foreign Employment Board Secretariat 

The table shows Nepali worker death trends in Malaysia, the UAE, and the Republic of 

Korea before and after the signing of Bilateral Labour Agreements (BLAs). In 

Malaysia, deaths remained consistently high, with an average of 310.4 deaths per year 

before the BLA (2014–2018) and 313 deaths per year after the BLA (2019–2023), 

showing no significant improvement in worker safety despite the agreement. In the 

UAE, the data shows there is no record of death in 2014 to 2017 deaths and there is 

only 6 deaths across five years before the BLA (1.2 per year) to 755 deaths after the 

BLA (151 per year), indicating a significant deterioration in worker welfare. Similarly, 

in the Republic of Korea, while deaths were negligible before the BLA (1 death total), 

they increased to 76 deaths after the BLA, averaging 15.2 per year. These trends suggest 

that while BLAs aim to improve worker protections, their implementation has been 

inadequate, particularly in Malaysia and the UAE, where the death rates remain 

alarmingly high. This underscores the need for stronger enforcement of BLA 

provisions, regular monitoring, and improved occupational safety measures to 

safeguard the lives of Nepali migrant workers. 
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iii. Comparison of Accidental Death in Workplace across countries: 

The number of accidental death cases across three countries can be shown in the graph: 

Figure 4. 5  
Accidental death across countries before and after BLA 

 
Source: Foreign Employment Board of Secretariat 

The graph comparing accidental workplace deaths of Nepali workers before (2014–

2018) and after (2019–2023) the signing of Bilateral Labour Agreements (BLAs) 

highlights mixed effectiveness of the agreements. In Malaysia, workplace deaths 

showed a slight reduction, dropping from 165 before the BLA to 134 after, indicating 

a moderate improvement in safety measures, but the numbers remain high, suggesting 

the need for stricter enforcement of worker protections. In the UAE, workplace deaths 

increased from 0 before the BLA to 28 after, reflecting limited effectiveness of the BLA 

in addressing occupational hazards for Nepali workers. In the Republic of Korea, 

accidental workplace deaths remained minimal, with no recorded cases before the BLA 

and a slight increase to 2 after, showing relatively effective safety measures compared 

to other countries. Overall, while the BLA shows some impact in reducing accidental 

deaths in Malaysia, its effectiveness is questionable in the UAE and Korea, 

underscoring the need for stronger implementation and monitoring to ensure worker 

safety. 
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iv. Accidental Injury in a workplace across countries 

Following accidental injuries occurred across countries: 

Figure 4. 6  
Accidental Injury in a workplace across countries 

 
Source: Foreign Employment Board of Secretariat 

The graph analyzing accidental workplace injuries before (2014–2018) and after 

(2019–2023) the signing of Bilateral Labour Agreements (BLAs) highlights varying 

degrees of effectiveness across countries. In Malaysia, accidental injuries decreased 

from 104 before the BLA to 89 after, indicating some improvement in workplace safety, 

though the reduction is not substantial. In the UAE, injuries increased significantly from 

2 before the BLA to 60 after, raising concerns about the limited impact of the BLA in 

ensuring worker safety. In the Republic of Korea, no injuries were recorded before the 

BLA, but 6 injuries were reported after, suggesting a slight deterioration in safety 

conditions. Overall, while the BLA appears to have had a marginal positive effect in 

Malaysia, its effectiveness in reducing workplace injuries is questionable in the UAE 

and Korea, emphasizing the need for stronger enforcement and monitoring mechanisms 

to ensure worker safety. 

V. Challenges Faced by the Nepali Workers  

Embassy of Nepal in Malaysia and Embassy of Republic of Korea have not even  

maintained any form of complaints and  record of grievance. In Contrast, Embassy of 

UAE has begun to maintain record of  grievances and issues only after BLA.  
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UAE 

Table 4. 9  
Challenges faced by Nepali workers in UAE 

S.N Particulars 
After BLA 

2019 2020 2021 2022 2023 

4 Other Accident 22 37 49 44 36 

5 Under Payment Complaints 89 77 66 75 93 

6 

Insurance facilities provided to the 

death workers  by the company 
49 53 37 39 43 

7 Sexual Assault Complaints 1 0 0 0 0 

8 Legal Aid facilities 390 410 380 657 634 

9 Number of People in Prison 213 193 185 217 175 

10 Reports of trafficking cases 31 20 23 17 19 

11 

Worker returned to Nepal assisted by 

Embassy 
1500 1473 708 409 650 

12 Shelter Provided by Embassy 4 7 0 0 0 

  Source: Embassy of Nepal, UAE 

The data from 2019 to 2023 provides insights into the effectiveness of the Bilateral 

Labour Agreements (BLAs) across several metrics. Reports of other accidents have 

fluctuated, ranging from 22 in 2019 to a peak of 49 in 2021, before slightly declining 

to 36 in 2023, indicating limited impact in preventing workplace incidents. 

Underpayment complaints remained persistent, with the highest number (93) recorded 

in 2023, suggesting that wage-related grievances remain unresolved despite the BLA. 

In terms of insurance facilities provided to deceased workers, the number has been 

inconsistent, ranging from 37 in 2021 to 53 in 2020, highlighting a need for more 

consistent implementation of insurance provisions. Complaints of sexual assault were 

reported only in 2019 (1 case), with none in subsequent years, which may reflect either 

an improvement or underreporting. The provision of legal aid facilities has increased 

significantly, rising from 390 in 2019 to 634 in 2023, demonstrating a notable 

improvement in legal support for workers. However, the number of people in prison 

has remained relatively steady, indicating that legal challenges persist for Nepali 

workers abroad. Trafficking cases reported have declined slightly from 31 in 2019 to 

19 in 2023, suggesting some progress in combating trafficking, though the numbers 

remain concerning. 
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Assistance for workers returning to Nepal has decreased sharply from 1,500 in 2019 to 

650 in 2023, possibly indicating reduced embassy interventions or fewer repatriation 

needs. Finally, shelter provided by the embassy was minimal, with no shelters provided 

in 2021–2023, pointing to gaps in support infrastructure for distressed workers. Overall, 

while the BLA has shown effectiveness in areas such as legal aid and potentially 

trafficking, persistent issues in workplace accidents, wage disputes, and inconsistent 

insurance coverage highlight the need for enhanced enforcement and monitoring to 

better safeguard the rights and welfare of Nepali workers. 

4.3 Descriptive Analysis Across Three Countries 
Descriptive statistics were employed to summarize the data collected from the sample 

target population of migrant workers departing for foreign employment through 

Tribhuvan International Airport. The total number of respondents was 450, evenly 

distributed across three destination countries: Malaysia, the UAE, and the Republic of 

Korea, with 150 respondents from each country. 

Migrant workers Demographic Profile 

4.3.1 Gender Distribution 

There are no special provisions in the (BLAs) of Nepal with the three target countries 

to ensure a reservation or quota system specifically for female workers. This lack of 

gender-specific measures highlights the absence of affirmative actions to promote 

women’s participation in foreign employment which led  their representation 

disproportionately low, and they often face additional barriers such as discrimination, 

unequal access to opportunities, and safety concerns. 

Table 4. 10  
Gender Distribution in Sample Population 

Gender Malaysia(%) UAE(%) Republic of 

Korea(%) 

Total(%) 

Male 139 (92.6) 116(77.3) 123(82) 378(84) 

Female 11(7.4) 34(22.7) 27(18) 72(16) 

   Source: Survey Questionnaire, 2024 

The table represents the sample size of migrant workers categorized by gender across 

three countries: Malaysia, UAE, and the Republic of Korea. Out of the total 450 

respondents, 378 (84%) are male, distributed as 139 in Malaysia, 116 in the UAE, and 

123 in Korea. The female respondents make up 72 (16%) of the sample, with 11 from 
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Malaysia, 34 from the UAE, and 27 from Korea. This sample size reflects the gender 

composition for the study. 

4.3.2 Age Distribution 

The Bilateral Labor Agreements (BLAs) include certain age limitations for migrant 

workers, which vary depending on the destination country. For instance, in the case of 

the United Arab Emirates (UAE), specific age-related restrictions may apply based on 

job categories or employer requirements; however, the BLAs do not uniformly specify 

a strict age range. In contrast, for employment in the Republic of Korea under the 

Employment Permit System (EPS), workers must be between 18 and 39 years of age. 

This age limit ensures that workers are within a productive working age and capable of 

meeting the demands of physically intensive jobs typically offered under the program. 

Meanwhile, for Malaysia, the age limit for workers is more flexible, ranging from 18 

to 45 years,. These age limitations play a crucial role in aligning labour market demands 

with workforce suitability, but they can also inadvertently exclude older, experienced 

workers who may be willing and able to contribute. 

Figure 4. 7  
Age Distribution in Sample Population 

Source: Survey Questionnaire,2024 

The bar diagram highlights the distribution of individuals across age groups for 

Malaysia, UAE, and the Republic of Korea, showing that the majority belong to the 23-

27 age range, contributing 43.3%, 27.3%, and 40.6%, respectively. The 18-22 group is 

prominent in the UAE (25.3%) and the Republic of Korea (29.3%), while Malaysia has 
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the lowest share (11.3%) in this category. The older age group (above 33) has the 

smallest representation, ranging from 7.3% in Malaysia to 11.3% in UAE. The average 

mean age of migrant workers is highest for Malaysia (27.06 years), followed by UAE 

(26.6 years), and lowest for the Republic of Korea (25.4 years), indicating a relatively 

younger workforce preference in the latter. This data underscores the dominance of 

younger adults, particularly those aged 23-32, in the foreign employment landscape. 

4.3.3 Processing Time for Foreign Employment 

The processing time for Nepali workers seeking employment in Malaysia, the UAE, 

and the Republic of Korea, as reported by respondents preparing for foreign 

employment. 

Figure 4. 8 
 Processing Time for Foreign Employment 

Source: Survey Questionnaire,2024 

The processing time for workers to reach their respective destinations varies 

significantly. Malaysia demonstrates remarkable efficiency, with 82% of workers 

completing their processing within three months. This is because Malaysia has 

restricted new entry and most of the migrant workers were going through re-entry. In 

the UAE, the majority of workers fall into two categories: 34% complete the process 

within three months, while 28% face delays exceeding nine months. In the Republic of 

Korea, a large portion (47.3%) experiences processing times longer than nine months, 

making it the destination with the longest delays. 
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4.3.4 Recruitment Process 

The recruitment process for Nepali workers seeking foreign employment typically 

follows three primary pathways: individual applications, through Recruitment 

Agencies (RA) or from the Government institution. However, individuals are 

interviewed by the employer, or by RA and in some cases no interview is done. Below 

table shows individuals recruitment process: 

Table 4. 11  
Recruitment process 

Particulars Malaysia UAE Republic of 
Korea 

 
Attended Interview 
conducted by Employer 21 68 0 
Direct Selection without 
Interview 12 22 0 
Interview taken by Nepali 
Recruitment Agency 22 49 0 
Self 95 4  
G to G 0 0 150 
Through Agent 0 7 0 
Total 150 150 150 

Source: Survey Questionnaire, 2024 

The data collected from respondents at Tribhuvan International Airport (TIA) illustrates 

notable differences in recruitment methods for Nepali workers traveling to Malaysia, 

the UAE, and the Republic of Korea. In Malaysia, a significant proportion of workers 

(63.33%) arranged their employment independently,  that was because most of them 

were going through re-entry. Meanwhile 14.67% attended interviews conducted by 

employers, and 14.67% were recruited through Nepali agencies. In the UAE, 45.33% 

attended employer-conducted interviews, 32.67% were selected through Nepali 

agencies, and 14.67% were directly recruited without interviews. Contrastingly, for the 

Republic of Korea, all respondents (100%) were recruited under the Government-to-

Government (G-to-G) Employment Permit System only, reflecting a formalized and 

transparent recruitment process. The absence of agent-mediated recruitment in 

Republic of  Korea contrasts sharply with the 4.67% in the UAE and none in Malaysia. 

