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Terminology

Foreigner is any person, with or without citizenship, who, according to the Albanian legislation, is
not an Albanian citizen.

Residence Permit is a document issued by the competent authorities which authorizes and permits
a foreigner to stay in the Republic of Albania for more than 90 days within 180 days.

Work permit is the authorization issued by the responsible state authority to a foreigner, for busi-
ness purposes, to be employed, self-employed or for professional training.

Family reunification is the entry and stay in the Republic of Albania of family members of an
Albanian citizen, who do not have Albanian citizenship or a foreigner or a refugee resident in the
Republic of Albania, with the purpose of maintaining the family, regardless of whether the family
relationship is established before or after the entry of a foreigner into the Republic of Albania, in
cases of family reunification of the foreigner's family.

Labor exploitation is explicitly recognized as a form of human trafficking under the Albanian Penal
Code, encompassing practices such as forced labor, servitude, withholding of wages, inhumane
working conditions and other forms of abuse

Discrimination: This occurs when an employee is treated unfairly based on factors such as gender,
race, nationality, religion, or other protected characteristics. It violates anti-discrimination laws.

Harassment (Mobbing): This refers to persistent bullying, mistreatment, or hostile behavior by an
employer or colleagues, creating a toxic work environment. Mobbing, or workplace bullying, often
leads to emotional or psychological harm.

Defamation or False Accusations: Making false accusations about an employee, especially if it
harms their reputation or career, can be considered defamation and may violate the worker's rights
under labor laws, especially if it leads to unfair disciplinary actions or dismissal.

Retaliation: This occurs when an employer punishes an employee for reporting concerns, filing
complaints, or speaking up about unfair treatment, harassment, or violations of labor laws. It vio-
lates labor laws that protect employees from retaliation, such as whistleblower protection laws.
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CHAPTER L.
INTRODUCTION AND CONTEXT
OVERVIEW

Introduction

Albania has long been recognized as a coun-
try of emigration, with approximately one-third
of its population residing abroad. Over time,
the country has experienced a notable shift in
both inward and outward migration patterns.
Historically, economic challenges and political
transitions have driven substantial numbers of
Albanians to seek opportunities abroad. Due to
high emigration rates, it has always been per-
ceived as origin country for irregular migrants
and asylum seekers. However, in recent years,
alongside the global mobility trends, Albania
has also withessed a diversification of migra-
tion patterns, encompassing both emigration
and increasing tendency for immigration.

Since 2015, the country has become a transit
path for irregular migrants and refugees travel-
ing through the western Balkan transitory route,
and lately a destination country for foreign labor
migrants. Integration into regional and inter-
national markets has positioned Albania as an
attractive destination for foreign workers seek-
ing better employment opportunities. Albania’s
strategic geographical location, coupled with
ongoing labor shortages in key sectors such as
agrotourism and industry, has recently made
the country an appealing destination for foreign
labor migrants. These labor gaps, driven by
structural mismatches in the domestic work-
force and emigration of skilled and unskilled
workers, have created a demand for foreign
labor to sustain economic growth. Migrants are
stepping in to fill these vacancies, particularly
in sectors such as construction, agriculture,
and services, where local labor supply remains
insufficient. This trend underscores the need
for targeted labor market policies to effectively
integrate migrant workers, address skill short-
ages, and ensure sustainable economic devel-
opment while upholding labor standards and
rights.

Recent labor migration trends show an in-
crease of foreign employees in the labour
market through years. As of the end of 2023,
Albania recorded a total of 21,460 foreigners
holding residence permits, reflecting an 18.2%
increase compared to 2022. The demographic
breakdown shows that the primary purpose for
residence permits in 2023 was employment.
Between 2018 and 2022, a total of 74,350 for-

eigners applied for residence permits in Alba-
nia. The primary reason for these residence
permits is employment. While these shifts
reflects Albania’'s evolving role in the global
labor market and a turning point into the migra-
tory movements, they present both opportuni-
ties for growth and challenges in ensuring fair
labor practices, integration, and the protection
of migrant workers' rights. These data trigger
the need for promoting sensitive policies that
ensure protection against any form of discrim-
ination in the labor market, while the same
time guaranteeing the fundamental rights and
freedoms of foreigners in Albania. International
reports continue to rank Albania as a country
with a fragile democracy, struggling with en-
during challenges in areas such as combating
corruption, addressing organized crime, and
tackling human trafficking.

In terms of organized crime, the U.S. Depart-
ment of State’s Trafficking in Persons Report
(2023) continues to cite Albania as a signifi-
cant source and transit country for human traf-
ficking, where criminal networks exploit gaps in
law enforcement and victim protection systems.
In Albania, labor exploitation is explicitly recog-
nized as a form of human trafficking under the
Albanian Penal Code, encompassing practices
such as forced labor, servitude, withholding of
wages, inhumane working conditions and other
forms of abuse. This phenomenon is particu-
larly pressing due to the vulnerability of certain
populations, including migrant workers and
individuals from economically disadvantaged
regions. Women, particularly foreign migrant
workers, are disproportionately vulnerable to
labor exploitation due to intersecting factors
such as gender inequality, precarious migration
status, and limited access to legal protections.
Recognizing this heightened risk, it is essential
to understand the dynamics that contribute to
their exploitation, including the push factors
(e.g., poverty, lack of opportunities in home
countries) and pull factors (e.g., demand for
low-cost labor in sectors with limited oversight).

To address this phenomenon in a comprehen-
sive way, this scoping study has been conduct-
ed to identify the various forms of labor ex-
ploitation impacting foreign labor migrants, with
a specific emphasis on the Filipino community
in Albania. More particularly, this study seeks to
analyze the structural factors underlying these
vulnerabilities and provide evidence-based in-
sights to inform policies focused on prevention,
protection, and remediation.
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Methodology

The research methodology employed in this
study utilized a mix methodological approach
to gather comprehensive insights from labor
migrants and experts. The methodological
approach included: social gatherings with
foreign labor migrants and CSOs representa-
tives, expert interviews and one questionnaire
for foreign labor migrants. This mixed-method
approach, combining focus groups and sur-
veys, ensured a robust and nuanced under-
standing of the issues, enhancing the accuracy
and relevance of the findings while prioritizing
the voices of those directly affected by the
research topic.

Social gathering

Empirical data were collected through four
social gatherings (SG): three SG involved a total
of 67 foreign labor migrants and one SG with

13 representatives from Civil Society Organiza-
tions (CSOs). The methodological instrument
for foreign labor migrants was designed to cap-
ture the experiences of foreign labor migrants
by gathering firsthand accounts from the mi-
grants themselves. It aimed to understand their
individual perspectives on recruitment, working
conditions, rights violations, and experiences of
treatment and abuse within the workplace. The
focus was on their lived realities and personal
challenges, highlighting specific issues related
to job expectations, discrimination, harassment,
or legal abuses. The instrument explored the
recruitment process, focusing on transparency
and any discrepancies between job descrip-
tions and actual work. It examined issues such
as contract terms, safety, and respect upon
arrival, and investigated unfair treatment, ha-
rassment, discrimination, threats, and violence
in the workplace. Additionally, it addressed
worker rights abuses, safety concerns, salary
issues, and deception about life in Albania. The
instrument sought to uncover challenges such
as domestic servitude, debt bondage, forced
labor, and the withholding of legal documenta-
tion, with the goal of identifying the key abuses
and difficulties faced by foreign labor migrants.

Capturing expert views from frontliners and
professionals who had worked in the field for
several years, as well as from CSOs offering
services to labor migrants, provided a broader,
institutional perspective. Experts had a deep
understanding of the systems, policies, and
structural factors impacting labor migrants, as
they worked directly with these populations on
a daily basis. Their insights focused on sys-
temic issues such as gaps in legal protections,

challenges in enforcement, the effectiveness

of migrant support services, and the overall im-
pact of migration policies. Expert views offered
an understanding of how these challenges were
being addressed or overlooked within the larger
framework of migrant support services. They
also provided context on trends, the role of
government and NGOs, and how the landscape
for labor migrants was evolving. Their views
contributed to a more holistic understanding of
the field, highlighting both the successes and
limitations of existing support systems for labor
migrants in Albania.

Questionnaires

In addition to the focus groups, anonymized
questionnaires were distributed to approximate-
ly 22 representatives of the Filipino community,
enabling the research to incorporate both direct
personal insights and broader community view-
points on several aspects of work, including
issues with labor exploitation

Expert interviews

Finally, the methodology included five expert
interviews: two community leaders, two law-
yers, and one CSO frontliner specializing in
migrant services. These interviews offered
diverse perspectives to better gain more insight
on the loopholes, struggles, challenges faced
by the foreign workers in Albania and institu-
tional bottlenecks. These interviews served to
fine tune and triangulate the findings from the
social group on migrant-related issues.

Given the potential risk commonly identified

in our country—due to the closure of institu-
tions—that pertains to sensitive issues such as
smuggling, exploitation, and trafficking, specific
mitigation measures were implemented. These
measures were developed by the expert in col-
laboration with the MWL staff.

Official letters were shared with the identified
institutions/public authorities, aiming on intro-
ducing to them the initiative undertaken, pur-
pose of the analysis of the statistical data and
analytic data which will be gathered, as well
requesting to them a contact person engaged
throughout the initiative;

In person meetings were organized with the
institutional’ representatives and interested
stakeholders; If the institutions/public actors
did not react to the official cooperation letter/s
addressed, official request for public informa-
tion were addressed to them, in accordance
with the Law no. 119/2014 “On the Right of
Information”.

Anonymity and confidentiality of data
To ensure confidentiality and anonymity due
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to the sensitive nature of the data, the meth-
odology employed several safeguards. First,

all interviews and data collection from both
labor migrants and experts were conducted
with informed consent, ensuring participants
understood their rights to privacy and confi-
dentiality. Personal identifiers were removed or
anonymized in the reporting process, and data
was securely stored to prevent unauthorized
access. For migrant participants, especially
those sharing potentially sensitive experiences
such as abuse or exploitation, specific precau-
tions were taken to ensure that their identities
were protected and that any potentially harmful
information was not traceable back to them.
For experts, the methodology ensured that their
professional insights were captured without
disclosing their personal identities or the spe-
cific organizations they represent. This was
particularly important in protecting both the in-
tegrity of the data and the safety of the partici-
pants, given the potentially controversial nature
of the issues discussed, such as gaps in legal
protections or challenges with enforcement. By
maintaining strict confidentiality and anonymity,
the methodology allowed for open discussions,
enabling participants to share their experienc-
es and perspectives without fear of retaliation
or exposure, which was crucial for gathering
accurate and meaningful data on the sensitive
issues faced by labor migrants in Albania.

Limitations:

The empirical data collected from respondents
during the specified timeframe 2023-2024
should be interpreted with contextual aware-
ness, as it does not offer a complete depiction
at a national level. This data is based on a
convenience sample of migrants from for-

eign migrants, with special focus on Filipino
community in the survey locations during the
timeframe indicated and can therefore not be
generalized to the broader population of foreign
labor migrants in Albania. Instead, it provides

a focused analysis of the labor migrants within
the specific locations and during the study peri-
od, serving as a milestone study for targeted
policy interventions and strategic planning re-
garding the labor conditions of foreign workers
in Albania. Additionally, due to the sensitive na-
ture of the issues discussed, including exploita-
tion, trafficking, and labor conditions, there are
inherent challenges related to data collection.
Furthermore, gender considerations must be
acknowledged, as male and female migrants
may experience different vulnerabilities and
challenges within the labor market, and these
differences may not have been fully captured in
the study.
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1. CONTEXT OVERVIEW

1. An overview of labor migrants in Albania

In the past decade, Albania has experienced mixed migration flows and has increasingly become a
destination for foreigners, not only for tourism but also for labor migration. The number of foreign-
ers holding residence permits in Albania has risen in recent years. As of the end of 2023, Albania
recorded a total of 21,460 foreigners holding residence permits, reflecting an 18.2% increase com-
pared to 2022. The demographic breakdown shows that 63.8% of these residents are male, while
females account for 36.2%. In 2023, there were 12,430 applications for residence permits, marking
a 22.7% rise from the previous year. The largest age group among foreigners with residence per-
mits is those aged 30 to 39, accounting for 22.5% of the total resident foreign population.

