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About the International 
Organization for 
Migration (IOM)

We bring together 400 members 
from all around the world, from 
multinationals to SMEs, employing 10 
million people and estimated 
revenues exceeding €5.2 trillion.

We are led by our Board of Directors 
formed of 57 CEOs - evenly split 
between retailers and manufacturers.

The International Organization for Migration (IOM) is 
an intergovernmental organization with over 74 
years of experience in migration management and 
assisting migrants.

A United Nations Agency, 
with 590 offices in over 171 countries.

IOM has 175 member states 
and 8 observer states.

Partners include member states, civil society, 
the international community and private sector.



Making Migration Work for All

OBJECTIVE 1

Saving and 
protecting
people on the 
move 

OBJECTIVE 2

Delivering
solutions to 
displacement 

OBJECTIVE 3

Facilitating 
pathways for 
regular 
migration

IOM’s Strategic Plan 



Stage StageSage Stage Stage

1. EMBED 
RESPONSIBLE 

BUSINESS 
CONDUCT
INTO POLICIES & 

MANAGEMENT SYSTEMS

2. IDENTIFY & ASSESS 
ADVERSE IMPACTS
IN OPERATIONS, SUPPLY CHAINS & 
BUSINESS RELATIONSHIPS

6. PROVIDE FOR OR 
COOPERATE
IN REMEDIATION WHEN APPROPRIATE

3. CEASE, PREVENT, OR 
MITIGATE
ADVERSE IMPACTS

4. TRACK
IMPLEMENTATION AND RESULTS

6. COMMUNICATE
HOW IMPACTS ARE 

ADDRESSED

*OECD Due Diligence Guidance for Responsible Business Conduct - The human rights due diligence process* 

What does 
migration have to 
do with business?



Impact on PEOPLE

Impact on COMPANIES

Migrant Workers: Risks Faced 
in Global Supply Chains



Add body text

Challenges Faced by Migrant Workers



Add body text

The Labour Migration Process



Country of Origin Country of Destination

Private 
Employment 

Agencies

EmployerPrivate 
Recruitment 

Agencies

Private 
Recruitment 

Agencies

Sub-agents
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The Labour Migration Process



Employment
agency

Labour 
recruiter

Labour 
recruiter

Labour 
recruiter

Labour 
recruiter

Employment
agency

Labour 
recruiter

Labour 
recruiter

High risk

Lower 
risk

Country of destinationCountry of origin

Direct recruitment

Employ
er

Migrant Worker Recruitment Risk 
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Direct recruitment

Forced Labour
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Direct recruitment

Forced Labour



OVERARCHING PRINCIPLES

E.g., Migrant workers are recruited and employed in accordance 
with applicable laws in origin, transit, and destination countries

RECRUITMENT AND DEPLOYMENT

E.g., Migrant workers are not charged recruitment fees and 
related costs throughout the entire labour migration process

EMPLOYMENT

E.g., Migrant workers enjoy safe, decent, and respectful 
employment and working conditions

RETURN HOME AND ONWARD MIGRATION

E.g., Migrant workers return safely to their country of origin or 
move to another country

Guidance: Migrant Worker 
Guidelines for Employers



Direct recruitment

• Identify the specific risks posed to migrant workers during 
each stage of the labour migration process 

• Strengthen business practices, including informing human 
rights due diligence and remediation programmes

• Build stronger and collaborative relationships with business 
partners and improve overall supply chain transparenc

• Proactively engage and support migrant workers in the 
business’ operations and supply chain

Guidance: Labour Migration 
Process Mapping Guide
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Direct recruitment

Guidance: Responsible Due 
Diligence Toolkit

• Embedding ethical recruitment into policies and management systems

• Identifying and assessing adverse human and labour rights impacts on migrant workers

• Risk Assessment Tool (English, Chinese, Japanese, Korean, Thai)

• Self-assessment Checklist (English, Chinese, Japanese, Korean, Thai)

• Corrective Action Plan Template (included in the SAQ)

• Training Management Tool (English, Chinese, Japanese, Korean, Thai)

• Pre-departure; Post-Arrival & Pre-Return Orientation Guides (Latest version: English, Arabic 
| For update: Chinese, Japanese, Korean, Thai)

• Tracking implementation and results

• Worker Interview Tool (English, Chinese, Japanese, Korean, Thai) 
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Direct recruitment

Direct 
employees

Agency 
workers

Policy and
processes and 
procedures

Communicated 
internally and
externally

Skills and 
training

Ongoing
Monitoring

+/- and continuous 
improvement

Risk 
assessment

Are migrant 
workers 
present?

Were labour
recruiters 
used?

Have processes 
and procedures 
been updated?

Screening 
labour
recruiters?

Has policy been 
communicated to 
corporate and 
hotel staff, labour
recruiters, and 
workers?

Have hotel 
staff been 
trained?

Do labour
recruiters 
need 
support?

Is the policy 
being followed?

Monitoring 
recruiters?
Checking with 
workers?

What happens 
when policy is 
not followed?

Preferred 
recruiters?

Are migrant 
workers 
present?

Were they 
recruited from 
their country 
of origin?

Have processes 
and procedures 
been updated?

Screening 
employment 
agencies?

Has policy been 
communicated to 
corporate and 
hotel staff, 
employment 
agencies, and 
workers?

Have hotel staff 
been trained?

Do 
employment 
agencies need 
support?

Is the policy 
being followed?

Monitoring 
employment 
agencies?
Checking with 
workers?

What 
happens 
when policy 
is not 
followed?

Preferred 
employment 
agencies?

Checklist: Direct Employees 
vs Agency Workers
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Direct recruitment

Check out IOM’s 
Employment Contract 
Checklist

• Written agreement between employer-recruiter & recruiter-worker

• Employment contract in language worker understands

• Worker should have a written copy of the contract with sufficient time to review terms and conditions 
well in advanced of departure

• Clear, not misleading terms and conditions

• No coercion, no deception, no substitution

• Pre-departure work site orientation

• Ensure that the initial employment contract is not substituted with another employment contract at a 
later stage with less favourable conditions to the worker

Guidance: Employment 
Contract Checklist



• Establish grievance mechanisms that are accessible, fair, predictable, 
and rights-compatible

• Ensure recruiter and supplier partners also have effective mechanisms 
in place

• Protect workers from retaliation; uphold the rights of whistleblowers 
and human rights defenders

• Involve workers—including women and marginalized groups—in the 
design and evaluation of grievance systems

• Provide multiple channels for complaints (e.g., hotlines, SMS, email, 
trusted intermediaries)

• Clearly define the mechanism's scope, timelines, procedures, 
languages, and trained focal points

Guidance: Remediation 
Handbook & Guidance



Guidance

Tools

Templates

Training

Communications

Scan the QR code to 
access to IOM Resource 
Package for Business

Scan the QR code to 
access to IOM Global 
Brief on MBHR

MBHR Tools & Resources



From Commitment to Action:
IOM – Fast Retailing Partnership



Thank you
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