This comparison underscores significant differences in recruitment practices, with 

Malaysia relying heavily on self-arranged employment, the UAE showing a mixed 

approach, and Korea adhering strictly to government-led recruitment. 
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4.3.5 Pre-Departure Orientation Training (PDOT Training) 

Pre-Departure Orientation Training (PDOT) is a mandatory training program for Nepali 

workers seeking foreign employment, aimed at preparing them for the challenges and 

responsibilities they may face abroad. The training is conducted by government-

authorized training centers or by the government agency under the supervision of the 

Foreign Employment Board (FEB) and monitored by Department of Foreign 

Employment(DOFE). 

Figure 4. 9  
Pre-Departure Orientation Training Distribution 

 
Source: Survey Questionnaire, 2024 

The chart illustrates the percentage of respondents who attended Pre-Departure 

Orientation Training (PDOT) before going abroad for employment in Malaysia, the 

UAE, and the Republic of Korea. For Malaysia, only 28.6% of respondents attended 

PDOT, while 71.4% did not, reflecting limited compliance or awareness of the 

mandatory training. The result may be also due to non-requirement of PDOT through 

reentry. In the UAE, 35.4% of respondents attended PDOT, while 64.6% did not, 

indicating slightly better adherence compared to Malaysia but still showing a 

significant gap. In contrast, in the Republic of Korea, 100% of respondents reported 

attending PDOT, showcasing strict compliance with pre-departure requirements under 

the Government-to-Government (G-to-G) system. This disparity highlights that while 

the Republic of Korea effectively ensures PDOT compliance, Malaysia and the UAE 

require stronger enforcement and monitoring mechanisms to ensure workers receive 
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the necessary orientation before departure, thereby improving their preparedness and 

safety abroad 

4.3.6 Passport Handling Duration 

Most migrant workers passports are taken by the recruitment agencies, agents while 

processing for the foreign employment. It is critical for completing other formalities, 

including visa applications and pre-departure training.  

Figure 4. 10  
Passport Holding Duration 

 

Source: Survey Questionnaire, 2024 

The graph illustrates the time frame for obtaining passports by workers applying for 

foreign employment in Malaysia, the UAE, and the Republic of Korea. The majority of 

workers acquired their passports within 0-3 months: 144 workers (96%) in the Republic 

of Korea, 125 workers (84%) in Malaysia, and 52 workers (34.6%) in the UAE. For the 

3-6 months’ timeframe, the UAE had the percentage at 18 workers (15.3%), compared 

to 18 workers (12%) in Malaysia and only  6 workers (4%) in Republic of Korea. Very 

few workers took 6-12 months to obtain passports, with  highest for 37 workers (24.6%) 

in the UAE and 4 workers (2.6%) in Malaysia. Similarly, for the above 1-year category, 

38 workers (25.3%) in the UAE and 3 worker (2%) in Malaysia faced such delays, 

while none in Korea experienced delays beyond 6 months. This data highlights that 

passport processing for workers headed to Republic of Korea is significantly faster and 

more efficient compared to the UAE, where delays are more prevalent, and Malaysia 
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falls in between. The percentage differences emphasize Korea's streamlined system and 

the need for improved processing in the UAE. 

4.3.7 Salary 

Figure 4. 11  
Salary Distribution 

 
Source: Survey Questionnaire,2024 

The salary distribution shows clear disparities among the three countries. In the UAE, 

the majority 93(62%) earn between NPR 30,000-40,000, with only 4.7% earning above 

NPR 50,000. Malaysia offers slightly higher pay for some, with 50% earning NPR 

40,000-50,000 and 6.7% earning above NPR 50,000, though a significant portion 

(34.7%) still earns NPR 30,000-40,000. Republic of Korea stands out as the most 

lucrative destination, with 100% of workers earning above NPR 50,000. This highlights 

Republic of Korea's superior earning potential compared to the moderate salaries in the 

UAE and Malaysia. 

4.3.8 Service Charge Paid 

Nepali workers seeking foreign employment must pay a service charge to recruitment 

agencies for administrative costs and coordination. For Malaysia and the UAE, the 

charge ranges from zero to a maximum of Rs 10,000, while for the Republic of Korea, 

it is set by the government based on recruitment expenses which is approximately Rs 

180000. Respondents provided the following insights: 
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Figure 4. 12  
Service Charge Paid 

 
Source: Survey Questionnaire,2024 

 From the bar diagram, it is clear that Republic of  Korea stands out, with all workers 

(100%) paying charges determined by the Government of Nepal (GON). The UAE sees 

a mixed scenario, with 57.3% (86 workers) paying more than GON-determined costs, 

and 12.7% (19) paying zero cost. In Malaysia, 66.7% (100 workers) pay more than 

GON-determined costs, indicating higher migration-related expenses in Malaysia and 

UAE compared to Republic of  Korea. 

4.3.9 Province Distribution 

Data for this study was collected from respondents across all seven provinces of Nepal, 

ensuring a diverse representation of workers from various geographical backgrounds. 
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Figure 4. 13  
Provincial Distribution 

Source: Survey Questionnaire, 2024 

The chart compares the number of respondents from each province of Nepal migrating 

to Malaysia, the UAE, and the Republic of Korea for employment. Madhesh Province 

has the highest number of respondents heading to the UAE (47), constituting 50% more 

than those going to Malaysia (34) and a significant 488% more than those going to 

Republic of  Korea (8).In Bagmati Province, Korea is the leading destination with 39 

respondents, 56% more than Malaysia (25) and 62.5% more than the UAE (24). In 

Koshi Province, Malaysia dominates with 35 respondents, 40% more than the UAE 

(25) and 84% more than Korea (19). Gandaki Province shows Korea leading with 22 

respondents, 47% more than Malaysia (15) and 37% more than the UAE (24). In 

Lumbini Province, Malaysia leads with 31 respondents, 11% more than Korea (28) and 

72% more than the UAE (18). Karnali Province and Sudurpaschim Province show a 

smaller distribution, with Korea leading in both provinces (14 and 11 respondents, 

respectively), followed by the UAE and then Malaysia. This analysis highlights 

regional preferences, with Madhesh workers predominantly opting for the UAE, while 

Bagmati and Gandaki prefer Korea, and Koshi and Lumbini gravitating towards 

Malaysia. Provinces with smaller populations, such as Karnali and Sudurpaschim, show 

a balanced but lower overall migration rate. 
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4.3.10 Occupation 

Occupation plays a crucial role in foreign employment, as it determines the type of job 

opportunities available to migrant workers and their earning potential. Following 

occupation were going to adhere by the respondents of three countries. 

Table 4. 12  
Occupational Distribution 

Occupation Malaysia       UAE Republic of Korea 

Driver 0 4 0 

Cleaner 0 32 0 

Grader Operator 0 2 0 

Security Guard 0 4 0 

Helper 0 8 0 

Loading & 

Unloading 

Workers 0 4 0 

Mason 0 6 0 

Scafolder 0 4 0 

Plumber 0 4 0 

Construction 

Worker 0 29 0 

Porter 0 6 0 

Carpenter 0 2 0 

Machine Operator 0 2 0 

Sales 0 2 0 

Labour 0 21 0 

Storekeeper 0 4 0 

Waiter 0 4 0 

Others/Not Given 22 12  

Manufacturing 0 0 101 

Factory Worker 74 0 74 

Agriculture 42 0 49 

Total 150 150 150 

Source: Survey Questionnaire,2024 
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The table represents the distribution of migrant workers' occupations across three 

countries—UAE, Republic of Korea, and Malaysia—adjusted to a total of 150 for each 

country. In the UAE, the majority of migrants are engaged in low-skilled, labour-

intensive roles, such as cleaners (32), construction workers (29), and laborers (21). 

Smaller proportions work as helpers (8), security guards (4), and in other roles such as 

masons, scaffolders, and plumbers, each constituting 4 to 6 workers. In the Republic of 

Korea, the workforce is heavily concentrated in the manufacturing sector (101), 

followed by agriculture (49). This distribution reflects the country's demand for 

industrial and agricultural labour, with no participation in other listed occupations. In 

Malaysia, the largest groups of workers are factory workers (74) and those engaged in 

agriculture (42). Other notable occupations include security guards (12) and a diverse 

category labeled "others/not given" (22), reflecting a mix of roles not specified in the 

table. This highlights the differing labour demands in these countries: the UAE focuses 

on construction and manual labour, the Republic of Korea emphasizes manufacturing 

and agriculture, and Malaysia relies on factory and agricultural workers with a small 

presence in other roles. 

4.3.11 Education qualification 

Education qualification significantly influences the type of jobs and opportunities 

available to Nepali workers in foreign employment. Following level of educational 

qualification has been observed. 

Figure 4. 14 
 Education Qualification 

 
Source: Survey Questionnaire,2024  
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The chart illustrates the distribution of education qualifications among Nepali workers 

migrating to Malaysia, the UAE, and the Republic of Korea, highlighting notable 

differences across countries. For illiterate workers, Malaysia and the UAE each account 

for 62 respondents, while the Republic of Korea has none in this category, indicating 

that Korea's employment system prefers educated and skilled workers. Among workers 

with education up to SEE/Below SEE, Malaysia leads with (56), followed by the UAE 

(44) and  Republic of Korea  (56). In the 10+2/Diploma category, Republic of Korea 

has the highest respondents with (58), followed by the UAE (56) and Malaysia (28). 

For workers with a Bachelor's degree or above, Republic of Korea again leads with 19 

respondents, followed by the UAE (9) and Malaysia (4). This distribution highlights 

that Malaysia attracts a higher proportion of less-educated workers, whereas the 

Republic of Korea and the UAE draw relatively more educated and skilled workers. 

Republic of  Korea, in particular, has stringent requirements, favoring workers with 

higher secondary or tertiary education, reflecting its emphasis on skilled employment 

under the Employment Permit System (EPS). In contrast, Malaysia's labour market is 

dominated by opportunities for low-skilled workers. 

4.4 Awareness and attitude towards BLA and Skill in migrants’ worker  

The awareness of the BLA was assessed in this analysis using four key indicators: 

Knowledge on BLA, provision incorporated, capability to exercise rights, ability to 

exercise rights in the destination country.  For the employment skill also four indicator 

was used: skill in work, types of work to do in destination country, training acquired 

and whether training would be provided or not in the destination country. Lastly, to 

identify attitude towards BLA of migrants’ worker four indicators: importance, belief, 

confident and empowerment were used. 