Table 1. Foreigners with residence permits by sex, 2014-2023
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INSTAT 2024. Foreigners in Albania, 2023

The number of applications for residence permits in Albania, in 2023 was 12,430, by marking an
increase by 22.7 % compared to 2022. As for the country of origin, the largest groups of resident
foreigners come from Kosovo, Italy, and Turkey, with 3,712, 3,375, and 1,693 individuals, respec-
tively. In 2023, the total number of foreigners with residence permits in Albania reached 21,460,
with Europeans making up 15,223 (comprising 70.9% of the foreign population), Asians totaling
3,784, and residents from America, Africa, and Oceania comprising 2,453. The primary purpose
for residence permits in 2023 was employment, Other reasons were: family reunification for
22.2%, other reasons for 13.3%, humanitarian purposes for 12.4%, and educational reasons for
3.7%.

Table 2. Applications for residence permit in Albania by country of origin 2022 - 2023
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Sectors of employment: A significant challenge faced by private employers in Albania, particularly
in the agriculture sector, is the shortage of seasonal workers, largely driven by migration trends.
However, the actual number of seasonal workers in the country may be higher than reported, given
the substantial levels of informality in labor practices. This informality extends beyond the sectors
highlighted in this report, indicating that many workers remain unregistered, complicating efforts to
accurately assess the seasonal workforce and address labor market needs effectively.

During the period January - October 2024, a total of 9,405 foreign nationals received work permit.
The economic sectors with the highest number of employment approval requests are:

Table3. Economic Activities of foreign labour migrants

Accommodation and food service activities

Other service activities

Construction

Wholesale and retail trade; Repair of motor vehicles and motorcycles

Manufacturing - Other manufacturing industries

Activities of organizations and international bodies

Agriculture, forestry, and fishing

Transportation and storage

Manufacturing - Textile processing, garment manufacturing, and production of leather and leather products
Extractive industry

Information and communication

Arts, entertainment, and recreation

Education

Healthcare and social work activities

Manufacturing - Production of wood and wood products, paper and paper products, printing
Manufacturing - Processing of food products, beverages, and tobacco products

Electricity, gas, steam, and air conditioning supply

Other economic activities

Economic Activities

Q QL Q N N N N O
S W& \00 ’0/0 \ub

Number of Approvals

Source: Official communication, Response to
RFI, National Agency for Employment and
Skills, dated 12 February 2025

Source: Official communication, Response to RFI, National Agency for Employment and Skills, dated 12 February 2025

As concerning irregular migrants, 6,630 irregular foreigners were identified within Albania in 2023,
with approximately 44.0% originating from Afghanistan and Syria.

Graph 1. Irregular foreigners, 2019 — 2023
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[.2. Modern Slavery in Albania:
Trends in labor exploitation and mul-
tiple vulnerabilities of migrants

Labor exploitation is widely recognized as a
violation of fundamental human rights and is
consequently addressed within both national
and international legal frameworks. This under-
scores the imperative for the implementation of
rigorous measures to effectively prevent and
combat such practices. Labor Code provides
that forced labor in all its forms is prohibited
and that the forced or compulsory work is any
work or service that is required of an individual
against his will, threatening any type of punish-
ment”.

The rights of migrant workers are safeguarded
by a comprehensive legal framework and vari-
ous sublegal acts. Regardless the compressive
legal framework, Albania is still considered as

a country of origin, transit, and destination for
victims and potential victims of trafficking. The
predominant forms of trafficking in the country
include trafficking for sexual exploitation, which
involves forced prostitution, and trafficking

for begging and forced labor. Key drivers of
trafficking in Albania include poverty, unem-
ployment, and social instability, which increase
individuals' susceptibility to exploitation by traf-
ficking networks. Females, especially women
and girls, are the most at risk of victimization,
facing high rates of exploitation for prostitu-
tion and other forms of trafficking. Addressing
the root causes and systemic vulnerabilities is
critical to combatting trafficking and protecting
at-risk populations in Albania.

Despite the regulatory and institutional frame-
work, between 2018 and 2023, official data
indicates that Albania ranked among the West-
ern Balkans countries with the highest number
of labor exploitation victims. In Albania, the
surge in summer tourism creates a labor short-
age, driving demand for unskilled workers.
The 2023 Global Slavery Index estimates that,
in 2021, approximately 11.8 out of every 1,000
people in Albania were subjected to mod-

ern slavery. This translates to around 34,000
individuals experiencing forced labor or forced
marriage during that year. Albania ranks 15th
globally and 7th within Europe and Central Asia
in terms of the prevalence of modern slavery.
The Albanian government scored 62 out of
100 in its response to modern slavery, ranking
above the regional average. Among the five
response areas assessed, the government has
made the most progress in addressing risk
factors for modern slavery, while taking the

least action to mitigate risks within government
and business supply chains. A key priority
recommendation for the Albanian government
is to criminalize forced labor in alignment with
international conventions.

GRETA as well, the Council of Europe's expert
group on combating human trafficking, has
urged all countries in the region to enhance
efforts in identifying victims of labor exploita-
tion. This includes implementing comprehen-
sive training programs for labor inspectors and
other professionals to strengthen their ability
to detect victims and provide a more accurate
understanding of the issue. For the reporting
period 2019-2023, a total of 625 VoT/PVoT
have been identified. Below is a table with data
regarding two forms of exploitation.

Table 4. Forms of exploitation

Sexual exploitation

e 0 2019 2020 2021 2022 2023 Total

ﬁ N 65 48 59 60 80 312

Forced Labour

® 2019 2020 2021 2022 2023 Total

)

4 3 16 5 3 36

Source: GRETA, 2024

|.3.  Literature review: Exploring
vulnerabilities of (labor) migrants in
Albania

To date, there is a limited body of scholarly
research specifically addressing the labor mar-
ket exploitation of foreign workers, particularly
in the context of Albania. While much of the
existing literature on migration tends to focus
on broader patterns of immigration and emi-
gration in Albania, with few studies exploring
foreign workers in agrotourism sector (Bejko
et. al., n.d) and labor exploitation of foreign
migrants(Pordevic, & Petrovi¢,2024).

The IOM report on the Displacement Tracking
Matrix (DTM) and Flow Monitoring Surveys
(FMS), which focuses on migrants, refugees,
and asylum seekers traveling along mixed
migration routes, provides valuable insights
into the vulnerabilities faced by specific mi-
grant groups. It highlights key risk factors

and challenges encountered throughout their

i
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journeys. During the journey, 20 per cent of
the respondents reported at least one problem,
ranging from robbery, financial problems, theft
of documents, health problems as well as a lack
of food and shelter. More than one-tenth (10%)
of the respondents noted that they had experi-
enced some form of physical violence on their
journeys. The reported experiences of violence
and abuse took place mostly in Tlrkiye, Alba-
nia, and Greece. Forms of migrants' vulnerabili-
ty and abuse, violence and exploitation include:
Worked or performed other activities without
receiving the expected payment; perform work
or other activities against their will; approached
by someone offering a marriage; kept at a cer-
tain location against their will; experienced any
form of physical violence; forced to travel or to
move; lied to, tricked, manipulated, indebted,
given false promises, or otherwise deceived in
order to get to travel/move; lack of access to
travel documents during their journey.

The complex issues surrounding labor exploita-
tion, working conditions, and legal protections
for foreign workers have yet to be thoroughly
examined. The absence of studies and as-
sessment reports on the Filipino community in
Albania significantly hampers efforts to prevent
exploitation, human trafficking, and irregular
employment. Without understanding the spe-
cific challenges and vulnerabilities faced by
Filipino workers, authorities and NGOs struggle
to create effective, targeted interventions and
policies. Thus, comprehensive studies and
assessments are crucial for developing evi-
dence-based strategies to combat exploitation
and ensure fair treatment of Filipino workers in
Albania.

TRUTH, RESPONSIBILITY, INTEGRITY, COURAGE, EMPATHY
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CHAPTER II.
International standards on la-
bor migration

International standards on gender responsive
framework on labor migration The international
community has established several standards
and recommendations to ensure that labor
migration policies are responsive to gender
considerations and protect the rights of migrant
workers. This section explores the foundational
international and regional legal frameworks that
shape responsive approaches to labor migra-
tion. By examining international instruments,
we can better understand how these standards
address the specific needs of migrant women a
and men and promote equitable labor migration
practices. These frameworks not only outline
the rights and protections afforded to migrants
but also provide guidance on implementing
gender-sensitive policies to enhance their
well-being and safeguard their human rights
throughout the migration process.

The United Nations International Convention

on the Protection of the Rights of All Migrant
Workers and Members of Their Families do not
distinguish between sex or marital status (Art.
1). It sets out the human rights of all migrant
workers irrespective of their legal status, while
Part IV prescribes the rights that are applicable
only to those who have regular status. Part VI
contains provisions that could be of relevance
to migrant women, especially in relation to
trafficking. States Parties are requested to reg-
ulate recruitment agencies for employment in
another State (Art. 66) and provide information
to migrant workers in all stages of the migration
process (Art. 65).

ILO Convention 181 in Article 11 defines the es-
sential elements of a mediation contract,

which should provide for equality of rights for
agency workers: (a) freedom of association;
(b) collective bargaining; (c) minimum wages;
(d) working time and other working conditions;
(e) statutory social security benefits; (f) access
to training; (g) occupational safety and health;
(h) compensation in case of occupational acci-
dents or diseases; (i) compensation in case of
insolvency and protection of workers claims; (j)
maternity protection and benefits, and parental
protection and benefits.

The Convention on the Elimination of All Forms
of Discrimination Against Women (CEDAW), ad-
opted by the United Nations General Assembly
approximately 35 years ago, stands as a pivotal
international instrument for advancing women's

rights’. Although CEDAW does not specifical-
ly target refugee or migrant women, it applies
universally to all women, reinforcing fundamen-
tal human rights. The Convention is a dynamic
legal document that evolves with international
human rights trends and addresses the rights
of migrant women through General Recom-
mendation No. 32 (2014) on gender dimensions
related to refugee status, asylum, nationality,
and statelessness, as well as General Recom-
mendation No. 26 (2008) on migrant women
workers?2. Article 3 of CEDAW mandates State
Parties to implement all appropriate measures,
including legislative actions, to ensure that
women can exercise and enjoy their human
rights and fundamental freedoms on an equal
basis with men. Article 11 addresses the elimi-
nation of discrimination in employment, Article
12 concerns equal rights to health care ser-
vices, including family planning, and Article 15
guarantees both men and women equal rights
regarding freedom of movement and choice of
residence.

General Recommendation No. 26 on Migrant
Workers provides a comprehensive framework
for developing gender-sensitive migration pol-
icies that are grounded in human rights princi-
ples. Specifically, the paragraph 23, emphasiz-
es that CEDAW and General Recommendation
No. 26 should guide the creation of policies
that promote gender equality and non-dis-
crimination throughout all stages of migration.
This approach is intended to facilitate migrant
women workers' access to safe employment
abroad and ensure their rights are protected?®.
This recommendation offers detailed guidance
for State Parties on how to uphold, protect,

and realize the human rights of migrant women
workers. It includes recommendations for coun-
tries of origin, transit, and destination, address-
ing independent migrant women workers, those
who join family members who are also workers,
and undocumented migrant women workers.

Equal Remuneration Convention, 1951 (No. 100)
This convention requires ratifying countries to
ensure the application to all workers of the prin-
ciple of equal remuneration for men and women
for work of equal value.

1 The Convention on the Elimination of All Forms

of Discrimination Against Women (CEDAW) was adopted
and opened for signature, ratification, and accession by
General Assembly resolution 34/180 on December 18, 1979,
and entered into force on September 3, 1981, in accordance
with Article 27(1).

2 General Recommendation No. 26 on Migrant
Women Workers (2008), CEDAW/C/2009/WP.1/R.
3 General Recommendation No. 26 on Migrant

Women Workers (2008), CEDAW/C/2009/WP.1/R.
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Discrimination (Employment and Occupation)
Convention, 1958 (No. 111)

This convention requires ratifying countries to
declare and pursue a national policy designed
to promote, by methods appropriate to national
conditions and practice, equality

of opportunity and treatment in respect of em-
ployment and occupation, with a view to elimi-
nating any discrimination in these fields.

Both conventions are fundamental conventions.
Following the adoption of the ILO Declaration
on Fundamental Principles and Rights at Work,
member states must promote the principles of
these conventions whether they have ratified
them or not.

More recently, the ILO has adopted two in-
struments to address growing concerns on
violence and harassment at work, including
gender-based violence and harassment. These
instruments are The Violence and Harassment
Convention, 2019 (No. 190) and the accompa-
nying Violence and Harassment Recommenda-
tion (No. 206). The recommendation includes a
specific reference to migrant workers: “Mem-
bers should take legislative or other measures
to protect migrant workers, particularly women
migrant workers, regardless of migrant status,
in origin, transit and destination countries as
appropriate from violence and harassment in
the world of work."