4.4.1 Descriptive Statistics 

The descriptive statistical analysis of awareness, skills, and attitude includes different 

questions for each indicator, with each having four specific questionnaires. The 

response keys are represented as follows: SA for "Strongly Agree (1)," A for "Agree 

(2)," N for "Neutral (3)," D for "Disagree (4)," and SD for "Strongly Disagree (5)." 

i. Awareness on BLA 

Four awareness related questions are taken within the respondent of 450, each 150 of 

three destination countries, Malaysia, UAE and the Republic of Korea. Below presented 

are the four assurance related questionnaires’ frequency analysis 
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Figure 4. 15  
Awareness on BLA in Migrants workers going to Malaysia 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I know there is Bilateral 
Labour Agreement with the 
country I am going  

19 
(12.7) 

16 
(10.7) 

0 
(0) 

21 
(14) 

94 
(62.7) 

4.03 1.486 

I am aware about the 
provisions in the BLA  

4 
(2.7) 

13 
(8.7) 

39 
(26) 

26 
(17.3) 

68 
(45.3) 

3.94 
 

1.142 

I know how to acquire rights 
incurred in the BLA  

2 
(1.3) 

8 
(5.3) 

26 
(17.3) 

58 
(38.7) 

56 
(37.3) 

4.05 0.940 

I can acquire by rights as a 
Nepali migrant worker in the 
country where I am going  

1 
(0.7) 

5 
(3.3) 

49 
(32.7) 

43 
(28.7) 

52 
(34.7) 

3.93 0.932 

Average  3.98 1.125 

   Source: Author’s Calculation through SPSS 

The data reveals significant gaps in awareness regarding the Bilateral Labour 

Agreement (BLA) among respondents. Only 12.7% strongly agree and 10.7% agree 

that they know about the existence of the BLA, while the majority, 62.7% strongly 

disagree, and 14% disagree, resulting in a mean score of 4.03 and a standard deviation 

of 1.486, reflecting considerable disagreement. Regarding awareness of BLA 

provisions, just 2.7% strongly agree and 8.7% agree, whereas 45.3% strongly disagree, 

and 17.3% disagree, with 26% neutral, yielding a mean of 3.94 and standard deviation 

of 1.142, indicating moderate variability. Similarly, knowledge of acquiring rights 

under the BLA is low, with 1.3% strongly agreeing and 5.3% agreeing, while 38.7% 

disagree, and 37.3% strongly disagree, leaving 17.3% neutral; the mean is 4.05, with a 

standard deviation of 0.940, showing strong disagreement. Confidence in acquiring 

rights as Nepali migrant workers is also limited, with only 0.7% strongly agree and 

3.3% agree, while 34.7% strongly disagree, 28.7% disagree, and 32.7% neutral, 

resulting in a mean of 3.93 and a standard deviation of 0.932.  

Overall, the mean score of 3.98 and standard deviation of 0.932 reflects critical need 

for awareness programs to address these gaps, as the majority of respondents exhibit 

low levels of understanding and confidence in utilizing the BLA and its provisions. 
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Figure 4. 16  
Awareness on BLA in Migrant workers going to UAE 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I know there is Bilateral 
Labour Agreement with the 
country I am going  

1 
(0.7) 

2 
(1.3) 

1 
(0.7) 

29 
(19.3) 

117 
(78%) 

4.73 0.612 

I am aware about the 
provisions in the BLA  

1 
(0.7) 

2 
(1.3) 

2 
(1.3) 

28 
(18.7) 

117 
(78%) 

4.72 0.625 

I know how to acquire 
rights incurred in the BLA  

1 
(0.7) 

9 
(6) 

7 
(4.7) 

24 
16) 

106 
(70.7) 

4.66 0.731 

I can acquire my rights as a 
Nepali migrant worker in 
the country where I am 
going  

4 
(2.7) 

9 
(6) 

7 
(4.7) 

24 
(16) 

106 
(70.7) 

4.46 1.014 

Average  4.64 0.745 

  Source: Author’s Calculation through SPSS 
   
The analysis reveals a significant lack of awareness and understanding among 

respondents regarding the Bilateral Labour Agreement (BLA) of the UAE. An 

overwhelming majority, 78%, strongly disagree with statements about knowing the 

existence of the BLA and its provisions respectively, and how to acquire rights under 

it by 70.7%. Only a negligible percentage (0.7% to 6 %) agree or strongly agree upon 

knowing BLA, its provision acquiring ability and rights to acquire in the UAE while a 

small fraction remain neutral.  

The mean scores of 4.64 and relatively low standard deviations 0.745 indicate strong 

agreement with negative responses, highlighting a critical knowledge gap in awareness 

towards BLA. 

Table 4. 13  
Awareness on BLA in Migrant workers going to Republic of Korea 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I know there is Bilateral 
Labour Agreement with the 
country I am going  

96 
(64) 

27 
(18) 

2 
1.3) 

19 
(12.7) 

6 
(4) 

1.75 1.211 

I am aware about the 
provisions in the BLA  

66 
(44) 

37 
(24.7) 

10 
(6.7) 

29 
(19.3) 

8 
(5.3) 

2.17 1.320 

I know how to acquire rights 
incurred in the BLA  

59 
(39.3) 

33 
(22) 

18 
(12) 

29 
(19.3) 

11 
(7.3) 

2.33 1.359 

I can acquire by rights as a 
Nepali migrant worker in the 
country where I am going  

77 
(51.3) 

27 
(18) 

10 
(6.7) 

22 
(14.7) 

14 
(9.3) 

2.13 1.416 

Average  2.095 1.326 
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  Source: Author’s Calculation through SPSS 

Majority of respondents (82%) know there is a BLA with the Republic of Korea which 

means showing success in general awareness. Responses are skewed toward agreement 

with relatively low variability as Mean is 1.75 and Standard Deviation is 1.211 in 

awareness of the existence of a BLA. Meanwhile around 69% of participants claim 

some level of awareness about the provisions in the BLA. Meanwhile mean is 2.17 and 

Standard deviation is 1.320  on awareness of provisions in the BLA indicating more 

neutral or disagreement responses. About 61.3% believe that they know how to acquire 

rights incorporated in BLA but 2.33 mean shows higher disagreement also on 

knowledge on acquiring rights incorporated in BLA. 69.3% agree they can acquire 

rights as Nepali migrant workers  but with greater variability. the responses indicate 

moderate awareness and understanding of BLAs. 

With an overall mean of 2.095 and a standard deviation of 1.326, pointing to room for 

improvement in knowledge dissemination and better awareness level in the 

respondents. 

ii. Employment Skill  

Table 4. 14  
Employment Skill in Migrant workers going to Malaysia 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I have skill in the work 
for which I am going  

31 
(20.7) 

71 
(47.3) 

41 
(27.3) 

7 
(4.7) 

0 
(0) 

2.16 0.803 

I know what types of 
work I have to do  

58 
(38.7) 

75 
(50) 

12 
(8) 

4 
(2.7) 

1 
(0.7) 

1.77 0.763 

I have taken training for 
the work I am going 

1 
(0.7) 

6 
(4) 

21 
(14) 

58 
(38.7) 

64 
(42.7) 

4.19 0.870 

I will be provided training 
in the destination country 
before I begin my work  

1 
(0.7) 

9 
(6) 

39 
(26) 

37 
(24.7) 

64 
(42.7) 

4.03 0.996 

Average  3.03 0.858 

  Source: Author’s Calculation through SPSS   

The data reveals insights into perceptions of skills and training among respondents 

preparing for work abroad. Regarding their skills, 20.7% strongly agree and 47.3% 

agree that they have the necessary skills for the work they are going for, resulting in a 

combined 68% positive response. However, 27.3% are neutral, and 4.7% disagree, with 

no one strongly disagreeing. The mean score of 2.16 and standard deviation of 0.803 
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indicate overall confidence in their skills, with moderate variability. When asked if they 

know the type of work they need to perform, the majority (38.7% strongly agree and 

50% agree) express clarity, amounting to 88.7% positive responses. Only 8% are 

neutral, while 2.7% disagree, and 0.7% strongly disagree. The mean score of 1.77 and 

standard deviation of 0.763 show a strong positive consensus with low variability. In 

terms of training acquired, responses were more negative. A majority (42.7% strongly 

disagree and 38.7% disagree) indicate dissatisfaction, totaling 81.4% negative 

responses, while only 0.7% strongly agree and 4% agree, with 14% neutral. The mean 

score of 4.19 and standard deviation of 0.870 reflect a widespread lack of training in 

the migrants’ worker. Lastly, regarding training in the destination country, 42.7% 

strongly disagree and 24.7% disagree, with 26% neutral. Only 0.7% strongly agree and 

6% agree, indicating that most respondents do not expect training at their destination. 

The mean score of 4.03 and standard deviation of 0.996 highlight significant 

skepticism. Overall, the average preparedness has a mean of 3.03 and a deviation of 

0.858, emphasizing the need for better pre-departure training and skill-building 

initiative. 

Table 4. 15  
Employment Skills in Migrant workers going to UAE 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I have skill in the work 
for which I am going  

7 
(4.7) 

111 
(74) 

19 
(12.7) 

3 
(2) 

10 
(6.7) 

2.32 0.869 

I know what types of 
work I have to do  

68 
(45.3) 

47 
(31.3) 

15 
(10) 

5 
(3.3) 

15 
(10) 

2.01 1.264 

I have taken training for 
the work I am going 

6 
(4) 

4 
(2.7) 

29 
(19.3) 

19 
(12.7) 

92 
(61.3) 

4.25 1.105 

I will be provided 
training in the destination 
country before I begin 
my work  

0 
(0) 

5 
(3.3) 

30 
(20) 

19 
(12.7) 

96 
(64) 

4.37 0.916 

Average  3.23 1.038 

  Source: Author’s Calculation through SPSS 

The data highlights the perceptions of migrant workers regarding their skills and 

training for employment abroad. A large majority (74%) agree that they possess the 

necessary skills for their work, with a mean score of 2.32 and a standard deviation of 

0.869, reflecting general confidence but with some variability, as 12.7% remain neutral 

and 6.7% strongly disagree. In terms of understanding their job responsibilities, 45.3% 
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strongly agree and 31.3% agree, indicating strong awareness, though 10% strongly 

disagree, suggesting gaps in clarity for a minority. The mean score of 2.01 and standard 

deviation of 1.264 show more variation in responses. Conversely, 61.3% strongly 

disagree that recruitment agencies provided them with the necessary skills, with only 

4% strongly agreeing, resulting in a mean score of 4.25 and a standard deviation of 

1.105, highlighting dissatisfaction with recruitment agency support. Similarly, 64% 

strongly disagree that they will receive training in the destination country, with only 

3.3% agreeing, leading to a mean score of 4.37 and a standard deviation of 0.916. The 

overall average mean score of 3.23 and a standard deviation of 1.038 suggest variability 

in skill levels and training among the workers. While some workers demonstrate an 

understanding of their roles and possess relevant skills, a significant portion lacks 

adequate training or preparation for their jobs.  

Table 4. 16  
Employment skill in migrant workers going to Republic of Korea 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I have skill in the work 
for which I am going  

42 
(28) 

46 
(30.7) 

21 
(14) 

30 
(20) 

11 
(7.3) 

2.48 1.289 

I know what types of 
work I have to do  

48 
(32) 

46 
(30.7) 

22 
(14.7) 

27 
(18) 

7 
(4.7) 

2.33 1.229 

I have taken training 
for the work I am 
going 

35 
(23.3) 

26 
(17.3) 
 

43 
(28.7) 

27 
(18) 

19 
(12.7) 

2.79 1.328 

I will be provided 
training in the 
destination country 
before I begin my work  

60 
(40) 

33 
(22) 

28 
(18.7) 

17 
(11.3) 

12 
(8) 

2.25 1.307 

Average  2.46 1.288 

  Source: Author’s Calculation through SPSS 

The table provides an analysis of employment skills among individuals going to 

Republic of Korea for work categorized into four aspects: possessing skills relevant to 

the job, understanding the nature of the work, receiving skill training from recruitment 

agencies, and being assured of training in the destination country. 40% migrating 

workers believes that they will be provided training in Korea, yet this category has the 

lowest weighted average score of (2.25), indicating that while many rely on such 

training, its perceived effectiveness may be limited. On the contrary, only 23.3% agreed 

that they have taken training. The awareness of worked type and possession of required 
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skills shows moderate agreement levels, with weighted average of 2.33 and 2.48, 

respectively. The overall average mean score of 2.46 with a standard deviation of 1.288 

reflects significant variability in skill levels and training. This suggests that while some 

workers may possess the necessary skills, a large proportion lacks adequate preparation 

for their roles. 

iii. Attitude towards BLA in migrants’ worker 

Table 4. 17  
Attitude towards BLA in migrant workers going to Malaysia 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I view BLA  as crucial in 
protection of my rights  

27 
(18) 

36 
(24) 

35 
(23.3) 

14 
(9.3) 

38 
(25.3) 

3 1.442 

I believe that BLA enhances 
my ability to protect my 
rights  

4 
(2.7) 

5 
(3.3) 

29 
(19.3) 

42 
(28) 

70 
(46.7) 

4.13 1.012 

I am confident in my capacity 
to utilize BLA provisions ( 

1 
(0.7) 

9 
(6) 

37 
(24.7) 

35 
(23.3) 

68 
(45.3) 

4.07 1.001 

I see BLA as a means to 
empower Nepali migrant 
workers in protecting rights  

9 
(6) 

7 
(4.7) 

32 
(21.3) 

53 
(35.3) 

49 
(32.7) 

3.84 1.118 

Average  3.76 1.143 

  Source: Author’s Calculation through SPSS   

The data reflects respondents' perceptions regarding the Bilateral Labour Agreement 

(BLA) and its role in protecting their rights. BLA as crucial in protecting rights: 18% 

strongly agree and 24% agree, with 23.3% neutral, while 9.3% disagree and 25.3% 

strongly disagree. This shows mixed opinions, with a mean score of 3 and a high 

standard deviation of 1.442, indicating significant variability in responses. BLA 

enhancing the ability to protect rights: Only 2.7% strongly agree and 3.3% agree, while 

19.3% are neutral. A majority, 28% disagree and 46.7% strongly disagree, indicating 

widespread skepticism. The mean score is 4.13, with a standard deviation of 1.012, 

reflecting a consensus toward disagreement. Confidence in utilizing BLA provisions: 

Only 0.7% strongly agree and 6% agree, with 24.7% neutral. Meanwhile, 23.3% 

disagree and 45.3% strongly disagree, showing limited confidence among respondents. 

The mean score is 4.07, with a standard deviation of 1.001, again emphasizing a trend 

toward disagreement. BLA as a means to empower Nepali migrant workers: 6% 

strongly agree and 4.7% agree, with 21.3% neutral. However, 35.3% disagree and 

32.7% strongly disagree, suggesting a perception that the BLA has limited empowering 

potential. The mean score is 3.84, with a standard deviation of 1.118, indicating 
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moderate variability in responses. With an average mean score of 3.76 and a standard 

deviation of 1.143, the findings suggest that while many workers recognize the 

importance of BLAs, there is variability in their perceptions. Some workers may 

strongly support the agreements, understanding their potential benefits, while others 

might have reservations or limited awareness. 

Table 4. 18  
Attitude towards BLA in Migrant workers going to UAE 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I view BLA  as crucial in 
protection of my rights  

1 
(0.7) 

6 
(4) 

19 
(12.7) 

16 
(10.7) 

108 
(72) 

4.49 0.910 

I believe that BLA enhances 
my ability to protect my 
rights  

1 
(0.7) 

5 
(3.3) 

19 
(12.7) 

14 
(9.3) 

111 
(74) 

4.53 0.888 

I am confident in my capacity 
to utilize BLA provisions ( 

4 
(2.7) 

7 
(4.7) 

20 
(13.3) 

15 
(10) 

104 
(69.3) 

4.39 1.054 

I see BLA as a means to 
empower Nepali migrant 
workers in protecting rights  

9 
(6) 

10 
(6.7) 

20 
(13.3) 

15 
(10) 

96 
(64) 

4.19 1.246 

Average  4.40 1.024 

  Source: Author’s Calculation through SPSS     

The data provides insights into respondents’ perceptions of the Bilateral Labour 

Agreement (BLA) as a mechanism for protecting their rights. Regarding the view that 

BLA is crucial for protecting their rights, 72% strongly disagree, 10.7% disagree, and 

12.7% remain neutral, while only 4% agree and 0.7% strongly agree. The mean score 

is 4.49, with a standard deviation of 0.910, indicating strong disagreement among most 

respondents. 

When asked if BLA enhances their ability to protect their rights, a similar trend 

emerges, with 74% strongly disagreeing and 9.3% disagreeing, while 12.7% are neutral 

and only 3.3% agree and 0.7% strongly agree. The mean score is 4.53, with a standard 

deviation of 0.888, reflecting a widespread lack of confidence in the BLA’s 

effectiveness. 

In terms of confidence in their ability to utilize BLA provisions, 69.3% strongly 

disagree, and 10% disagree, while 13.3% remain neutral. A small minority—4.7% 

agree and 2.7% strongly agree—express confidence. The mean score is 4.39, with a 

standard deviation of 1.054, suggesting a slightly higher variability but still indicating 

significant skepticism. 



 75 

Finally, regarding the view that BLA empowers Nepali migrant workers, 64% strongly 

disagree, and 10% disagree, while 13.3% remain neutral. A small percentage—6.7% 

agree and 6% strongly agree—view it positively. The mean score is 4.19, with a 

standard deviation of 1.246, showing slightly more variability but still a dominant trend 

of disagreement. With an average mean score of 4.40 and a standard deviation of 1.024, 

it indicates that the majority of workers strongly value the importance of BLAs in 

protecting their rights and ensuring fair treatment. 

Table 4. 19  
Attitude towards BLA in Migrant workers going to Republic of Korea 

Particulars  1. 
S.A(%) 

2. 
A(%) 

3. 
N(%) 

4. 
D(%) 

5. 
S.D(%) 

Mean Standard 
Deviation 

I view BLA  as crucial 
in protection of my 
rights  

74 
(49.3) 

29 
(19.3) 

13 
(8.7) 

20 
(13.3) 

14 
(9.3) 

2.14 1.395 

I believe that BLA 
enhances my ability to 
protect my rights  

64 
(42.7) 

39 
(26) 

13 
(8.7) 

23 
(15.3) 

11 
(7.3) 

2.19 1.328 

I am confident in my 
capacity to utilize BLA 
provisions ( 

61 
(40.7) 

39 
(26) 

20 
(13.3) 

20 
(13.3) 

10 
(6.7) 

2.19 1.283 

I see BLA as a means 
to empower Nepali 
migrant workers in 
protecting rights  

61 
(40.7) 

41 
(27.3) 

20 
(13.3) 

20 
(13.3) 

8 
(5.3) 

2.15 1.241 

Average      2.16 1.311 

  Source: Author’s Calculation through SPSS     
   
The table presents data on the attitude of migrant workers regarding the Bilateral 

Labour Agreement (BLA) for those going to the Republic of Korea. A majority (49.3% 

strongly agree , 19.3% agree) believe that the BLA is crucial in protecting their rights, 

with a mean score of 2.14 and a standard deviation of 1.395. Approximately 42.7% 

strongly agree, and 26% agree that the BLA enhances their ability to protect their rights. 

The mean score is 2.19 with a standard deviation of 1.328, again reflecting moderate 

agreement. Around 66.7 % says they are confident in utilizing BLA provisions . For 

BLA as a means of empowerment, a majority about 68% sees the BLA as a tool for 

empowering Nepali migrants’ workers in protecting their rights. The mean score is 

2.15, and the standard deviation is 1.241, indicating moderate agreement with less 

variability. The weighted average score across all particulars is 2.1 and standard 
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deviation 1.311 indicates that respondents generally have a positive attitude towards 

the BLA, though the level of agreement is moderate. 

4.5 Comparative Analysis across three countries 

4.5.1 Awareness on BLA in Migrants’ worker across countries 

i. Awareness on BLA across countries 

The chart below compares the responses of individuals from the UAE, Republic of 

Korea, and Malaysia regarding a specific statement or issue, categorized by levels of 

agreement. For the UAE, an overwhelming majority (78% strongly disagree and 19.3% 

disagree) reflect strong disagreement, with only 0.7% strongly agreeing and 1.3% 

agreeing, while 0.7% are neutral. This indicates significant dissatisfaction or 

disagreement among respondents. In contrast, respondents from the Republic of Korea 

exhibit strong agreement, with 64% strongly agreeing and 18% agreeing, while only 

12.7% disagree, 4% strongly disagree, and 1.3% are neutral, showcasing overall 

positive perceptions. For Malaysia, a majority also express disagreement, with 62.7% 

strongly disagreeing and 14% disagreeing, while 12.7% strongly agree and 10.7% 

agree, and no respondents remain neutral. This highlight contrasting views across the 

three groups, with Republic of Korea demonstrating a predominantly positive outlook, 

while the UAE and Malaysia show widespread dissatisfaction or disagreement. 

Figure 4. 17  
Awareness on BLA across Countries 

Source: Survey Questionnaire, 2024 
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ii. Awareness regarding Provisions in BLA 

Figure 4. 18  
Awareness regarding provisions in BLA 

Source:  Survey Questionnaire, 2024 

The chart compares responses from the UAE, Republic of Korea, and Malaysia 

regarding a specific statement or issue, categorized by levels of agreement. For the 

UAE, the majority of respondents (78% strongly disagree and 18.7% disagree) express 

strong disagreement, with only 0.7% strongly agreeing, 1.3% agreeing, and 1.3% 

neutral, indicating a predominantly negative perception. In the Republic of Korea, 

respondents show a more positive outlook, with 44% strongly agreeing and 24.7% 

agreeing, totaling 68.7% positive responses, while 6.7% remain neutral, 19.3% 

disagree, and 5.3% strongly disagree, reflecting overall approval with some dissent. For 

Malaysia, responses are more mixed, with 45.3% strongly disagreeing and 17.3% 

disagreeing, totaling 62.6% negative responses, while 2.7% strongly agree, 8.7% agree, 

and a notable 26% remain neutral, highlighting uncertainty and a general lean towards 

disagreement. The comparison illustrates strong positive perceptions in Republic of 

Korea, predominantly negative views in the UAE, and mixed but leaning negative 

responses in Malaysia. 
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iii. Acquiring Rights incorporated in BLA 

Figure 4. 19  
Acquiring rights incorporated in BLA 

Source:  Survey Questionnaire, 2024 

The  bar diagram compares the responses of individuals from the UAE, Republic of 

Korea, and Malaysia regarding their agreement with a specific statement or issue. 