One additional labour standard which is im-
portant to consider when looking at gender and
labour migration is the Domestic Workers Con-
vention, 2011 (No. 189). The convention recalls
in its preamble that “domestic work continues
to be undervalued and invisible and is mainly
carried out by women and girls, many of whom
are migrants or members of disadvantaged
communities and who are particularly vulnera-
ble to discrimination in respect of conditions of
employment and of work, and to other abuses
of human rights.”

At the European level, the Istanbul Convention
introduces specific measures for protecting
migrant women: It allows for autonomous res-
idence permits for migrant women trapped in
abusive relationships if their residency status is
dependent on an abusive spouse or partner.

It mandates that State Parties recognize gen-
der-based violence as a form of persecution
under the 1951 Refugee Convention (Article 60,
paragraph 1).

It requires that asylum grounds listed in the 1951
Refugee Convention be interpreted with gender
sensitivity (Article 60, paragraph 2).

It obliges the establishment of gender-sensitive
procedures, guidelines, and support services in
the asylum process (Article 60, paragraph 3).

It prohibits the return of victims of violence
against women to places where their lives are
at risk or where they may face torture or inhu-
mane treatment.

The Beijing Platform for Action from the Fourth
World Conference on Women (1995) outlines a
rights-based, three-dimensional approach for
evaluating safe and rights-respecting migra-
tion for employment purposes. This approach
considers: Women's rights to legal migration
opportunities, including access to safe and
legal employment and protection from exploita-
tion and violence; Rights during the migration
process, such as safe recruitment, travel,

fair compensation, decent working condi-
tions, housing, and living conditions, as well
as rights related to family life, legal services,
decision-making, health care, and information,
Rights achieved through migration, promoting
outcomes such as increased autonomy and
bargaining power, control over earnings, and
enhanced decision-making within the family
in the country of origin®. These frameworks
collectively contribute to the formulation of
policies and practices aimed at addressing the
unique challenges faced by migrant women,
ensuring their rights and well-being within the
global migration context.

The ILO Conventions on Migrant Workers (C.
97, C. 143), the LO Declaration on Fundamen-
tal Principles and Rights at Work and the ILO
non-binding Multilateral Framework on Labour
Migration are important sources of protection
for migrant women. These rights relate to, inter
alia, remuneration, membership of trade unions,
collective bargaining, social security, legal pro-
ceedings and equal opportunity for and treat-
ment of migrant workers with that of national
workers. However, these conventions were
adopted when women mostly migrated in the
context of family reunification, whereas today
women are increasingly migrating independent-
ly. The Multilateral Framework on Labour
Migration promotes the protection of female
migrant workers by calling for gender-sensitive
policies, sex-disaggregated data, the provision
of opportunities for decent work for all women
of working age, bilateral and multilateral agree-

4 Council of Europe Treaty Series - No. 210 Con-
vention on Preventing and Combating Violence against
Women and Domestic Violence (Istanbul Convention)

5 United Nations. (1995, October 27). Beijing dec-
laration and platform for action. Fourth World Conference
on Women. https://www.un.org/womenwatch/daw/beijing/
platform/
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ments addressing gender specific trends, and measures to address trafficking, and assist and

protect victims, among others

The European Convention on Human Rights (1950) has been ratified by all member states of the
Council of Europe. In the migration context, its articles that are commonly relied on by applicants
are: Article 3 (Prohibition of torture, inhuman or degrading treatment or punishment), Article 4
(Prohibition of slavery and forced or compulsory labour), Article 8 (Right to private and family life),
Article 9 (Right to freedom of religion) and Article 14 (Enjoyment of the rights and freedom of the
Convention without discrimination). Migrant women do not have a privileged position over any

other group.

The human rights and fundamental freedoms of all persons are set out in the Universal Declara-
tion of Human Rights, the International Covenant on Civil and Political Rights and the International
Covenant on Economic, Social and Cultural Rights . These rights include the right not to be held in
slavery or servitude; the right to marry and to found a family; and the right to work, to free choice
of employment and to just and favourable conditions of work.

SDG indicator 10.7.2 is important for monitoring progress in meeting migration related targets of
the 2030 Agenda- SDG indicator 10.7.2, Number of countries with migration policies to facilitate or-
derly, safe, regular and responsible migration and mobility of people, provides the evidence base,
together with other indicators, for monitoring progress in achieving SDG target 10.7

Equality of treatment for all categories of workers, including migrant workers, is enshrined in Ob-
jective 6 of the Global Compact for Safe, Orderly and Regular Migration

IOM has established a voluntary, multi-stakeholder initiative to promote ethical recruitment: The
International Recruitment Integrity System (IRIS). As part of certification, labour recruiters un-
dergo an online self-assessment and, if it is positive, submit an application. This is followed by a
desk review of recruiters' practice through reference to documents (policies, advertisements or
contracts), which need to be submitted upon request. Next, a dedicated auditor performs an “on
site” verification of how the policies are implemented by carrying out interviews with the recruiter,

corporate partners and works.

Table 5. International Convention

Ratified

Not Ratified

Fundamental Convention

C029 - Forced Labour Convention, 1930 (No. 29)

C087 - Freedom of Association and Protection of the Right

to Organise Convention, 1948 (No. 87)

C098 - Right to Organise and Collective Bargaining Con-
vention, 1949 (No. 98)

C100 - Equal Remuneration Convention, 1951 (No. 100)
C10)5 - Abolition of Forced Labour Convention, 1957 (No.
105

C111 - Discrimination (Employment and Occupation) Con-
vention, 1958 (No. 111)

C138 - Minimum Age Convention, 1973 (No. 138) (Minimum
age specified: 16 years)

(C155 S O)ccupational Safety and Health Convention, 1981
No. 155

C81§)2 - Worst Forms of Child Labour Convention, 1999 (No.
1

C187 - Promotional Framework for Occupational Safety and
Health Convention, 2006 (No. 187)

Governance (Priority) Convention

C081 - Labour Inspection Convention, 1947 (No. 81)
C122 - Employment Policy Convention, 1964 (No. 122)
C129 - Labour Inspection (Agriculture) Convention, 1969
(No. 129)

C144 - Tripartite Consultation (International Labour Stan-
dards) Convention, 1976 (No. 144)

Technical Convention

C004 - Night Work (Women) Convention, 1919 (No. 4)
CO005 - Minimum Age (Industry) Convention, 1919 (No. 5)
CO006 - Night Work of Young Persons (Industry) Conven-
tion, 1919 (No. 6)

Fundamental Instrument

P029 - Protocol of 2014 to the Forced Labour Convention,
1930

Technical Instrument

CO012 - Workmen's Compensation (Agriculture) Convention,
1921 (No. 12)

CO014 - Weekly Rest (Industry) Convention, 1921 (No. 14)
C094 - Labour Clauses (Public Contracts) Convention,
1949 (No. 94)

C106 - Weekly Rest (Commerce and Offices) Convention,
1957 (No. 106{

CMO0 - Plantations Convention, 1958 (No. 110)

CM115 - Radiation Protection Convention, 1960 (No. 115)
C118 - Equality of Treatment (Social Security) Convention,
1962 (No. 118)

C120 - Hygiene (Commerce and Offices) Convention, 1964
(No. 120)

C121 - Employment Injury Benefits Convention, 1964
[Schedule | amended in 1980] (No. 121)

C124 - Medical Examination of Young Persons (Under-
ground Work) Convention, 1965 (No. 124)

C128 - Invalidity, Old-Age and Survivors' Benefits Conven-
tion, 1967 (No. 128)

C130 - Medical Care and Sickness Benefits Convention,
1969 (No. 130)

C137 - Dock Work Convention, 1973 (No. 137)

C139 - Occupational Cancer Convention, 1974 (No. 139)
C140 - Paid Educational Leave Convention, 1974 (No. 140)
C142 - Human Resources Development Convention, 1975
(No. 142)

C148 - Working Environment (Air Pollution, Noise and Vi-
bration) Convention, 1977 (No. 148)
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Table 5. International Convention (continuing)

Ratified

Not Ratified

COO1O - Minimum Age (Agriculture) Convention, 1921 (No.
1

(CNO111—1)Right of Association (Agriculture) Convention, 1921

0.

CO016 - Medical Examination of Young Persons (Sea) Con-

vention, 1921 (No. 16)

C021 - Inspection of Emigrants Convention, 1926 (No. 21)

(C026 S )Minimum Wage-Fixing Machinery Convention, 1928

No. 26

CO052 - Holidays with Pay Convention, 1936 (No. 52)

(C058 = )Minimum Age (Sea) Convention (Revised), 1936

No. 58

(COSQ é)Minimum Age (Industry) Convention (Revised), 1937

No. 5

CO077 - Medical Examination of Young Persons (Industry)

Convention, 1946 (No. 77)

CO078 - Medical Examination of Young Persons (Non-Indus-

trial Occupations) Convention, 1946 (No. 78)

C088 - Employment Service Convention, 1948 (No. 88)

C095 - Protection of Wages Convention, 1949 (No. 95)

C097 - Migration for Employment Convention (Revised),

1949 (No. 97)

C102 - Social Security (Minimum Standards) Convention,

1952 (No. 102)

C121)2 - Minimum Age (Fishermen) Convention, 1959 (No.

i

C131 - Minimum Wage Fixing Convention, 1970 (No. 131)

Cél3)5 - Workers' Representatives Convention, 1971 (No.

135

01%1 - Rural Workers' Organisations Convention, 1975 (No.

141

C143 - Migrant Workers (Supplementary Provisions) Con-

vention, 1975 (No. 143)

C147 - Merchant Shipping (Minimum Standards) Conven-

tion, 1976 (No. 147)

P147 - Protocol of 1996 to the Merchant Shipping (Minimum

Standards) Convention, 1976

C150 - Labour Administration Convention, 1978 (No. 150)

(C’\’II51 ‘I—S%s':!bour Relations (Public Service) Convention, 1978
0.

C154 - Collective Bargaining Convention, 1981 (No. 154)

C156 - Workers with Family Responsibilities Convention,

1981 (No. 156)

C167 - Safety and Health in Construction Convention, 1988

(No. 167)

C168 - Employment Promotion and Protection against Un-

employment Convention, 1988 (No. 168)

C171 - Night Work Convention, 1990 (No. 171)

C173 - Protection of Workers' Claims (Employer's Insolven-

cy) Convention, 1992 (No. 173)

C174 - Prevention of Major Industrial Accidents Convention,

1993 (No. 174)

C175 - Part-Time Work Convention, 1994 (No. 175)

%’Ig)6 - Safety and Health in Mines Convention, 1995 (No.

C177 - Home Work Convention, 1996 (No. 177)

C178 - Labour Inspection (Seafarers) Convention, 1996
(No. 178)

C18)’I - Private Employment Agencies Convention, 1997 (No.
181

C183 - Maternity Protection Convention, 2000 (No. 183)
(Period of maternity leave: 365 calendar days)

C185 - Seafarers' Identity Documents Convention (Re-
vised), 2003, as amended (No. 185)

MLC,)2006 - Maritime Labour Convention, 2006 (MLC,
2006

%18)0 - Violence and Harassment Convention, 2019 (No.
1

C149 - Nursing Personnel Convention, 1977 (No. 149)

C152 - Occupational Safety and Health (Dock Work) Con-
vention, 1979 (No. 152)

C157 - Maintenance of Social Security Rights Convention,
1982 (No. 157)

C159 - Vocational Rehabilitation and Employment (Disabled
Persons) Convention, 1983 (No. 159)

C160 - Labour Statistics Convention, 1985 (No. 160)

1ij161 - Occupational Health Services Convention, 1985 (No.

C162 - Asbestos Convention, 1986 (No. 162)

C169 - Indigenous and Tribal Peoples Convention, 1989
(No. 169)

C170 - Chemicals Convention, 1990 (No. 170)

C172 - Working Conditions (Hotels and Restaurants) Con-
vention, 1991 (No. 172)

C184 - Safety and Health in Agriculture Convention, 2001
(No. 184)

C188 - Work in Fishing Convention, 2007 (No. 188)

C189 - Domestic Workers Convention, 2011 (No. 189)

C191 - Safe and Healthy Working Environment (Consequen-
tial Amendments) Convention, 2023 (No. 191)

P081 - Protocol of 1995 to the Labour Inspection Conven-
tion, 1947

P089 - Protocol of 1990 to the Night Work (Women) Con-
vention (Revised), 1948

P110 - Protocol of 1982 to the Plantations Convention, 1958
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CHAPTER III.