For the UAE, the majority express disagreement, with 70.7% strongly disagreeing and 

16% disagreeing, while only 0.7% strongly agree and 6% agree, and 4.7% remain 

neutral. This indicates a predominantly negative perception among respondents in the 

UAE. 

In the Republic of Korea, there is a significantly more positive perception, with 39.3% 

strongly agreeing and 22% agreeing, totaling 61.3% positive responses, while 12% are 

neutral. A smaller portion of respondents express disagreement, with 19.3% 

disagreeing and 7.3% strongly disagreeing, showing a general lean toward agreement. 

For Malaysia, the responses are more divided, with a higher level of disagreement 

compared to Korea but less than the UAE. 37.3% strongly disagree and 38.7% disagree, 

combining to 76% negative responses, while only 1.3% strongly agree and 5.3% agree. 

17.3% are neutral, indicating a notable level of uncertainty. The responses highlight 

contrasting perceptions across the three countries. The UAE respondents show 

overwhelmingly negative sentiments, the Republic of Korea respondents demonstrate 

a predominantly positive outlook, and Malaysia respondents present a mixed response 
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with a strong tendency toward disagreement. This suggests significant regional 

differences in attitudes toward the issue being measured. 

iv. Ability to acquire rights in destination countries 

Figure 4. 20  
Ability to acquire migrants right in destination countries 
 

Source:  Survey Questionnaire, 2024 

The chart shows responses across the UAE, Republic of Korea, and Malaysia regarding 

a specific statement or issue. 

For the UAE, responses indicate overwhelmingly negative perceptions, with 70.7% 

strongly disagreeing and 16% disagreeing, totaling 86.7% negative responses. Only 

0.7% strongly agree and 6% agree, while 4.6% remain neutral, suggesting minimal 

agreement and significant dissatisfaction. 

In the Republic of Korea, the responses are predominantly positive, with 51.3% 

strongly agreeing and 18% agreeing, totaling 69.3% positive responses. A smaller 

proportion of respondents are neutral (6.7%) or express disagreement, with 14.7% 

disagreeing and 9.3% strongly disagreeing, indicating overall optimism with some 

dissent. 

For Malaysia, responses are more divided, with significant neutrality and disagreement. 

32.7% are neutral, 28.7% disagree, and 34.7% strongly disagree, collectively indicating 

a predominant lean toward negative perceptions (63.4% negative responses). Only 

0.7% strongly agree and 3.3% agree, reflecting low positive sentiment. 
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The responses highlight stark contrasts in perceptions across the three countries. The 

UAE shows a predominantly negative outlook, with limited agreement or neutrality. 

The Republic of Korea demonstrates a positive sentiment, with the majority expressing 

strong agreement. Meanwhile, Malaysia exhibits a mixed response, with significant 

neutrality and disagreement, pointing to uncertainty and dissatisfaction among 

respondents. These differences reflect varying regional attitudes toward the issue being 

measured. 

4.5.2 Employment Skills in migrant workers going to destination nation 

a. Skill in work 

Figure 4. 21 
Skill in work going for foreign employment 

Source: Survey Questionnaire,2024 

The bar diagram  illustrates the comparison of the distribution of responses across three 

countries (UAE, Republic of Korea, and Malaysia) on a Likert scale from "Strongly 

Agree" to "Strongly Disagree." In the UAE, the majority of respondents (74%) agreed 

with the statement, indicating a predominantly positive sentiment, followed by 4.7% 

who strongly agreed. Neutral responses accounted for 12.7%, while only a small 

proportion disagreed (2%) or strongly disagreed (6.7%). In the Republic of Korea, 

opinions were more evenly distributed, with 28% strongly agreeing and 30.7% 

agreeing, showing a generally positive sentiment. However, 20% disagreed, and 7.3% 

strongly disagreed, indicating a notable level of dissent, while 14% remained neutral. 

In Malaysia, the responses showed a more positive outlook, with 20.7% strongly 

agreeing and 47.3% agreeing, though a significant 27.3% remained neutral. Very few 

respondents disagreed (4.7%) or strongly disagreed (0%). Overall, the UAE shows the 

highest level of agreement, Malaysia exhibits a strong positive sentiment with higher 
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neutrality, and the Republic of Korea displays a mix of positive and negative sentiments 

with higher levels of dissent. 

b. Knowledge in work to do in foreign employment 

Figure 4. 22  
Knowledge on work to do 

Source:  Survey Questionnaire, 2024 

The chart shows the distribution of responses across the UAE, Republic of Korea, and 

Malaysia on a Likert scale from "Strongly Agree" to "Strongly Disagree." In the UAE, 

the sentiment is predominantly positive, with 45.3% strongly agreeing and 31.3% 

agreeing, summing up to a strong overall agreement of 76.6%. Neutral responses stand 

at 10%, while the dissenting views are relatively low, with 3.3% disagreeing and 10% 

strongly disagreeing. 

In the Republic of Korea, the responses are more mixed. While a positive sentiment 

dominates, with 32% strongly agreeing and 30.7% agreeing (a total of 62.7%), a notable 

18% disagreed, and 4.7% strongly disagreed, indicating some level of opposition. 

Neutral responses account for 14.7%, suggesting some respondents remain undecided. 

Malaysia exhibits the strongest positive sentiment overall, with 38.7% strongly 

agreeing and 50% agreeing (a total of 88.7%). Neutral responses are the lowest among 

the three countries, at 8%, while disagreement is minimal, with 2.7% disagreeing and 

only 0.7% strongly disagreeing. 
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all three countries lean toward positive sentiment, with Malaysia showing the highest 

agreement levels and the lowest dissent, the UAE having a strong positive sentiment, 

but higher neutral and strong disagreement levels compared to Malaysia, and the 

Republic of Korea showing the most mixed responses with relatively higher dissent 

levels. 

c. Training taken 

Figure 4. 23  
Training taken in Nepal 

Source:  Survey Questionnaire, 2024 

The data reflects the responses of workers from UAE, Republic of Korea, and Malaysia 

regarding their training before foreign employment. A striking majority of respondents 

from Malaysia (42.7%) and UAE (61.3%) "Strongly Disagree" that the training was 

beneficial or sufficient, indicating dissatisfaction. Meanwhile, respondents from the 

Republic of Korea had a more positive outlook, with 23.3% "Strongly Agreeing" and 

17.3% "Agreeing" with the effectiveness of the training. However, a significant portion 

of respondents from all three countries remained neutral, particularly in the Republic 

of Korea (28.7%). Furthermore, dissatisfaction is notably higher in Malaysia, where a 

combined 81.4% either "Disagree" or "Strongly Disagree." In contrast, the UAE has 

the highest percentage of "Strongly Disagree" responses, suggesting a lack of perceived 

training utility. These findings suggest that while training effectiveness is 

acknowledged by some in the Republic of Korea, there is a critical need to improve the 

quality and relevance of training programs, particularly for workers heading to 

Malaysia and the UAE. 
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d. Knowledge whether training will be provided or not in destination nation 

Figure 4. 24  
Knowledge whether training will be provided or not in destination nation 

Source:  Survey Questionnaire, 2024 

The line chart shows that the level of knowledge among workers from UAE, Republic 

of Korea, and Malaysia regarding whether training would be provided in the destination 

country or not. Respondents from the UAE overwhelmingly expressed a lack of 

knowledge, with 64% "Strongly Disagreeing" and an additional 12.7% "Disagreeing." 

Similarly, workers heading to Malaysia also exhibited high levels of unawareness, with 

42.7% "Strongly Disagreeing" and 24.7% "Disagreeing." In contrast, respondents from 

the Republic of Korea showed significantly higher awareness, with 40% "Strongly 

Agreeing" and 22% "Agreeing" to being informed about training availability, 

suggesting a better communication mechanism or system in place in this context. 

However, a notable portion of respondents from all countries remained neutral, 

particularly in Malaysia (26%), which could imply uncertainty or mixed understanding. 

The data highlights a substantial gap in knowledge dissemination for workers bound 

for the UAE and Malaysia, signaling the need for targeted measures to improve 

communication and ensure workers are adequately informed about training 

opportunities in destination countries. 
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4.5.3 Attitudes towards Bilateral Labour Agreement 

i. Migrant workers perception on BLA as crucial to protect their rights 

Figure 4. 25  
Migrants Perception  in BLA as crucial to protect their rights 

Source:  Survey Questionnaire, 2024 

The chart compares responses from the UAE, Republic of Korea, and Malaysia 

regarding a specific statement or issue. 

For the UAE, the majority of respondents expressed negative perceptions, with 72% 

strongly disagreeing and 10.7% disagreeing, totaling 82.7% negative responses. Only 

0.7% strongly agree and 4% agree, while 12.7% remain neutral, reflecting a 

predominant dissatisfaction and minimal agreement. 

In the Republic of Korea, the responses are predominantly positive, with 49.3% 

strongly agreeing and 19.3% agreeing, totaling 68.6% positive responses. A smaller 

portion (8.7%) remain neutral, while 15.3% disagree and 7.3% strongly disagree, 

indicating general agreement with some dissent. 

For Malaysia, the responses are more balanced but lean slightly toward positive. 18% 

strongly agree and 24% agree, totaling 42% positive responses. A notable 23.3% are 

neutral, while 9.3% disagree and 25.3% strongly disagree, resulting in 34.6% negative 

responses, showing mixed sentiment. 

The data highlights stark regional differences in perception. Respondents from the UAE 

show overwhelmingly negative attitudes, with limited positive sentiment or neutrality. 
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In contrast, the Republic of Korea displays predominantly positive responses, with a 

strong lean toward agreement. Malaysia presents a more balanced perspective, with 

significant proportions of positive, neutral, and negative responses, reflecting a diverse 

range of opinions. 

ii. Migrant workers believe on BLA that it could protect their rights 

Figure 4. 26  
Migrant workers believe on BLA that it could protect their rights 

Source: Survey Questionnaire,2024  

The above line chart compares responses across the UAE, Republic of Korea, and 

Malaysia regarding migrants’ worker believe on BLA whether it could protect their 

rights or not. 

For the UAE, the responses are overwhelmingly negative, with 74% strongly 

disagreeing and 9.3% disagreeing, totaling 83.3% negative responses. Only 0.7% 

strongly agree and 3.3% agree, while 12.7% remain neutral, indicating limited positive 

sentiment and significant dissatisfaction. 

In the Republic of Korea, the majority of respondents express positive perceptions, with 

42.7% strongly agreeing and 26% agreeing, totaling 68.7% positive responses. A 

smaller proportion (8.7%) are neutral, while 15.3% disagree and 7.3% strongly 

disagree, indicating overall agreement with some dissent. 

For Malaysia, the responses are more divided. A significant proportion (46.7% strongly 

disagree and 28% disagree) totals 74.7% negative responses, while only 2.7% strongly 

agree and 3.3% agree, combining for 6% positive responses. Additionally, 19.3% are 

neutral, reflecting uncertainty among respondents. 
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The responses highlight distinct regional differences in perception. The UAE exhibits 

an overwhelmingly negative sentiment, with minimal agreement or neutrality. In 

contrast, the Republic of Korea shows a predominantly positive outlook, with the 

majority leaning toward agreement. Malaysia presents a mix of significant negativity 

and notable neutrality, with very low positive sentiment, reflecting a complex range of 

opinions among respondents. 

iii. Migrant workers capacity to utilize rights incorporated in BLA 

Figure 4. 27  
Capacity to utilize rights incorporated in BLA 

Source:  Survey Questionnaire, 2024 

The diagram compares responses across the UAE, Republic of Korea, and Malaysia 

regarding a specific statement or issue. For the UAE, the majority of responses indicate 

negative sentiment, with 69.3% strongly disagreeing and 10% disagreeing, totaling 

79.3% negative responses. Only 2.7% strongly agree and 4.7% agree, while 13.3% are 

neutral, reflecting minimal positive sentiment and significant dissatisfaction. In the 

Republic of Korea, responses are predominantly positive, with 40.7% strongly agreeing 

and 26% agreeing, combining for 66.7% positive responses. Neutral responses account 

for 13.3%, while 13.3% disagree and 6.7% strongly disagree, indicating overall 

agreement with minor dissent. 

For Malaysia, responses are more divided, with a significant proportion (45.3% 

strongly disagreeing and 23.3% disagreeing) totaling 68.6% negative responses. Only 

0.7% strongly agree and 6% agree, reflecting minimal positive sentiment. Neutral 

responses are notable at 24.7%, indicating a significant portion of respondents are 

uncertain. The data shows stark regional differences in perception. The UAE exhibits 

an overwhelmingly negative sentiment, with minimal agreement or neutrality. In 
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contrast, the Republic of Korea demonstrates a predominantly positive outlook, with 

the majority expressing strong or moderate agreement. Malaysia shows mixed 

responses, leaning toward negativity, with a significant proportion of neutral and 

uncertain opinions. These findings reflect diverse attitudes across the regions toward 

the issue being assessed. 

iv. Migrant workers confidence protecting their rights incorporated in BLA 

Figure 4. 28  
Migrants' worker confidence in protecting their rights 

 

Source:  Survey Questionnaire, 2024 

The table summarizes the distribution of responses from individuals in three countries 

(UAE, Republic of Korea, and Malaysia) regarding a particular statement, with a Likert 

scale ranging from "Strongly Agree" to "Strongly Disagree." In the UAE, the majority 

(69.3%) of respondents strongly disagreed, indicating a predominant negative 

sentiment. Similarly, 10% disagreed, and 13.3% were neutral. Positive sentiments 

(agree and strongly agree) were minimal at 4.7% and 2.7%, respectively. In contrast, 

respondents from the Republic of Korea had a significantly different response pattern, 

with the largest proportion (40.7%) strongly agreeing and another 27.3% agreeing, 

reflecting a generally positive sentiment. Neutral responses (13.3%) and negative 

sentiments (13.3% disagree, 5.3% strongly disagree) were relatively limited. In 

Malaysia, however, opinions were more divided: a substantial percentage strongly 

disagreed (32.7%) or disagreed (35.3%), reflecting a largely negative sentiment, 

although a considerable proportion remained neutral (21.3%). Positive responses were 

notably lower, with 4.7% agreeing and 6% strongly agreeing. These variations highlight 

substantial differences in attitudes among respondents in the three countries. 
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4.6 Overview of Key Information Interview 

4.6.1 Key Information Interview with Member of “NAFEA” and “RA’  

During interviews conducted with three (3) members of the National Association of 

Foreign Employment Agencies (NAFEA) and seven (7) Recruitment Agencies owner, 

several key insights were gathered regarding the provisions that should be incorporated 

in Nepal’s Bilateral Labour Agreements (BLAs) with destination countries. According 

to the participants from RA, BLA must prioritize specific provisions to ensure the 

safety, dignity, and rights of Nepali migrant workers. They emphasized that BLAs 

should include clearly defined minimum salary standards that reflect the cost of living 

in destination countries and should be revised periodically. Transparent mechanisms, 

such as mandatory bank transfers, should ensure that workers receive their wages on 

time and without deductions. Additionally, occupational safety and health were 

highlighted as critical areas, necessitating robust insurance coverage for work-related 

injuries and illnesses, as well as clear workplace safety standards to minimize risks. 

The participants from RA  identified several structural problems in Nepal’s BLAs. A 

recurring theme was the dominance of destination countries in determining the terms 

of these agreements, often leading to unfavorable conditions for Nepali workers. 

Additionally, they pointed out that Nepal has signed BLAs with only a limited number 

of countries, leaving many workers vulnerable in informal migration channels. Another 

major issue highlighted was the ineffectiveness of Joint Monitoring Committees, which 

are supposed to oversee the implementation and enforcement of BLAs but often fail to 

function as intended. The interviewees argued that these committees need to be 

revitalized with clear mandates and active participation from all stakeholders. 

Healthcare access was another major concern, with the interviewees underscoring the 

need for comprehensive health insurance that covers both occupational and non-

occupational issues, along with provisions for immediate medical assistance in 

emergencies. They also pointed out that special provisions for female workers must be 

a mandatory component of BLAs for instance there is huge demand of domestic 

workers in Gulf countries, but due lack of special provisions and safety issues not 
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incorporated in BLA, many migrants’ worker are vulnerable to human trafficking 

mostly female.  

When asked to the participants of NAFEA, whether they were satisfied with the 

provisions currently incorporated in the BLAs with Malaysia, the UAE, and Republic 

of  Korea, the participants unanimously expressed dissatisfaction. They cited the high 

costs associated with migration to Republic of Korea under the Government-to-

Government (G2G) process, which is approximately NPR 180,000 as migrant’s worker 

are charged higher pre-departure fee, examination fee and costly airfare. This cost is 

disproportionately high compared to recruitment agreements with other countries, 

where the expenses are capped at zero or NPR 10,000.  

Moreover, the participants criticized the lack of provisions ensuring recruitment 

stability, such as the unstable market for foreign employment for Malaysia, which they 

deemed insufficient for long-term employment security. While the Employment Permit 

System (EPS) in Republic of Korea was acknowledged for its structure, high salary and 

transparency, the high migration cost and lengthy processing time almost one year 

undermines its benefits.  Also, participants criticized for not allowing RA to send 

migrant workers although there is huge demand in Republic of Area in different sectors. 

Overall, the interviewees felt that the current BLAs lack comprehensive worker 

protections and fail to address fundamental issues like occupational safety and long-

term stability. 

In discussing the role of NAFEA in protecting migrant workers, the participants 

outlined several initiatives undertaken by the organization. They explained that 

NAFEA has been actively advocating for policy reforms, urging the government to 

implement stricter regulations on recruitment agencies and to introduce fair cost 

structures. Capacity-building initiatives, such as training programs for recruitment 

agencies and pre-departure orientation sessions for workers, were also mentioned as 

key steps taken by NAFEA. The organization has been collaborating with international 

stakeholders to strengthen worker protections and has provided legal support to workers 

facing exploitation or abuse abroad. These efforts, according to the interviewees, have 

significantly contributed to safeguarding the rights of Nepali migrant workers. 

Looking forward, the participants shared NAFEA’s strategic plans for enhancing BLAs 

to ensure the safety and rights of Nepali workers in foreign employment. They 
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emphasized the need to strengthen Nepal’s negotiation power in bilateral discussions 

by advocating for balanced agreements that prioritize worker interests. Collective 

bargaining with other labour-exporting countries was proposed as a strategy to counter 

the dominance of destination countries. Additionally, they stressed the need for active 

joint monitoring committees to regularly review and enforce the terms of these 

agreements. Reducing migration costs and negotiating longer recruitment cycles were 

also identified as priorities to enhance recruitment stability and ensure job security for 

workers. Through these initiatives, the interviewees expressed optimism that NAFEA 

could play a pivotal role in addressing the gaps in Nepal’s existing BLAs and in 

promoting safer and fairer conditions for migrant workers. 

4.6.2 Key Information Interview with Migrant Returnees 

Semi Structured Interviews with ten (10) migrant returnees from (four respondents) 

Malaysia, (four respondents) the UAE, and (2 respondents) Republic of Korea revealed 

several challenges faced by workers despite the existence of Bilateral Labour 

Agreements (BLAs). The informants shared firsthand experiences of issues related to 

unsafe working conditions, ineffective enforcement of agreements, and limited access 

to promised benefits. 

A returnee from Malaysia described how the BLA’s assurances of workplace safety 

were often not upheld. Participant highlighted frequent exposure to hazardous work 

environments without adequate safety gear or training. Despite provisions in the 

agreement for healthcare access, participant reported difficulties in receiving timely 

medical attention during emergencies. Returnee from Malaysia expressed frustration 

over the lack of grievance redressal mechanisms, which left him with no support when 

wages were delayed for months. A male worker noted that employers often retained 

workers’ passports, effectively curbing their freedom of movement and creating a sense 

of powerlessness. 

In the UAE, the experiences shared by returnees underscored weak enforcement of 

BLA provisions. One female worker recounted incidents of workplace harassment and 

the absence of gender-specific protections. Despite assurances of fair treatment in the 

agreement, she faced constant challenges in raising complaints due to fear of retaliation. 

Also, the participants highlighted that living expenses is costly in UAE, but the salary 

is not raised periodically. 
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Returnees from Republic of  Korea provided a mixed perspective. While one of the 

participants appreciated the Employment Permit System (EPS), such as its structured 

recruitment process, but criticized the workplace and the behavior of employer. Another 

returnee described the cultural and linguistic barriers encountered, which were not 

adequately addressed despite better pre-departure orientations being part of the 

agreement.  

These informants collectively identified systemic issues that hinder the effectiveness of 

Nepal’s BLAs. The recurring themes of weak enforcement, opacity in service charge 

and need to provide physical cash to RA, not able to return in emergency to Nepal, and 

inadequate monitoring mechanisms were highlighted as critical areas needing 

improvement. They emphasized the need for robust grievance redressal systems, fair 

service charge , and stronger provisions for worker safety and stability. These insights 

provide valuable perspectives on the gaps in existing agreements and the areas that 

require urgent attention to ensure the rights and well-being of Nepali migrant workers 

abroad. 
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CHAPTER V 

SUMMARY, CONCLUSION AND 

RECOMMENDATION 

5.1 Summary  

The analysis of Nepalese migrant workers' experiences and perceptions across 

Malaysia, the UAE, and  Republic of Korea highlights several critical challenges related 

to Bilateral Labour Agreements (BLAs). Despite slight increases, female participation 

in foreign employment remains minimal, underscoring persistent gender imbalances. 

BLAs have not had a strategic impact on migration flows, which continue to depend on 

destination countries' labour policies. In the UAE, the post-BLA period has seen a 

reduction in migration opportunities, potentially influenced by changes in recruitment 

processes and labour policies. While BLAs have shown limited success in reducing 

accidental deaths in Malaysia, their effectiveness in ensuring workplace safety in the 

UAE and Korea remains questionable, emphasizing the need for stronger enforcement 

and monitoring mechanisms. Persistently high death rates in Malaysia and the UAE 

further indicate inadequate implementation of worker protections. 