LEGAL AND INSTITUTIONAL
FRAMEWORK ON LABOR MI-
GRATION

[11.1.  Legal framework

Constitution of the Republic of Albania. Ap-
proved by Law No. 8417, dated November 28,
1998, amended

The right to employment is provided for in
Article 49(1) of the Constitution which defines
that “Everyone has the right to earn a means
of living by lawful work that he/she has cho-
sen or accepted himself. Each person is free
to choose his profession and place of work as
well as the manner of achieving professional or
other qualifications or training".

Law No. 7961/1995 “Labor Code the Republic
of Albania”, amended

The Labor Code of the Republic of Albania
guarantees non-discrimination of local and for-
eign workers, in its article 9. The Labour Code
provides for the contractual regulation of the
employment relationships between the employ-
er and the employee by means of an individual
or a collective labour agreement.

Law No. 79/2021, "On Foreigners," governs the
framework for the entry, stay, employment, and
exit of foreign nationals to and from the Repub-
lic of Albania. The law outlines the roles and
responsibilities of state authorities, as well as
other public and private entities, both domestic
and international. Its provisions align with key
principles, including the best interest of the
child, the right to family life, the prohibition of
refoulement, the guarantee of fair and transpar-
ent procedures, and the principle of non-dis-
crimination. These principles guide activities
and procedures related to foreign nationals
seeking entry, residing in, or departing from
Albania.

Law no. 139/2015 “On Local Self-Government”,
as amended

Law Nr. 38/2019 “For some additions and
changes in Law Nr. 139/2015 “On local
Self-Governance” Article 29/1: The functions of
the municipalities in the field of diaspora and
migration. The municipalities are responsible
for performing the following

functions: - the creation of a special structure
for the diaspora and migration, for the
administration of services at the local level, as
part of the administration of

the local self-governance unit.

. To promote, organize in and out Albania
the communication and increase the relations
with the diaspora and the Albanian emigrants

. To give support and information on how
to get Albanian citizenship
. Provide information in the field of invest-

ment for the interested citizens from the emi-
grants and the diaspora, in cooperation with the
other institutions

. Coordinate and cooperate with the line
ministries such as the Ministry for Europe and
Foreign Affairs, the Ministry of Interior to guar-
antee the information in the field of diaspora
and migration.

The legal and institutional framework that reg-
ulates, directly or indirectly, the fight against
human trafficking:

e Law no. 7905, dated 21.3.1995, “Criminal
Procedure Code of the Republic of Albania”,
o amended” (article 110/a "“Trafficking

of adults”, article 128/b "Trafficking

of minors”, article 298 "Assistance for
illegal crossing of borders”, article 124/b
"Mistreatment of minors")

e Law no.10/2021, “On asylum in the Repub-
lic of Albania”;

e Law no. 9669, dated 18.12.2006, "On mea-
sures against violence in family relation-
ships”, amended;

e Law no.108/2014, "On the State Police”,
amended;

e Law no. 23/2015, "For the foreign service of
the Republic of Albania”;

e Law no. 10173, dated 22.10.2009, “On the
protection of witnesses and associates of
justice”, amended;

e Law No. 9970/2008 "On Gender Equality in
Society”

e Law no. 113/2020 "On Citizenship"

e Law no. 15/2019 "On Employment Promo-
tion”

¢ Law no. 9917, dated 19.5.2008, “On the pre-
vention of money laundering and financing
of terrorism”, amended;

e Law no. 10192, dated 3.12.2009, “On pre-
venting and combating organized crime and
corruption through preventive measures
against wealth”, amended;

e« Law no. 111/2017, "On legal aid guaranteed
by the state”;

Law no. 98/2017, "On court fees in RA";
Law no. 37/2017, "Code of Criminal Justice
for Minors";

Law no. 121/2016, "On social care services
in the Republic of Albania”;

Law no. 18/2017, “"On the rights and protec-
tion of the child";

e Law no. 10 383, dated 24.2.2011 “On man-
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datory health care insurance in the Republic
of Albania”, amended;

e Law no. 9634 "“On Labor Inspection in Alba-
nia” (as amended)

e Law No. 7703, dated 11.05.1993 “On So-
cial Security in the Republic of Albania”, as
amended

e Law 57/2019 on Social Assistance

e« Law no. 10081, dated 23.2.2009, “On
licenses, authorizations and permits in the
Republic of Albania

¢ DCM No. 77, dated 28.1.2015 ‘On mandatory
contributions and benefits from the social
insurance and health care insurance sys-
tem’ as amended, regulates and defines the
mandatory contributions for each type and
schemes of the contributions that employ-
ers are obliged to pay for their employees.

e DCM no. 858, dated 29.12.2021, “On deter-
mining the criteria, procedures and docu-
mentation for the entry, stay and treatment
of foreigners in the Republic of Albania

e Instruction No. 286 dated 21.05.2018 on
some specific rules for temporary employ-
ees who are employed by employment
agencies regulating the recruitment pro-
cedures followed by private recruitment
agencies, and their obligations to periodi-
cally report to the responsible government
authority for employment.

e CoMD no. 101, dated 23.2.2018 “On the
manner of organization and functioning of
private employment agencies”

e Law No. 13/2022 on the ratification of Con-
vention 190 “Convention on violence and
harassment,” of the International Labour
Organization, 1986

e Law no. 44/2012 "On mental health”,
amended;

« Decision of the Council of Ministers no.
1140, dated 24.12.2020, "On the approval of
the Strategy against Organized Crime and
Serious Crime 2021-2025 and the Action
Plan 2023

Strategic documents

» National Strategy of Migration 2024-2030
and its Action Plan

» National Strategy for Development and
Integration 2030 (NSDI)

»= National Strategy of Employment and Skills
2023-2030

»= National Strategy for Gender Equality
2021-2030

» Intersectoral Strategy for Integrated Border
Management 2021-2027

» |ntersectoral Strategy for Decentralization
and Local Governance 2023-2030

= Local Plans of Municipalities for Migration
and the Diaspora

[11.2. Institutional framework on la-
bor migration

Ministry of Interior / Migration and Anti-Traf-
ficking Department Policy

The Directorate of Anti-Trafficking and Mi-
gration Policies serves as the primary body
responsible for developing, coordinating, and
monitoring actions and policies to combat
human trafficking. It oversees anti-trafficking
efforts at the national, regional, and internation-
al levels.

Department for Border and Migration (with the
Local Directorate for Border and Migration: Is
responsible for the treatment of the foreign-
ers, with 6 Local Directorate for the border and
migration (Tirang, Durrés, Korcég, Vloré, Gjiro-
kastér, Shkodér and Kukés). According to Law
No. 79/2021, “On Foreigners,” migrant work-
ers are permitted to work within the country’s
territory if they possess a unique permit, unless
otherwise specified. The application for this
permit is submitted online and reviewed by the
border and migration directorates in the region
where the activity will take place. The border
and migration authorities issue the unique
permit after obtaining approval from the Nation-
al Agency for Employment and Skills, except

in cases where this law, an intergovernmental
agreement, or a decision by the Council of Min-
isters provides otherwise.

Ministry of Economy Culture and Innovation
(MEKI)

Responsible Institution for guaranteeing the
right for decent job, vocational education and
training and responsible for employment reason
migration.

National Agency for Employment and Skills is
an autonomous public service, with the status
of a central state administration. It operates
through the Regional and Local Employment
Offices and the Regional Vocational Training
Directorates. NAES operates through Regional
Directorates and Local Employment Offices (36
Employment Offices (12 Regional Directions

of the National Employment Service and 24
National Offices of the National Employment
Service). The National Agency for Employment
and Skills is responsible to offer public employ-
ment service, including vocational training for
foreigners and returned migrants. Through the
Department of Labor Market Services (Sector
of EURES Coordination and Migration) in the
online website offer information on emigra-
tion to the 27 EU countries grants employment
approval after verifying that both the foreign
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worker and their employer meet the required
legal criteria. One such criterion is that for-
eign employees must not be employed under
conditions less favorable than those offered to
Albanian employees in similar positions. This
includes ensuring that salaries, working hours,
and other employment conditions comply with
Albanian standards and labor legislation, as
stipulated in Articles 56 and 74 of Law No.
79/2021, "On Foreigners". Prior to granting em-
ployment approval, the National Agency for Em-
ployment and Skills ensures that the proposed
employment and working conditions comply
with national labor legislation. This includes
verifying adherence to non-discrimination
principles, ensuring foreign workers are afford-
ed the same rights and conditions as Albanian
citizens, as stipulated in Article 74 of the Law
on Foreigners and Article 9 of the Labor Code.
At the counters of the Employment Offices and
NAES, information brochures and leaflets are
available and distributed to job seekers (includ-
ing migrant workers), acquainting them with
their rights and obligations.

State Minister for the Local Government co-
ordinate the job for the design of the policies
and the preparation of the legal and sub legal
framework related to the activities of the local
government. Follow the design and the applica-
tion of the decentralization policy process; Co-
ordinate the job with the international partners
and organizations that support the development
of the local authorities

Ministry of Health and Social Protection is re-
sponsible for the social and health services for
the foreigners with residence permits, for the
unaccompanied children, and the other vulner-
able foreigners that are in need for services

Ministry of Finance and Economy as the line
ministry responsible for all labor regulations in
Albania, and the provider of the adequate poli-
cies in this regard.

General Tax Directorate is the specialized

state authority, under the Ministry of Finance
and Economy for the creation, provision, and
collection of tax revenues and social and health
insurance contributions in the Republic of Al-
bania. The institution is organized at the central
level with the General Directorate of Taxation,
responsible for drafting, monitoring, and im-
plementing effective operational strategies

and policies in carrying out the mission of the
institution.

The Tax Administration is primarily responsible

for collecting data relevant for the registration
and deregistration of employees, and they are
also responsible for the electronic distribution
of information to all relevant institutions. In the
communication relations with the institution of
Social Insurance, the General Directorate of
Taxation has signed a Cooperation Agreement
where part of it is the "Electronic Communi-
cation Protocol” for sending the payroll data
every month to each taxpayer. E-filing portal

of the General Tax Authority, which makes it
possible for every registered private stakehold-
er (below mentioned as a taxpayer - equipped
with business identification number NIPT) to
register the employees and then pay according-
ly their contributions. Neither of the abovemen-
tioned portals has any record-breaking areas
regarding seasonal employment. COPLAN
State Inspectorate for Labor and Social Ser-
vices, through their local/regional offices, have
several inspections regarding employment
(though they are more oriented at safety at
work issues). This Inspectorate, performs its
duties based on a provided datasheet for reg-
istered businesses/taxpayers from the General
Tax Authority.

National Business Center, because one of the
main missions of this institute is to carry out the
registration of the businesses defined in the law
that regulates the registration of a business, for
the purpose of fiscal registration, social and
health insurance, as well as inspection of labor
relations; COPLAN

The operation of private employment agencies
is governed by the rules set forth in the Council
of Ministers Decision no. 101, dated 23.02.2018,
“On the organization and operation of Private
Employment Agencies,” and Decision no. 286,
dated 21.05.2018, "On special rules for tempo-
rary employees employed by temporary em-
ployment agencies,” as amended. According
to these legal provisions, private employment
mediation can only be conducted by licensed
private employment agencies that meet the re-
quirements set by relevant licensing legislation.
The activities of private employment agen-
cies are regulated by a legal framework that
includes international conventions on migra-
tion and employment, as well as national laws
and regulations concerning employment and
licensing. To operate, an agency must hold a
category X.2.A license, "Mediation in the Labor
Market,” in accordance with the applicable
legislation. Regarding foreign workers sent

by a company or temporary work agency to
perform work outside the territory of the Re-
public of Albania, Article 3/1 of the Labor Code,

21

TRUTH, RESPONSIBILITY, INTEGRITY, COURAGE, EMPATHY

Rr. Skendeberj, 41.14, Tirana, Albania



MARY WARD
LORETO
FOUNDATION

“Temporary Employment of Foreign Workers in
Albania," outlines the conditions and rules for
such employment in line with European Union
standards. (GRETA, 2024)

Commissioner for Protection from Discrimina-
tion

The Commissioner for Protection from Discrim-
ination in Albania is responsible for address-
ing issues related to discrimination, including
those faced by foreigners. The Commissioner
ensures the protection of individuals from
discrimination based on various grounds, such
as race, ethnicity, nationality, gender, religion,
disability, and others, in both public and private
sectors. Foreigners residing or present in Alba-
nia, including migrants, refugees, and asylum
seekers, are entitled to the same protections
against discrimination as Albanian citizens.