Grievance handling mechanisms remain weak, as the Embassies of Nepal in Malaysia 

and Republic of Korea lack records of complaints and grievances. Additionally, 

inefficiencies in the Government-to-Government (G-to-G) recruitment process are 

evident, with longer processing times for Republic of  Korea compared to Malaysia and 

the UAE. Although Pre-Departure Orientation Training (PDOT) is mandatory and 

universally attended by workers heading to Republic of Korea, enforcement in 

Malaysia and the UAE remains insufficient, leaving workers underprepared. Migration 

costs vary significantly, with workers bound for Republic of Korea paying government-

determined costs of around NPR 180,000, compared to a maximum of NPR 10,000 for 

Malaysia and the UAE, highlighting disparities in recruitment models. 

Similarly, the level of awareness and attititude towards BLA  in migrants’ worker going 

to Republic of Korea has better perception and workers going to Malaysia and UAE 

even don’t know that there exist BLA. In addition, level of skill in the migrants worker 

going to Republic of Korea is higher than Malayasia and UAE’s worker. 
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Interviews with members of the National Association of Foreign Employment Agencies 

(NAFEA) and Recruitment Agency (RA) owners revealed critical gaps in Nepal’s 

BLAs. They emphasized the need for provisions ensuring minimum wages aligned with 

living costs, timely wage payments through mandatory bank transfers, robust 

occupational safety measures, and gender-specific protections, including maternity 

benefits and safe accommodations. Structural issues, such as the dominance of 

destination countries in determining BLA terms, limited agreements, and ineffective 

Joint Monitoring Committees, were highlighted as major challenges. Participants 

criticized the high migration costs under Republic of Korea’s G-to-G system and the 

exclusion of recruitment agencies from worker deployment, which limits opportunities 

despite high demand. 

Semi-structured interviews with migrant returnees further underscored the 

ineffectiveness of BLAs in practice. In Malaysia, workers reported unsafe working 

conditions, delayed wages, and employers retaining passports, which restricted their 

freedom. Returnees from the UAE highlighted weak enforcement of BLA provisions, 

workplace harassment, and the high cost of living without salary adjustments. Workers 

from Republic of Korea appreciated the structured Employment Permit System (EPS) 

but noted cultural and linguistic barriers and employer misconduct, indicating gaps in 

implementation. Across all countries, returnees emphasized the urgent need for robust 

grievance redressal systems, fair service charges, and stronger monitoring mechanisms 

to enhance BLA effectiveness. 

5.2 Conclusion 

This study underscores the crucial role of Bilateral Labor Agreements (BLAs) in 

shaping migration processes and safeguarding the rights of Nepali migrant workers. 

While BLAs aim to ensure fair recruitment practices, equitable treatment, and access 

to grievance mechanisms, the findings reveal significant gaps between policy intent and 

practical outcomes.  

The implementation of the BLA with the Republic of Korea has yielded better 

migration outcomes, as the Government-to-Government (G2G) model facilitates high-

paying jobs for workers. However, in the cases of Malaysia and the UAE, there have 

been no significant improvements in migration trends, with persistent issues such as 

high rates of deaths, injuries, and inadequate protection of workers’ rights and welfare. 
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The study also highlights critical weaknesses in the deployment process. For instance, 

while pre-departure training has shown positive impacts on migrant workers heading to 

Korea, such training is largely ineffective for those going to Malaysia and the UAE 

with  certificates distributed without training. Similarly, the inconsistency between 

BLAs' provisions and actual practices, particularly regarding service charges, remains 

a pressing issue. In Malaysia and the UAE, enforcement of service charge regulations 

is weak, and workers often pay more than the stipulated amounts. 

A gendered lens further reveals challenges in migration, with BLAs failing to address 

the specific needs of female workers. Additionally, the mismatch between worker skills 

and market demands limits their access to skilled and better-paying jobs, particularly in 

Malaysia and the UAE, where most workers are confined to low-skilled positions. 

Weak enforcement of pre-departure requirements, coupled with limited access to 

resources in rural areas, exacerbates the knowledge gap among workers. Notably, 

migrant workers bound for Re[public of  Korea are more aware of BLAs and their 

rights, whereas those heading to Malaysia and the UAE often remain unaware of the 

existence of these agreements. 

Despite these challenges, BLAs remain a vital framework for promoting safe and 

regulated migration. They offer mechanisms for addressing issues such as wage 

protection, insurance, and access to legal aid. However, the potential of BLAs is 

significantly undermined by weak enforcement, inadequate monitoring, and a lack of 

worker empowerment. For BLAs to realize their full potential, stronger 

implementation, improved accessibility, and active efforts to align policies with 

workers' needs are essential. 

5.3 Recommendations 

i. There is need to address the persistent gender imbalance in foreign employment 

opportunities by providing female-friendly policies like reservation, quotas and 

also  ensuring safety, and creating awareness campaigns to encourage female 

participation in labour migration. 

ii. The BLAs should clearly specify minimum wages to guarantee fair compensation 

for migrant workers, ensuring their financial security and reducing exploitation. 

iii. Mandatory enforcement and monitoring mechanisms should be integrated into the 

BLAs, focusing on reducing workplace deaths and injuries, particularly in 
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Malaysia and UAE. This can include regular audits, inspections, and mechanisms 

to hold employers accountable for worker safety. 

iv. The Embassy of Nepal in destination countries should implement a standardized, 

digital system for maintaining comprehensive records of grievances and 

complaints from migrant workers, enabling efficient tracking, resolution, and 

transparency in grievance handling. 

v. The Government-to-Government (G2G) recruitment process should be prioritized 

to streamline processing times and reduce recruitment fees for the Republic of 

Korea. For Malaysia and the UAE, the BLAs must include clear, transparent, and 

practical service charge limits to protect workers from excessive costs. 

vi.  Alternative approaches to Pre-Departure Orientation Training (PDOT), such as 

involvement of local level and province in training management, mobile apps, and 

video-based resources (e.g., YouTube), should be introduced to ensure all migrant 

workers are adequately prepared before departure. 

vii. Targeted awareness campaigns about BLA provisions should be launched, 

leveraging media, community programs, and other influential platforms to educate 

workers, particularly in rural areas, on their rights and available protections. Also 

BLA should be made publicly available and easily accessible. 

viii. Comprehensive skill development programs should be provided to migrant 

workers to bridge skill gaps, enhance their competitiveness, and enable them to 

secure better opportunities in foreign labour markets to strengthen their attitude 

towards BLA to protect and promote the migrants’ worker right. 
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Annexes 
(Annexes-I) 

 
(Survey Questionnaire) 

Dear Sir/Madam, Namaste, I am Bikash Kumar Rajak, a student of Master in Governance and 
Anti-Corruption Studies in Tribhuvan University, Central Campus and conducting research on 
“Role of Nepal’s Bilateral Labour Agreement in safeguarding migrants’ worker rights” 
for the partial fulfillment of the academic requirement of Master Degree. Hence, you are kindly 
requested to fill up the following questionnaire. I would like to assure you that the opinions and 
information expressed in questionnaire will be kept confidential and be used purely for 
academic and research purpose only. 
Thank You for Participating in this Survey. Your feedback is valuable and will help to improve 
foreign employment management. Please answer the questions honestly. Participation is 
voluntary, and you may choose to withdraw any time without any negative consequences. Your 
personal information will not be shared anywhere. 
 
आदरणीय सर/म्याडम, नमस्ते, म ित्रभवुन िव�िवद्यालय, केन्द्रीय क्याम्पसमा शसुासन तथा भ्र�ाचार िनवारण िवषयमा स्नातको�रको िवद्याथ� ह� ँर 
स्नाको�र आंिशक पूितर्को लािग " वैदिेशक रोजगारमा जाने नेपाली कामदारह�मा नेपालको िद्वप�ीय श्रम सम्झौताको भिुमका" मा अनुसन्धान 
ग�ररहकेो छु। यो अध्ययन स्नाको�र िडग्री को शैि�क आवश्यकता मात्र रहकेोल ेिनम्न प्र�ावली भनर् अनुरोध ग�रन्छ। प्र�ावलीमा व्य� ग�रएका 
िवचार र जानकारीह� गोप्य रािखनेछ र िवशुद्ध �पमा शिै�क र अनुसन्धान उद्देश्यका लािग मात्र प्रयोग ग�रनेछ भनी म आ�ासन िदन चाहन्छु। 
यस सव��णमा भाग िलनुभएकोमा धन्यवाद।् तपाईकंो प्रितिक्रया बह�मूल्य छ र वैदेिशक रोजगार व्यवस्थापन सुधार गनर् मद्दत गन�छ। कृपया इमानदारी 
पूवर्क प्र�ह�को जवाफ िदनुहोस्। सहभािगता स्वैिच्छक हो, र तपाईलं ेकुनै पिन नकारात्मक प�रणाम िबना कुनै पिन समय िफतार् सक्नुह�नेछ। तपाईको 
व्यि�गत जानकारी किह ँपिन साझा ग�रने छैन। 

Section A: Respondent’s Personal Profile (Please Tick appropriate option) 
 (उ�रदाताको व्यि�गत प्रोफाइल, कृपया उपयु� िवकल्पमा िचन्ह लगाउनुहोस) 

1. Gender (िलङ्ग) 
a. Male पु�ष [   ]   b. Female  मिहला [   ] 

2. Age उमेर (In Year) : 
a. 18-22 (१८ देिख २२ वषर्)  [   ]   b. 23-27  (२३ देिख २७ वषर्) [   ]  
c.     28- 32 (२८ देिख ३२ वषर्) [   ]   d. 33 and above (३३ वषर् भन्दा मािथ) [   ] 

3. Educational Qualification (शैि�क योग्यता :) 
a. Illiterate (अिशि�त [   ]   b.   S.E.E/Below S.E.E (एस.ई.ई/ वा कम) [   ]  
c. 10+2/Diploma (१० जोड २/िडप्लोमा) [   ]  d.  Bachelor Degree and above स्नातक/ वा मािथ ( [   ] 

4. Country Going for Foreign Employment ( वैदिेशक रोजगारमा जाने देश: ) 
a. Malaysia (मलेिशया) [   ] 
b. United Arab Emirates (युनाइटेड अरब इिमरेट्स) [   ] 
c. Republic of Korea (दि�ण को�रया) [   ] 

5. Salary As Per Contract (In Thousand Nepali Rupees):(सम्झौता बमोिजम) 
a.  20000-30000 (२०,००० देिख ३००००) [   ]   
b. 30000-40000      (३०,००० देिख ४०००० सम्म) [   ] 
c. 40000-50000 (४०,००० देिख ५००,०० सम्म) [   ] 
d. Above 50000       (५,००,००० भन्दा बढी) [   ]   

6.  Occupation (पशेा)………………………………………... 
7.   Province (प्रदेश)…………………………………………... 

  
Section B Questionnaire for Recruitment Related  

 (भनार् सम्बन्धी प्र�ावली) 
 

1. Processing Time (छनोट प्रिक्रया समय) 
a) 0-3 Months (० देिख ३ मिहना) [   ] (b) 3-6 Months (३ देिख ६ मिहना) [   ] 
c) 6-9 Months ( ६  देिख ९ मिहना) [   ] (d) Above 9 Months ( ९ मिहना  भन्दा बढी) [   ] 