The Commissioner can investigate complaints,
promote awareness, and recommend measures
to prevent discrimination and promote equal
treatment.

TRUTH, RESPONSIBILITY, INTEGRITY, COURAGE, EMPATHY

Rr. Skendeberj, 41.14, Tirana, Albania

22



Chapter 4

GAP Analysis

MARY WARD
LORETO
FOUNDATION



LORETO

O

CHAPTER IV.

MARY WARD

FOUNDATION

GAP ANALYSIS

Gap analysis includes identifying and describing the gap by assessing the actual situation, recog-
nizing key challenges, evaluating their impact on migration governance, and proposing potential
solutions to enhance policy effectiveness, institutional coordination, and migrant support systems.

Table 6. Gap Analysis

Partial ratification of
International convection and
protocols on labor rights

Albania has ratified 55 Con-
ventions and 2 Protocols- 10
fundamental conventions,

4 priority governance
conventions; 41 technical
conventions

More than 10 technical con-
ventions have not yet been
ratified

Non-ratification of these ILO
conventions poses significant
risks to workers' rights,
occupational safety, social
security, and overall labor
standards. Without these
protections, employees—
particularly in vulnerable
sectors such as agriculture,
plantations, radiation-ex-
posed industries, and public
contract work—may face
exploitation, inadequate
compensation, and unsafe
working conditions.

Policymakers should prioritize
reviewing and adopting these
conventions to align national
labor laws with international
standards.

Incomplete Legal framework

New amendments are made
to the following legal acts on
Licensing, monitoring, and
control of private employment
agencies: Council of Ministers
Decision No. 538/2009 “On
Licenses and Permits treated
by or through the National
Licensing Center (QKL) and
some other sub-legal adjust-
ments” (as amended).
*Council of Ministers Deci-
sion No. 101, dated 23.2.2018
"“On the organization and
functioning of private
employment agencies” (as
amended DCM n0.703, date
13.11.2024)

« Instruction No. 757,

dated 30.09.2024 “On the
procedures for reviewing,
evaluating, and approving
licensing requests for sub-
jects conducting intermediary
activities in the labor market
and their monitoring” (as
amended).

Law 9634/2006 “On Labour
Inspection” as amended, Arti-
cle 13 “Powers of the Labour
Inspector”

On health and safety at work,
legislation is partially aligned
with the EU acquis.

Albania has not yet adopted
the strategy for occupational
health and safety, in line with
the EU strategic framework
on health and safety at work
2021-2027.

The full alignment with EU
legislation remains is not yet
completed and especially
with the ‘Employment Equality
Directive’ 2000/78/EC

Sub regulatory acts need to
be issued

Non alignment with EU acquis
on occupational health and
safety strategy limits pre-
ventive measures, workplace
safety standards, and em-
ployer compliance, increasing
risks for workers.

Incomplete alignment on
Employment Equality Direc-
tive may lead to gaps in an-
ti-discrimination protections,
affecting equal opportunities
in employment

Failing to issue required
sub-regulatory acts on time
can lead to legal uncertainty,
inconsistent enforcement,
operational inefficiencies, and
potential legal and financial
risks for both businesses and
regulatory authorities.

Promptly issue and regularly
update the necessary legisla-
tion and sub-regulatory acts
to ensure clear, consistent,
and efficient implementation
of labor rights
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Inefficient Inspections

The State Labour Inspec-
torate (ISHPSHSH) conducts
inspections based on risk
assessments, thematic
inspections mandated by
the Ministry responsible
for employment issues
("Minister’s Order"), as well
as inspections in response
to complaints or requests
submitted.

To check the implementation
of labor legislation provisions
in residential premises, the
Labour Inspector is autho-
rized to enter if there are
sufficient indicators or legal
reasons to presume this

. Low number of
inspections: From 2022
to 2024, a total of 8
complaints have been
addressed.

. The absence of a
standardized register,
as a legal obligation for
Private Employment
Agencies for job-seek-
ing candidates,
complicates the control
by ISHPSHSH, making
it difficult to carry out
detailed verifications
and draw conclusions
on whether the recruit-
ment process complies

with all legal provisions.

. Inspection in residential
premises are not part
of random check
of unannounced
inspection. Inspectors
are authorized to enter
residential premises
only when indicated

The lack of standardized
registers and limitations on
inspection powers hinder the
ability to effectively oversee
private employment agencies
and ensure compliance with
labor laws, which could lead
to non-compliant practices,
exploitation, and decreased
accountability in the sector.

Establish a standardized reg-
ister for Private Employment
Agencies and expand inspec-
tion powers to include ran-
dom, unannounced checks,
ensuring comprehensive
oversight and compliance
with legal provisions.

Weak interinstitutional coor-
dination

The Memorandum of Un-
derstanding between the Min-
istry of Interior, the General
Directorate of Taxes, and the
State Police focuses on en-
hancing preventive measures
to identify and protect victims
of forced labor and trafficking
proactively.

Weak inter-agency cooper-
ation between responsible
institutions on labor rights

There are not yet measures
implemented within the
framework of the memoran-
dum of understanding that
Labor Inspectorate has with
the General Directorate of
Taxes and the Ministry of
Interior regarding foreign
workers for employment
purposes as the MOU is still
pending.

The lack of implemented
measures under the pending
MoU hampers effective over-
sight, regulation, and enforce-
ment of labor standards.

Ensure timely implementation
and periodic reporting on

the MoU following GRETA's
2024 recommendations, aim
to strengthen Albania’s insti-
tutional capacity to combat
labor exploitation and human
trafficking.

Low level of information and
awareness

DCM No. 101, dated
23.02.2018, “On the Manner
of Organization and Function-
ing of Private Employment
Agencies,” DCM No. 286,
dated 21.05.2018, “"On Certain
Special Rules for Temporary
Employees Hired by Tempo-
rary Employment Agen-

cies” provides information
regarding self-declarations
of entities

Insufficient awareness and
information on the self-decla-
ration process of entities

Insufficient awareness and
information on the self-dec-
laration process can lead to
non-compliance with legal
obligations, increased risk

of fines, regulatory gaps,
operational delays, weaker
labor rights enforcement, and
reduced trust in the regulato-
ry system.

Enhance communication
through official channels,
provide training and work-
shops, simplify self-dec-
laration procedures, and
foster collaboration between
businesses, regulators, and
labor organizations to ensure
compliance.

Insufficient human resources
and technical capacities

State Labour Inspectorate
operates based on Law
9634/2006 "On Labour
Inspection” as amended.

While foreign workers in
Albania have the same rights
as Albanian citizens and are
treated equally, their vulner-
able position requires greater
attention and safeguards

to ensure their rights are
fully protected, preventing
exploitation and ensuring
they receive the same level of
support and fair treatment.

5.5% of declared economic
activities were covered by
inspection visits during 2023.
Understaffing resulted in total
inspections decreasing by
2.1% compared to 2022.

The capacity of the social
services inspectorate remains
very limited. In 2023, 108
inspections were carried out,
compared to 135 in 2022

Insufficient human and
technical resources for labor
inspections particularly in
vulnerable sectors such

as agriculture, plantations,
industries, where foreign
workers—may face exploita-
tion, inadequate compen-
sation, and unsafe working
conditions.

Inadequate monitoring and
evaluation mechanisms

Institutional
capacities and inspections
processes remain weak.

Foreign workers may

remain unprotected, facing
exploitation, unsafe working
conditions, and inadequate
compensation. Additionally,
the lack of effective monitor-
ing and evaluation mecha-
nisms can lead to increased
violations of labor rights

. Invest in capaci-
ty-building programs
. Increase budget

allocations for labor
inspection of foreign
workers

. Establish monitor-
ing and evaluation
frameworks to assess
effectiveness.
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Gender mainstreaming

No gender mainstreaming
focus in most of the progarm-
mes addressing foreign labor
migrants

There is no any tailored made
dedicated programme or
mechanism targeting female
foreign workers who might be
vulnerable to forced labor or
victim of trafficking

There is no dedicated bro-
chure or guideline providing
gender-sensitive information
for labor migrants, either be-
fore their departure or upon
arrival in Albania

Labor migration policies and
programs are not responsive
to gender considerations and
protect the rights of migrant
workers

Lack of alternative income
sources and difficulty in find-
ing employment, especially
for women due to gender
discrimination in the labor
market

Encourage gender-main-
streaming in labour migration
policy

Develop gender-sensitive
indicators and data collection
mechanisms, with some mea-
sures featuring gender-disag-
gregated indicators related to
migrant women

Provide gender-sensitive
information for labor migrants

References for the GAP Assessment®

6 References; Official communication, Response to RFI, State Labour and Social Services Inspectorate, January
31, 2025 European Commission. (2024). Albania report 2024. Retrieved from https://enlargement.ec.europa.eu/document/
download/a8eec3f9-b2ec-4cb1-8748-9058854dbc68_en?filename=Albania % 20Report%202024.pdf

International Labour Organization (ILO). (2025). Report IlI(A)-2025: General Survey on the conventions and recommenda-
tions. Retrieved from https://www.ilo.org/sites/default/files/2025-02/Report % 20I1l1%28A % 29-2025- % 5BNORMES-241219-

002%5D-EN_0.pdf
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CHAPTER V.
FINDINGS AND ANALYSIS

V1. Recruitment process and em-
ployment pathways of foreign labour
migrants

V.11. Pathways to Albania and patterns of
employment

The decision to migrate to Albania for foreign
migrant workers has largely been shaped by
the challenging socio-economic conditions in
their home country. Despite its own economic
challenges Albania offered a viable solution in
response to the economic constraints in the or-
igin country. As revealed by a frontline worker,
many Filipinos face significant financial chal-
lenges due to lower living costs in the Philip-
pines compared to Albania, often leading them
to migrate in search of better opportunities for
themselves and their families:

The standard living costs in Philippines are low-
er than in Albania. Despite their hard working
attributes, many of them, do not gain enough to
provide for their families and children. Also, in
order to fulfil the family needs many times the
children do sporadic jobs. Therefore, many Fili-
pinos decide to migrate, to grant more incomes
for their families. Single mothers also, migrate
due to the impossibility to secure a decent liv-
ing standards for their children.

Interview with a frontliner from CSO working on
migrant’s services, 04 March 2025

The Filipino community in Albania is primarily
engaged in specific labor market sectors, with
specific gendered patterns of employment.
Female members are predominantly employed
in domestic sectors, specifically as nannies or
housekeepers. These positions are often char-
acterized by informal, low-wages, and reflect
broader global migration trends where women
are positioned in their nurturing roles as care-
givers and domestic service sectors. On the
other hand, male members of the Filipino com-
munity are mostly employed in factory settings,
particularly in industries such as printing and
mechanical manufacturing. Empirical evidences
from the interview reveal that division of labor
among Filipino workers reveals distinct gender
roles, with women primarily working in domes-
tic sectors, while men are employed in industri-
al and manual labor jobs:

Filipino women work mostly in the domestic
sectors, such as nannies or housekeepers.
Also women work as cleaners in hotels and

restaurants, and massage services. Men work
in industrial factories, agriculture, construction,
food delivery, bars and restaurants, and clean-
ing services. Despite genders, based also on
their working conditions, they move from one
job to another for better standards of treatment
at workplace as standard of earning. Seasonal
work is common also for both genders. Inter-
view with a frontliner from CSO working on
migrant’s services, 04 March 2025

Overall, this division of labor indicates that
gender, alongside factors such as skillsets and
migration networks, plays a significant role in
shaping the employment experiences of the
Filipino community in Albania.

V.1.2. Recruitment and travel itinerary
Foreign migrant workers rely on a series of
formal and informal channels to travel to Al-
bania, including recruitment agencies and, in
some instances, more illicit pathways such as
smuggling networks. The majority of Filipino
migrants to Albania enter the country through
legal channels, via labor contract in sectors
such as domestic work, agriculture, or manu-
facturing. This process is generally facilitated
by private recruitment agencies, which play a
pivotal role in connecting potential workers with
employers in Albania. These agencies oversee
the application process, ensuring the acquisi-
tion of legal documents such as visas and work
permits, in accordance with its immigration
laws.

The recruitment process often involves multi-
ple routes. Some migrants arrive in the country
from European countries, while others trav-

el directly from the Philippines to Albania. A
significant number, however, follow an indirect
route, traveling through countries such as
Oman or Pakistan. These routes are chosen
since countries like Dubai, Hong Kong, Macao,
and Singapore, offer lower travel costs, despite
the complexity of the journey. A major concern
for some Filipino migrants is the uncertainty
regarding the documentation of their departure
from the Philippines. Although they may be
officially documented as leaving through transit
countries like Oman or Pakistan, many remain
undocumented regarding their initial departure.
This uncertainty arises because, in case of
deportation from Albania, migrants might face
significant legal and logistical challenges. They
fear being stranded in a foreign country with-
out proper documentation, leaving them in a
vulnerable position at a “crossroads.”

Filipinos come through recruitment agencies
between Albanian agencies and Philippines.
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Some Filipinos who already work in other
countries, access recruitment agencies in those
countries. The risk to it is the lack of records of
Filipinos coming to Albania by Filipino institu-
tions. Also, Filipinos in Albania who have been
residents for many years, serve as mediators
between the recruitment agency and individu-
als from Philippines. Interview with a frontliner
from CSO working on migrant’s services, 04
March 2025

They don't have record in embassy. They are
coming illegal if they come in Albania from
other countries. There is no record from the
embassy. They can complain and the leader
can help them, but the embassy of Filipino in
Rome can not take any actions. They told the
community to go back in Filipino. The recruit-
ment agency want to hire the cross country,

in order to abuse and it is | easy to come in
Albania. Interview with Community Leader, 08
March 2025

a) Recruitment through social networks

In some cases, Filipino workers already settled
in Albania take part in the recruitment process,
acting as intermediaries and assisting other
migrants in relocating to the country. Once set-
tled in Albania, they often leverage their knowl-
edge of the migration process and local labor
markets to connect prospective migrants with
employers, usually in exchange for higher wag-
es or other financial incentives. The following
account from a foreign labor migrant highlights
the informal recruitment process and the role of
personal connections in securing employment
opportunities abroad:

While working in another country, my employ-
er's younger brother asked if | wanted to work
as a nanny because his neighbour was look-
ing for a Filipino worker. My friend gave my
number to the agency, which then contacted
me via WhatsApp. | introduced myself and my
work experience through a video presenta-
tion, demonstrating how | care for a baby. The
agency then shared my contact with my future
sponsor, and we spoke via video call to finalize
the arrangement. My sponsor agreed to pay
the agency to process my paperwork, sign a
contract with them. Participant No.5 Social
Gathering with Foreign Labor Migrants May 24,
2024

The development of strong social networks
plays a critical role in the growth of these infor-
mal recruitment systems. These networks are
built on trust, familiarity, and shared experienc-
es, which can make them appealing to pro-
spective migrants who may be uncertain about
official or legal pathways.

b) Smuggling networks through traffickers
Smuggling networks and human traffickers play
a key role in shaping the migration routes of
vulnerable migrants seeking better opportuni-
ties in Albania. A primary tactic used by traf-
fickers is to lure vulnerable migrants by repre-
senting Albania as part of the European Union,
or portraying its economic opportunities in an
overly favourable light. This misleading infor-
mation encourages Filipino workers to migrate
without a proper understanding the country's
legal and socio-economic realities.

The Filipinos who are stranded without docu-
ments become more vulnerable to trafficking
and exploitation. Traffickers use their illegal
status as a weakness to attack. They keep
Filipino migrants under threats to report them
to the police and as a consequence to deport
them back to their country. Also, the traffick-
ers ask the migrants to submit to abusive work
conditions or any requirements they might
have, under the threat that they will be deport-
ed. In such conditions, they feel constrained.
Also, when the permanent residence expires,
they leave their workplace and find another
employer. They are often obligated to work in
the informal labor market without rights and no
access to legal support. Filipinos have as well
reported cases when they have been smug-
gled to Kosovo. They have been hidden in the
car while passing the border police check, and
forced to work in Kosovo while being illegal.
Interview with a frontliner from CSO working on
migrant’s services, 04 March 2025

In order to renew their visa the agency put
pressure to the community to go in Kosovo.
They under pressure if they are left without
residence permit, so they are obliged to trav-
el to Kosovo if the recruitment agency finds
them another employer for them. Interview with
Community Leader, 08 March 2025

Lack of information about the status of the
country is particularly tricky, as it leads mi-
grants believe they are traveling to an EU mem-
ber state, where they would have access to lots
of benefits, better working conditions, social
services, and legal protections. This dynamic
adds another layer of complexity to the existing
challenges, as it creates a cycle where both the
workers and the recruiters benefit financially,
albeit at the expense of the new migrants.
Filipinos often face significant risks, particularly
when they lack proper documentation:
Smuggling can occur when Filipinos do not
have residency permits, and the agency or
employer sends them to Kosovo. Trafficking
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and exploitation happen during or after the
employment relationship, when they become
illegal, such as when one employer sells them
to another. Interview with a frontliner from CSO
working on migrant’s services, 04 March 2025

Filipinos face smuggling and exploitation,
particularly when recruitment agencies and
employers in Kosovo pressure workers into
accepting unfavorable conditions under threats
of deportation.

Filipinos address the issue of smuggling of Fili-
pino workers, especially to Kosovo. The smug-
gling is conducted by the recruitment agency
and sometimes in collaboration with the em-
ployers. One Filipina claimed that she has been
sent to Kosovo by her Albanian employer who
handed her to another employer in Kosovo. The
arrangement was conducted between em-
ployers, and she was pressured to accept this
decision under the threat she would be deport-
ed back to Philippines as her residence permit
had expired. She has been transported with the
employer’s car, and she was hidden under the
backseat to avoid being detected by the police
at the border. Her passport was taken from her
by the Albanian employer and was handed to
the next employer who gave it back to her a
few weeks later. Participant No.5, Social Gath-
ering with CSOs, February 18, 2025

Filipinos claim that such scenarios happen ran-
domly, even within Albania. Scenarios when the
Filipino workers have been transported from
one city of Albania to another, have been ad-
dressed as well. They have been asked to enter
in the car without being given any explanation
and were handed over to the new employers
that the previous ones had arranged. Partici-
pant No.4, Social Gathering with CSOs, Febru-
ary 18, 2025

Also, there are cases when smugglers help
Filipinos who want to work in Kosovo, to pass
the border.

When the employers choose to terminate the
contract with the Filipino workers and they
want to be pay back for the cost that that paid
for the arrangement of their recruiting process,
they either ask the workers to pay them back or
they get in contact with the recruitment agency
to arrange another employer who will pay to
hire Filipino workers. They do this by pressuring
or threatening the Filipinos with deportation.
Basically they sell them in order to gain back
the money that they initially paid. Also, Filipi-
nos think that this is a profiting strategy for the
recruitment agencies, by selling and using them

as property in the labor market. Participant
No.5, Social Gathering with CSOs, February 18,
2025

Payment fees

Job seekers receive free services from the em-
ployment agency, which does not impose any
financial obligations, either direct or indirect,
on them. The only exception is the payment

of necessary expenses for completing their
administrative file. According to Decision No.
101, dated 23.2.2018, the employer is responsi-
ble for covering the costs of mediation services
provided by the agency. In terms of payment,
recruiters charge high fees to both employ-
ers, who are often seeking cheap labor, and

to workers, who may be desperate for finding
a job abroad. However, these informal chan-
nels often carry significant risks, including the
exploitation of new migrants by recruiters. The
fee they pay to recruiters is much higher than
those charged by legitimate agencies, leaving
migrants financially burdened and vulnerable
to exploitation once they arrive. The President
of the Filipino community expressed concern
about illegal recruitment networks:

lllegal recruitment networks who are connected
to various government officials exploit Filipi-
no workers for profit. These recruiters charge
approximately 2,000 euros per worker, with
the cost split between the worker and em-
ployer—1,000 euros to secure the worker and
another 1,000 euros to identify the right candi-
date. Although these fees are high by Filipino
standards, many workers are willing to make
significant sacrifices to secure better employ-
ment opportunities abroad”’.

One migrant revealed how some foreign work-
ers are forced to pay recruitment fees which
should be covered by employers:

My friend'’s nanny had to pay two months’
salary to the agency, which is illegal. Normally,
the employer should cover the agency fees, not
the worker. However, many Filipinas still pay
because they want to work in Albania. Partici-
pant No.6 Social Gathering with Foreign Labor
Migrants May 24, 2024

c) Insufficient pre-employment infor-
mation and lack of transparency in the hiring
process

Foreign labor migrants are concerned about
the transparency of the recruitment process,
as they report that many recruitment agencies
fail to adequately inform workers about em-

7 Interview with Community Leader, Ronnie Mo-
madre
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ployment conditions before coming to Albania.
Many workers may sign a contracts without
fully understanding the terms, leading to sit-
uations where they are forced to work under
conditions that differ from what was agreed
upon. For instance, they might be assigned to
different jobs or locations than those specified
in their contracts. Most of the migrants inter-
viewed pointed out that recruitment agencies
are often not transparent and provide insuffi-
cient pre-employment information.

My employer, told me that this document is
only for the purpose of getting the visa, told me
hurry up and sign it. Participant No.2 Social
Gathering with Foreign Labor Migrants May 24,
2024

Migrant workers must be properly informed
about their employer, salary, working hours,
and days off. Many foreign workers arrive in
Albania without a clear understanding of their
employment terms, which often leads to ex-
ploitation. Participant No.2 Social Gathering
with Foreign Labor Migrants, May 5, 2024

Language barriers and pressure to sign quickly
often leave workers unaware of contract terms,
resulting in unexpected job conditions and ex-
ploitative work arrangements:

Workers often sign contracts without fully un-
derstanding them, sometimes due to language
barriers or pressure to sign quickly. This leads
to situations where they are required to work
longer hours or in different roles than initially
agreed upon. Participant No.1 Social Gathering
with Foreign Labor Migrants, May 5, 2024

We have another contract with the employer,
but we cannot understand because it is written
in Albania. We just signed. They said “sign it
immediately, because they have to work, they
need to hurry up”. So the first contract that

is written in English and we understand. The
second contract we sign with the employer we
don't understand because it's written in Alba-
nia. Participant No.1 Social Gathering with
Foreign Labor Migrants May 24, 2024

Another participants mentions the role of
recruitment agencies, particularly in Albania,
which are not always transparent, and that
some workers are given verbal contracts or
unclear terms. Such contractual agreements
are quite ambiguous. Participant No.2 Social
Gathering with Foreign Labor Migrants May 24,
2024

Another participant revealed:

Albanian employers formally recognize only the
contract drawn up and signed in the Albanian
language, but in principle, they do not even
respect its conditions.” Participant No.4 Social
Gathering with Foreign Labor Migrants, May 5,
2024

Overall, there is a lack of effective communica-
tion and insufficient information provided by re-
cruitment agencies, even after workers arrive in
Albania. The lack of information lead to unethi-
cal practices by recruitment agencies. Workers
may be misled about job conditions, wages, or
the nature of the work, resulting in situations
where they are exploited without recourse.

d) Disagreement and confusion of roles
between recruitment agency and employer
The disagreement and confusion regarding
roles between recruitment agencies and em-
ployers create significant vulnerabilities for
migrant workers. Upon arrival, many workers
are confronted with working conditions that dif-
fer from those initially agreed upon. When they
attempt to address these discrepancies with
their actual employer, they are often redirected
to the recruitment agencies, which on the other
hand redirect them to the employer, such as in
the following cases:

I've been here for almost a year, and my
contract ends in December. When | asked my
sponsor if she had a copy of my contract, she
seemed unaware of its terms. | mentioned
Article 9, which states an annual leave of 28
days. She told me to talk to her husband and
the agency, as she wasn't my direct employer.
When | contacted the agency, they said it was
between me and my employer since my three-
month probation period had ended, and they
were no longer involved. Essentially, | signed a
contract for one job but ended up doing some-
thing else. Participant No.6 Social Gathering
with Foreign Labor Migrants May 24, 2024

My visa expired last year, and while they
processed it, | kept following up. | needed my
residence permit to open a bank account and
send money to the Philippines. Immigration told
me to contact the agency, but the agency said
their job was done and it was now between

me and my employer. Initially, when | arrived,
everything was in order, including my work
permit and residence permit. However, when it
was time for renewal, my sponsor kept delaying
it. They promised in February, processed it in
March, and issued it by the end of that month.
My ID was valid from March until November
7th, but | still haven't received it. Instead, my
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sponsor took me to the police station, and now
I remain without my residence ID. Participant
No.7 Social Gathering with Foreign Labor Mi-
grants May 24, 2024

The problem is with the second contract with
the employer, not the one with the recruitment
agency, because this contract goes to the
respective institutions to get the working visa.
This contract has many human rights breach-
es. Labour migrants feel trapped because if
they complain they will remain undocumented.
Interview with Community Leader, 08 March
2025

In both scenarios, the absence of clear lines of
responsibility between the recruitment agency
and the employer exacerbates the workers' vul-
nerability. The lack of coordination and commu-
nication leaves workers without proper support
and protection, making them more susceptible
to exploitation and legal challenges.