2. Service Charge Paid (सेवा शुल्क)  
a) Zero (Free Visa Free Ticket) (0 िफ्र िभसा िफ्र िटकट) [   ] 
b) Cost determined by Government of Nepal ( नपेाल सरकारल ेतोके बमोिजम) [   ] 
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c)  More than determined by Government of Nepal (नेपाल सरकारल ेतोकेको भन्दा बढीलागेको )  [ 
...............................  ] 

3. Recruitment Process (छनोट प्रकृया) 
a) Attended Interview taken by Employer ( रोजगारदाताले िलएको अन्तरवातार्मा सहभागी)   [   ]                                                                                            
b) Direct Selection (प्रत्य� छनौट) [   ] 
c) Recruitment Agency took interview (म्यानपावर बाट अन्तवार्तार् ) [   ] 
d)  Through Self (आफै) 
e) Through Agent(िवचौिलया) [   ] 
f) G to G Process 

4. PDOT Training(अिभमूखीकरण तािलम) 
a) Yes िलएको {  } 
b) No निलएको {    } 

5. Passport taken/hold by Recruitment Agency/ Person(  तपाईको पासपोटर् म्यानपावर/एजेन्टल ेकित समयको लािग  िलएको) 
a) 0-3 Months (0 देिख३ मिहना) [   ] 
b) 3-6 Months(३ देिख ६ मिहना) [   ] 
c) 6-1 Year (६ मिहना देिख १ वषर्) [   ] 
d) 1 Year and above (१ वषर् भन्दा बढी) [   ] 

Section C (information Related to BLA) 
(द्धीप�ीय श्रम सम्झौता िवषयमा जानकारी) 

Please choose the most appropriate response for (सबभैन्दा उपयु� प्रितिक्रया छनोट गनुर्होस्।) 
1. S.A = Strongly Agree  (पूणर् �पमा सहमित),   2. A = Agree   (असहमित), 3. N = Neutral   (तटस्थ), 4. D = 

Disagree  (असहमित) 
5. S.D. = Strongly Disagree (पूणर् असहमित) 
1. Awareness on BLA(िद्वप�ीय श्रम सम्झौता सम्बन्धी �ान) 

Particulars (िववरण) 1. 
S.A 

2. 
A 

3. 
N 

4. 
D 

5. 
S.D 

I know there is Bilateral Labour Agreement with the country I am going (मलाई थाहा छ 
म जाँदै गरेको देशसँग िद्वप�ीय श्रम सम्झौता छ) 

     

I am aware about the provisions in the BLA (म िद्वप�ीय श्रम सम्झौतामा रहकेा  प्रावधान बारे सचेत छु)      

I know how to acquire rights incurred in the BLA (BLA मा भएको अिधकार कसरी प्रा� गन� भन्ने 
मलाई थाहा छ) 

     

I can acquire my rights/benefits as a Nepali migrant worker in the country where I 
am going (म जाँदै गरेको देशमा एक नपेाली आप्रवासी कामदारका �पमा अिधकार प्रा� गनर् सक्छु) 

     

2. Employment Skill level(रोजगारी सीप)  
Particulars (िववरण) 1. 

S.A 
2. 
A 

3. 
N 

4. 
D 

5. 
S.D 

I have skill in the work for which I am going (म जुन कामको लािग जाँदैछु त्यसमा मसँग सीप छ)      
I know what types of work I have to do (मलाई थाहा छ मैल ेकस्तो प्रकारको काम गनुर्पछर्)      

I have taken training for the work (म गईरहेको कामको सीप िलएको छु )      
I will be provided training in the destination country before I begin my work (मैल ेमेरो 
काम सु� गनुर् अिघ मलाई गन्तव्य देशमा प्रिश�ण प्रदान ग�रनेछ) 

     

3. Attitude on BLA 
Particulars (िववरण) 1. 

S.A 
2. 
A 

3. 
N 

4. 
D 

5. 
S.D 

I view BLA  as crucial in protection of my rights (म िद्वप�ीय श्रम सम्झौतालाई मेरो अिधकारको 
संर�णको लािग महत्वपूणर् ठान्छु) 

     

I believe that BLA enhances my ability to protect my rights (म िव�ास गछुर् िक िद्वप�ीय श्रम 
सम्झौताल ेमेरो अिधकारको र�ा गनर् मेरो �मता बढाउँछ) 

     

I am confident in my capacity to utilize BLA provisions (म िद्वप�ीय श्रम सम्झौता  प्रावधानह� 
प्रयोग गन� मेरो �मतामा िव�स्त छु) 

     

I see BLA as a means to empower Nepali migrant workers in protecting rights (म 
िद्वप�ीय श्रम सम्झौतालाई नेपाली आप्रवासी कामदारह�लाई अिधकारको र�ा गनर् सश� बनाउन ेमाध्यमको �पमा हेछुर्) 
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(Annex-II) 
 

(Key Information Interview for NAFEA and RA) 
 

Dear Sir/Madam, Namaste, I am Bikash Kumar Rajak, a student of Master in Governance and 
Anti-Corruption Studies in Tribhuvan University, Central Campus and conducting research on 
“Role of Nepal’s Bilateral Labour Agreement in safeguarding migrants’ worker rights” 
for the partial fulfillment of the academic requirement of Master Degree. Hence, you are kindly 
requested to fill up the following questionnaire. I would like to assure you that the opinions and 
information expressed in questionnaire will be kept confidential and be used purely for 
academic and research purpose only. 
Thank You for Participating in this Interview. Your feedback is valuable and will help to 
improve foreign employment management. Please answer the questions honestly. Participation 
is voluntary, and you may choose to withdraw any time without any negative consequences. 
Your personal information will not be shared anywhere. 
 
आदरणीय सर/म्याडम, नमस्ते, म ित्रभवुन िव�िवद्यालय, केन्द्रीय क्याम्पसमा शसुासन तथा भ्र�ाचार िनवारण िवषयमा स्नातको�रको िवद्याथ� ह� ँर 
स्नाको�र आंिशक पूितर्को लािग " वैदिेशक रोजगारमा जाने नेपाली कामदारह�मा नेपालको िद्वप�ीय श्रम सम्झौताको भिुमका" मा अनुसन्धान 
ग�ररहकेो छु। यो अध्ययन स्नाको�र िडग्री को शैि�क आवश्यकता मात्र रहकेोल ेिनम्न प्र�ावली भनर् अनुरोध ग�रन्छ। प्र�ावलीमा व्य� ग�रएका 
िवचार र जानकारीह� गोप्य रािखनेछ र िवशुद्ध �पमा शिै�क र अनुसन्धान उद्देश्यका लािग मात्र प्रयोग ग�रनेछ भनी म आ�ासन िदन चाहन्छु। 
यस सव��णमा भाग िलनुभएकोमा धन्यवाद।् तपाईकंो प्रितिक्रया बह�मूल्य छ र वैदेिशक रोजगार व्यवस्थापन सुधार गनर् मद्दत गन�छ। कृपया इमानदारी 
पूवर्क प्र�ह�को जवाफ िदनुहोस्। सहभािगता स्वैिच्छक हो, र तपाईलं ेकुनै पिन नकारात्मक प�रणाम िबना कुनै पिन समय िफतार् सक्नुह�नेछ। तपाईको 
व्यि�गत जानकारी किह ँपिन साझा ग�रने छैन। 

Section A: Participant’s Personal Profile  
Name…………………………….(Optional) 

Gender 1) Male         2) Female 

Age…………. 

Designation………………………. 

Education Level…………………… 

Questions: 

1. Do you think Nepal’s Bilateral Labour Agreement(BLAs) has effective role in 

safeguarding migrants’ worker rights? 

2. Are you satisfied with the provisions incorporated in BLAs for the protection 

of Nepali workers in destination countries? 
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3. What are the provisions lacking in Nepal’s BLA with Malaysia, UAE and 

Republic of Korea? 

4. What are the basic provisions that must be included in BLA? 

5. How NAFEA is playing role in protection of migrants’ worker right? 

6. Any other further information wants to provide regarding BLA ?  

 

 

 

 

 

 

 

 

 

 

 

 

(Annex-III) 
 

(Key Information Interview for Migrant Returnee) 
 

Dear Sir/Madam, Namaste, I am Bikash Kumar Rajak, a student of Master in Governance and 
Anti-Corruption Studies in Tribhuvan University, Central Campus and conducting research on 
“Role of Nepal’s Bilateral Labour Agreement in safeguarding migrants’ worker rights” 
for the partial fulfillment of the academic requirement of Master Degree. Hence, you are kindly 
requested to fill up the following questionnaire. I would like to assure you that the opinions and 
information expressed in questionnaire will be kept confidential and be used purely for 
academic and research purpose only. 
Thank You for Participating in this Interview. Your feedback is valuable and will help to 
improve foreign employment management. Please answer the questions honestly. Participation 
is voluntary, and you may choose to withdraw any time without any negative consequences. 
Your personal information will not be shared anywhere. 
 
आदरणीय सर/म्याडम, नमस्ते, म ित्रभवुन िव�िवद्यालय, केन्द्रीय क्याम्पसमा शसुासन तथा भ्र�ाचार िनवारण िवषयमा स्नातको�रको िवद्याथ� ह� ँर 
स्नाको�र आंिशक पूितर्को लािग " वैदिेशक रोजगारमा जाने नेपाली कामदारह�मा नेपालको िद्वप�ीय श्रम सम्झौताको भिुमका" मा अनुसन्धान 
ग�ररहकेो छु। यो अध्ययन स्नाको�र िडग्री को शैि�क आवश्यकता मात्र रहकेोल ेिनम्न प्र�ावली भनर् अनुरोध ग�रन्छ। प्र�ावलीमा व्य� ग�रएका 
िवचार र जानकारीह� गोप्य रािखनेछ र िवशुद्ध �पमा शिै�क र अनुसन्धान उद्देश्यका लािग मात्र प्रयोग ग�रनेछ भनी म आ�ासन िदन चाहन्छु। 
यस सव��णमा भाग िलनुभएकोमा धन्यवाद।् तपाईकंो प्रितिक्रया बह�मूल्य छ र वैदेिशक रोजगार व्यवस्थापन सुधार गनर् मद्दत गन�छ। कृपया इमानदारी 
पूवर्क प्र�ह�को जवाफ िदनुहोस्। सहभािगता स्वैिच्छक हो, र तपाईलं ेकुनै पिन नकारात्मक प�रणाम िबना कुनै पिन समय िफतार् सक्नुह�नेछ। तपाईको 
व्यि�गत जानकारी किह ँपिन साझा ग�रने छैन। 

Section A: Participant’s Personal Profile  
Name…………………………….(Optional) 

Gender 1) Male         2) Female 
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Return from which country……………………. 

Age…………. 

Designation………………………. 

Education Level…………………… 

Questions: 

1. What are the challenges you faced while working in destination country? 

2. Were you aware of the BLA signed with the destination country and the 

provisions incorporated in the BLA? 

3. What should be done to aware people about their rights while working in the 

destination country? 

4. Any other further information wants to provide while staying in destination 

country ?  

 

 
 
 
 
 

(Annex-IV) 
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(Annex-V) 
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(Annex-VI) 
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(Annex-VII) 

 
 

 
 
 
 
 
 
 

(Annex-VIII) 
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