According to Decision No. 286, dated 21.5.2018,
the host company is required to provide tempo-
rary employees with access to training opportu-
nities, similar to permanent workers, to enhance
their skills and knowledge in their assigned po-
sitions. However, respondents reported a lack
of training opportunities upon arrival. This situ-
ation emphasizes the need for better regulation
of recruitment agencies and clearer contracts
that define the roles and responsibilities of all
parties involved, ensuring that migrant workers
are not caught in the middle of a complex and
confusing system that undermines their rights
and security. More efforts are needed from
Labor inspectorate to monitor such cases.

V.2. Breachesin the employment
contracts

a) Working hours

Workers often face harsh working condi-
tions, including long hours without breaks and
overtime without pay. The majority of Filipino
workers that we interviewed in Albania general-
ly work six days a week, with only one day off.
Despite the provisions of the Albanian Labor
Code, which establishes an 8-hour workday
and a 40-hour workweek (as per Article 82),
many workers, particularly those residing in
employer houses, report that their actual work-
ing hours exceed the legal limits, and they are
not compensated for overtime.

Employers seem to follow their own rules rather
than labor laws. We don't really know what the
labor laws are here. I've worked in different

countries for 12 years, and each had its own
regulations. You mentioned 28 days of leave,
but some employers here only give five. There's
no pay for overtime, night shifts, or days off.
Even for household workers, the same labor
laws should apply, but for some reason, they
don’t. In one job, | worked 10 hours a day when
it should have been eight, but here, working
hours seem to depend entirely on the employer.
Participant No.9 Social Gathering with Foreign
Labor Migrants May 24, 2024

Madame, they are very stressed in their work.
They work overtime without pay. No break time.
Participant No.3 Social Gathering with Foreign
Labor Migrants May 24, 2024

Many migrant workers face a situation where
employers impose their own rules, often dis-
regarding the terms outlined in employment
contracts and labor code:

They say, “We have our own rules,” and it all
depends on the employer. | work in a spa, and
some require 10-hour shifts, others 12—but
they don’t count it as overtime. That's just
their standard working hours, even though

my contract clearly states eight hours, as per
labor law. [The respondent shows the contract
stating eight hours.] But they don't follow it,
and they don't adjust wages for the extra hours
worked. When | asked why we had to work 10
hours instead of eight, they simply said, “That's
the company'’s rule.” Since we came here for
work, we have no choice but to accept it. But
it's unfair, and if we find another employer,

we leave—otherwise, we're stuck. Participant
No.10 Social Gathering with Foreign Labor
Migrants May 24, 2024

Many migrant workers find themselves in a
difficult position where they are aware of their
rights and the potential for abuse, yet feel
trapped due to their dependence on the job:

In my previous job in India, company rules were
clear—if the shift was 12 hours, we knew we
had to work 12 hours. But here, the contract
states eight hours, yet we are still expected to
work beyond that without extra pay or proper
approval for overtime. Participant No.9 Social
Gathering with Foreign Labor Migrants May 24,
2024

The working conditions here are abusive. The
contract states that normal working hours are
at least 10 hours daily and 60 hours weeKly,
which contradicts labor laws that set the limit
at 8 hours per day. In reality, | work 24 hours a
day for just €600, as | care for the baby around
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the clock while the parents are away. If the
baby wakes up at midnight, | have to attend to
them. Household work is unregulated, with no
proper inspections. | told my employer that my
working hours shouldn’t be 24/7. On Saturdays,
I was supposed to be off, but since | had no ac-
commodation elsewhere, | stayed. My employer
told me not to leave before 8 AM because she
had work the next day. Since it was Sunday, |
assumed | had to work and missed church, only
to find out she was just sleeping. | didn’t argue.
Participant No.3 Social Gathering with Foreign
Labor Migrants May 24, 2024

Moreover, employees in rented accommodation
provided by their employers also report similar
issues with unpaid overtime. One employee's
comment, “We work more than what is stipu-
lated in the contract, and more than they pay
us,®” reflects the disparity between their efforts
and how they are treated by local employers.

The Labor Code also sets specific guidelines
for night work, which is defined as work con-
ducted between 10 p.m. and 6 a.m. The total
duration of night shifts, including work conduct-
ed the day before or after, cannot exceed eight
hours without interruption and must be followed
or preceded by a full 24-hour rest period. Em-
ployees working in the evening, from 7 p.m. to
10 p.m., are entitled to an additional 20 percent
of their normal hourly wage, while those work-
ing between 10 p.m. and 6 a.m. should receive
an extra 50 percent of their normal pay. Week-
end work is another issue where workers are
disadvantaged, as it remains uncompensated
despite the clear articulation in Article 87 of the
Labor Code. This article requires employers to
pay employees an additional 50 percent of their
regular wage for work performed on weekends
or public holidays. However, these legal provi-
sions are often ignored, leaving workers without
the compensation they are entitled to under the
law.

In conclusion, the narratives of foreign migrants
reveal how they often find themselves caught

in a cycle of exploitation and unfair treatment,
where employers impose their own rules that
deviate from the terms outlined in contracts and
labor laws.

Despite being aware of their rights, many
workers feel powerless to challenge these
conditions due to their dependence on the job
for survival. The testimonies reveal a consistent
pattern of excessive working hours, unpaid
overtime, and inadequate compensation. The

8 Participants No.5 Social Gathering with Foreign
Labor Migrants, May 5, 2024

lack of proper enforcement of labor laws and
proper monitoring allows employers to take ad-
vantage of their situation, further trapping them
in exploitative working environments.

b) Salary

The salary of Filipino workers in Albania is
often inconsistent with the terms outlined in
their contracts, particularly when the payment
is agreed in euro. Instead of receiving their full
salary in euro, workers are often paid partly
via bank and the remaining amount in cash, in
Albanian lek. This process creates additional
financial burdens for workers, since they have
to pay much more due to converting rates from
Leke or Dollars to Euros as well as bank com-
missions for international transfers.

My contract stipulates a salary of €600, but |
only receive 45,000 lek (€450) in my account,
with the rest paid in cash. | suspect they do this
to avoid higher taxes. Since | have to exchange
lek into euros, my actual salary ends up being
lower due to exchange rate fluctuations. Par-
ticipant No.7 Social Gathering with Foreign
Labor Migrants May 24, 2024

They forced us to sign, threatening that we
wouldn't get a visa if we didn’t. They lied about
the payment, saying the contract was just for
visa purposes, but we still had to sign. We
agreed on a higher salary, but we’re not re-
ceiving the amount promised by the agency.
Now, they only pay the agreed amount through
the bank, and the rest is given in cash to avoid
taxes. Participant No.1 Social Gathering with
Foreign Labor Migrants May 24, 2024

In the contracts we have seen, some have had
the gross salary written, while others have
not. If it is a gross salary, the employees have
agreed that the employer will withhold the
deductible portion for taxation or social and
health insurance purposes. Interview with a
lawyer, February 16, 2025

Many Filipino workers send their earnings back
home to their families, which further exacer-
bates their financial strain due to these addi-
tional transaction fees. The situation becomes
even more complicated when some employers
especially those working as nannies travel tem-
porarily with their families, taking the workers
in places such as Dubai or Barcelona. In these
cases, the workers are paid in cash during
their stay abroad, so they can cover their own
expenses in these countries which have much
higher living standards compared to Albania.
The same amount is also deposited into their
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bank accounts and upon return to Albania, they
are required to repay the cash they received.

Moreover, despite the rising cost of living and
inflation in Albania, workers' wages remain
stagnant, leaving them vulnerable as they
struggle to manage the higher expenses and
cost of living. As a result, Filipino workers find
themselves in a precarious financial position,
constantly at risk of exploitation and struggling
to meet their basic needs due to the structural
barriers and the financial burden imposed by
their employers.

Furthermore, despite the formal contractual
agreements, the wages received by workers
are not disbursed on a consistent monthly basis
as stipulated. This unpredictability in salary
disbursement creates significant challenges

for workers in meeting their financial respon-
sibilities and sending remittances back to their
family.

c) Occupational health and safety protec-
tions

Employers are obligated to deduct income tax,
as well as social and health insurance contribu-
tions from employees’ salaries, in accordance
with the legislation in place and the stipulations
of collective or individual employment con-
tracts. The legislation mandates the payment of
social contributions and health insurance as a
joint responsibility of both the employer and the
employee. Moreover, migrant workers are enti-
tled to the same occupational health and safety
protections as nationals. The Migrant Workers
Recommendation, 1975 (No. 151), urges mem-
ber states to implement measures to prevent
any special health risks to which migrant work-
ers may be exposed. However, migrant workers
are frequently considered an at-risk group in
terms of occupational safety and health, since
they are employed in low level jobs that are
often performed in domestic space. As a result,
many migrant workers are forced to seek care
from private clinics when they encounter health
issues, often due to unfavorable working con-
ditions:

He suffered because of the cold weather. He
got all the blisters here. He was working in the
rain as a food delivery driver. We have to go
working all time in the rain, whatever the condi-
tion. So he’s not used to that. So he got all the
blisters and so on. Yes, inside of that he is paid
only what he's working. He has to bear the ex-
penses from his salary for the check up and the
medicine, but these health problems happened
due to working conditions. So the company

should take care of medicine or something like
support. Participant No.5 Social Gathering
with Foreign Labor Migrants May 24, 2024

We were informed that the employer would
cover our health insurance costs. If they com-
mitted to providing health insurance, they
should fulfill that obligation. My friend had

a severe allergic reaction on her feet, expe-
riencing intense itching due to the working
conditions. She wanted to see a dermatologist
for a checkup, but even after three months of
enduring the condition, she continued working
without receiving proper medical attention.

Her employer refused to grant her permission
to visit a doctor and instead provided her with
ineffective medication. Desperate for treatment,
she even offered to cover the medical expens-
es herself, stating that she would pay for the
consultation and necessary treatment. How-
ever, despite her request, she was still denied
time off to seek medical care. Participant No.6
Social Gathering with Foreign Labor Migrants
May 24, 2024

d) Annual vacation, paid leave, sick leave,
unpaid leave and employment standstill
Foreign workers, should theoretically have

the same right to rest on public holidays, as
outlined by the Albanian Labor Code. Under
Albanian law, employees are entitled to various
forms of paid leave in specific circumstances.
The law also provides for maternity leave and
sick leave when they provide a medical certifi-
cate confirming their disability to work. Accord-
ing to Article 92 of the Labor Code, employees
in Albania are entitled to a minimum of four
weeks of annual vacation each calendar year.
However, not all workers receive this benefit as
a statutory right. Employers often make salary
deductions for days when workers are unable
to work due to iliness:

Based on my experience, Madam, in my previ-
ous job, | was sick for a week and had a medi-
cal certificate from my family doctor. However,
my employer refused to pay for the days | was
on sick leave. Although sick leave was includ-
ed in my contract, they seemed unaware of

its provisions. As a result, my absence due

to iliness was treated as unpaid leave, and

my working days were reduced accordingly.
Despite having an official doctor’s note, they
did not acknowledge or compensate me for the
sick leave. Participant No.7 Social Gathering
with Foreign Labor Migrants May 24, 2024

When | was working during the season, | got
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sick and asked for leave, but my employer only
gave me half a day. | wasn't feeling well in the
morning, yet | was still required to work for
three to four hours before being allowed to rest.
My contract stated that | had the right to sick
leave, but it was never properly granted. My
friend had a similar experience. She got injured
and requested to go to the hospital, but they re-
fused. Participant No.9 Social Gathering with
Foreign Labor Migrants May 24, 2024

In most of the cases, annual leave is only
granted through negotiation with employers,
and only few workers report benefiting from it.
Those who work in factories and home setting
in particular, face even more harsher conditions
with some not receiving any days off at all and
having no formal recognition of annual leave.

They wanted me to replace my summer vaca-
tion with my sick leave, which didn’t seem fair
at all. So, | decided to resign. But then, they
didn’t even pay me for my summer vacation or
the days | had already worked. By law, we're
supposed to get 28 days of leave—22 if you
count only working days—»but they just ignored
that. Since we worked in a household, they
said we had a summer vacation, but they never
actually paid us for it. And during the summer,
they took us to the palace, where we didn’t
even get a day off, and of course, no extra pay
for that either. Participant No.8 Social Gather-
ing with Foreign Labor Migrants May 24, 2024

During the season, we had no days off—we
worked every single day, including Saturdays.
The contract states that holiday work should be
paid double, but we never received it. When we
brought it up, they dismissed it, saying it was a
family business with its own rules. They simply
refused to follow labor laws. Communicating
with them was difficult, and when we consid-
ered going to the police, they downplayed our
concerns. They also made unfair comparisons,
saying that Albanian workers are hardwork-
ing and don't take leave, while we, as Indians,
don't work hard enough and should contribute
more. Participant No.9 Social Gathering with
Foreign Labor Migrants May 24, 2024

We were also never given proper vacation—
only time off for Christmas and New Year, de-
spite the contract mentioning general holidays.
Participant No.9 Social Gathering with Foreign
Labor Migrants May 24, 2024

The refuse to the right of rest, along with the
requirements to work on public holidays, may
be classified as forced labor under article 8

of the Albanian Labor Code, which bans com-

pulsory work and imposes penalties for such
violations of labor rights.

e) Access to Decent Work and Housing
Conditions

When issuing work permits, institutions must
evaluate whether employers can provide ade-
quate housing, sufficient space, proper ven-
tilation, and suitable rooms and toilet facilities
for families employing live-in foreign domestic
workers. Migrant workers in Albania are entitled
to decent working conditions. Before granted
the employment approval, the National Agency
for Employment and Skills should ensure that
the working conditions align with national em-
ployment laws and that there is no discrimina-
tion compared to Albanian citizens (Article 74 of
the Law on Foreigners and Article 9 of the La-
bor Code). The DCM no. 858, dated 29.12.2021,
requires foreigners applying for a residence
permit to provide documentation proving they
have suitable accommodation, such as a rental
or purchase contract that meets housing stan-
dards in Albania.

Many workers live in overcrowded and inade-
quate housing conditions, sometimes in storage
rooms with insufficient facilities. For instance,
multiple individuals may share a single toilet,
and there may be a lack of basic amenities like
heating or proper ventilation.

The room we were given wasn't private—12

of us, including Indian and Albanian workers,
shared it. Our contract specified separate
rooms, but instead, we were given one bed for
two people, not even a queen-size bed, and no
privacy. The room had poor ventilation, just a
small window, and sometimes a bad smell. It
wasn't designed for accommodation, more like
a storage room. There was only a small light,
and a metal rod that could cause injury if we
accidentally bumped into it. We complained,
but they said there were no extra rooms during
the season and promised to provide one lat-
er, which never happened. The room was full
of mosquitoes, and there was no AC, only a
shared fan. It was extremely hot, and the floor
was dusty. We struggled with a lack of fresh
air. When we moved to Tirana, four of us lived
together in one room, and we still didn't have a
heater. Participant No.8 Social Gathering with
Foreign Labor Migrants May 24, 2024

Filipino workers whose accommodation is pro-
vided from their institutions report inconvenient
living conditions. “Our food often spoils be-
cause we don't have a refrigerator or a proper
place to cook,” said one worker.

Within 15 days, madam, they have 5,000 like
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allowance for ordering food. So it means in one
month you have 100 allowance. They dint know
before about this amount of food allowance,
which is not enough. Participants No.4 Social
Gathering with Foreign Labor Migrants May
24,2024

The situation is even worse for those who live
in the same apartment with their employees, as
their right for privacy is rarely respected.

V.3. Manifestations of Modern Slav-
ery and Human Trafficking issues

a) Fraudulent recruitment and deceptive
labor practices

A common issue faced by Filipino migrant
workers in Albania is the violation of contractual
terms, particularly concerning job assignments.
The following testimonies shed light on the
challenges faced by migrant workers in Albania,
particularly regarding discrepancies between
their expected roles and actual job responsibil-
ities:

Migrant workers generally sign two separate
contracts: one for the application at the Em-
bassy in Rome and another in Tirana. The
contract signed in Albania designates them

as ‘skilled workers,” which typically refers to
employment in private companies or organi-
zations. Participant No.5 Social Gathering with
Foreign Labor Migrants, May 5, 2024

Many Filipinos work mainly in households, but
sometimes they are asked to work in other
homes or for companies, like cleaning ser-
vices, on weekends—usually one or two times
a week. | was asked to clean the employer’s
younger brother’s house, even though it wasn’t
part of my job. | was confused and told her
that it wasn't my responsibility, but we didn’t
question her request further. Participant No.4
Social Gathering with Foreign Labor Migrants
May 24, 2024

I came here as a nanny, not a housekeeper. |
applied for a nanny position, but when I ar-
rived, | was surprised to see that my contract
listed me as a cleaner. The agency misled me.
Participant No.4 Social Gathering with Foreign
Labor Migrants May 24, 2024

One participant shared the experience of an
employer who, despite the contract explicit-

ly stating the worker’s role as a maintenance
worker, placed her in a reconstruction site and
instructed her to perform cleaning tasks involv-
ing heavy equipment®. This situation highlights

9 Participants No.5 Social Gathering with Foreign
Labor Migrants, May 5, 2024

the breaches in the original employment agree-
ment. At least, the employer agreed to cover
transportation costs for her travel to capital,
after she raised this concern.

Another case involved a Filipino woman who
was promised a domestic worker position in
Albania. Upon arrival, however, her employ-

er pressured her into signing a new contract
written in Albanian, a language she did not
understand. Under this pressure, the worker
accepted the position, which was completely
different from the initially promised job™. This
case highlights the vulnerability of migrant
workers, who are often coerced into signing
contracts that differ significantly from their
original agreements, resulting in the violation of
their rights and significant shifts in their work-
ing conditions.

Domestic workers, particularly in situations of
servitude, are often subjected to work con-
ditions that far exceed the terms outlined in
their contracts, not only in terms of hours but
also in the scope of their duties. Many work-
ers report that the actual work they perform is
significantly more demanding than what was
initially agreed upon, yet the compensation
they receive is insufficient or does not reflect
the extra hours or tasks they undertake. One
of the most proactive participants in the dis-
cussion, engaged as a nanny, revealed “/ am
obligated to care for the child of the lady of the
house whenever he has fever, which turns my
commitment into a mechanical and ‘robotic’
routine.”™

The mismatch between the contract terms and
actual job responsibilities can result in confu-
sion and a sense of powerlessness, as workers
feel trapped in situations where they are not
being compensated fairly for their work. These
conditions also exacerbate the vulnerability of
migrant workers, making them more prone to
abuse and unfair treatment.

b) Forced Labor and illegal activities
Many workers are promised specific jobs, such
as housekeeping, but upon arrival, they are
coerced into performing illegal activities or jobs
that differ significantly from what was agreed
upon in their contracts. This includes being
forced into sex work or other illegal tasks.

In cases where workers want to quit, they have
the right to resign, but some may become vic-
tims of trafficking or exploitation. These individ-

10 Participant No.3 Social Gathering with Foreign
Labor Migrants, May 12, 2024
1 Participant No.2 Social Gathering with Foreign

Labor Migrants, May 5, 2024
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uals may not recognize violations of their labor
contract, especially if coerced into activities
like prostitution. While the police are involved,
some cases of trafficking and exploitation
remain unresolved. Participants No.1, Social
Gathering with CSOs, February 18, 2025

Initially they come with working visa. There are
some Filipino recruiters in Albania who assist
them to come in Albania. They don't care if
they do not obey the rules. They have a group
of Philippine to inform them. They seem to work
in massage, but they do prostitution for extra
money. Interview with Community Leader, 08
March 2025

c) Withholding documents and lack of
possibility to change and or leave employers
Once workers receive a residence permit in Al-
bania, it is crucial for them to obtain an identity
card, which enables their registration within the
country's systems and ensures they can access
public services on par with Albanian citizens.

However, there are documented cases where
employers have delayed or blocked this pro-
cess for extended periods, sometimes for over
four months. Moreover, in some other instances
employers have held the workers' identification
documents and contracts, making it impossible
for them to send money to their families:

When | arrived, they took my passport, and
despite asking multiple times, they still hav-
en’t returned it. They told us that if we want to
change jobs, we must stay with them for one
year because they paid for our visa and trav-
el. If we leave before that, they said our visa
would be canceled and we'd be sent home. |
understand that having a contract for one year
is normal, but it doesn’t mean we can’t change
employers if the conditions are not met. Partici-
pant No.7 Social Gathering with Foreign Labor
Migrants May 24, 2024

The withholding of these documents not only
limits their ability to fulfil their familial obli-
gations in duly time, but also obstructs their
access to basic rights and services.

The lack of freedom to change or leave em-
ployers further compounds the challenges
faced by migrant workers, leaving them with
limited options and often trapped in exploit-
ative conditions. Although migrant workers are
legally permitted to change employers, they
must adhere to specific requirements tied to
their work permit. As per the Article 71, Law
no. 79/2021, if a worker changes their place
of employment, they must notify the relevant
authorities of any alterations to the conditions

under which the permit was issued and request
approval for changes. In principle, they should
adhere to the motive of granting the unique
permit. Filipino migrant workers are deprived of
their right to change their employers.

Case Study 1: Exploitation of a Filipino Domes-
tic Worker in Albania

In May 2024, a Filipino citizen arrived in Alba-
nia with the intention of working as a domestic
worker. She was recruited by a private agency
and was granted a temporary residence permit
valid for two months. However, she soon be-
came a victim of severe labor exploitation.

Yet her actual employer was not the entity that
had formally hired her. Instead, she was as-
signed to work for a different employer, creat-
ing a legally ambiguous and unlawful employ-
ment situation. The terms of her employment
were highly exploitative. She was required to
work up to 18 hours per day without any rest
days. Furthermore, the employer did not adhere
to labor code regulations. She faced restrictions
on expressing emotions or discussing about her
children in the presence of her employer, add-
ing to the psychological toll of her employment
conditions.

The employer informed the worker that her
work there will end in a couple of weeks, and
in the meantime she had to choose among two
other employers. One was in Tirana, where she
was asked to work as a caregiver for a man
who was living alone, while her accommoda-
tion would be provided at his house. The other
option was to go work in Kosovo, although her
residence permit had expired. Considering the
risks that both of these options carried, the
worker did not accept them. Despite the work-
er's reluctance and disagreement with work-
ing for the assigned employers, the employer
insisted she must accept one of these jobs.
However, the employment relationship was
abruptly terminated, and the employer kept the
worker's passport. The fear of further retaliation
compelled her to tolerate unacceptable work-
ing conditions to safeguard her well-being and
eventually regain her freedom.

The worker eventually found another employer
willing to hire her, but she could not leave be-
cause the employer refused to return her iden-
tification documents, and her residence permit
had expired. The worker reported the situation
and received assistance from MWL.

Since the worker had no identification docu-
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ments, a criminal procedure was initiated to
claim their rights. A report was made to the po-
lice station, and the Border and Migration Direc-
torate was notified. Despite efforts to retrieve
the passport, there was no response from the
authorities. The issue arose when the police
officer failed to address the factual situation
and the claims made by the citizen. Regardless
the fact that foreigners have the same labor
rights under the Albanian labor code, the officer
focused on the legal interpretation of the con-
tract and employment, stating that the worker
was under her jurisdiction and needed to justify
her situation logically. After a criminal complaint
was filed, it was claimed that the employer was
holding the worker’s passport, and the police
were expected to take action. However, after
taking statements from both parties, the case
remained unresolved, and the investigation
continued. When the Filipino worker was in-
terviewed by the police, the employer's iden-
tity was revealed, putting both the officer and
the worker at risk. The employee claimed her
passport had been thrown with her clothes. The
Philippine Consulate in Albania was engaged to
address the situation. After a prolonged delay,
the case was referred to the prosecutor.

The Filipina worker was accompanied by the
NGOs case manager for the formal interview
for identification of victims of human traffick-
ing, the formal interview process was denied.
Instead, the focus was shifted to shed light

in the situation by collecting information and
evidence, and not identifying the indicators

of trafficking and exploitation addressed. For
clarification of the situation, the employer was
contacted by the police, and the Filipina worker
was exposed. Based on their judgment of the
situation, by listening to the employer's side as
well, the Filipina was considered at her fault
and from there she was escorted to the border
police and was given a deportation order for
overstaying in Albania while her residence had
expired.

All legal steps were followed, including filing a
criminal complaint and reporting the issue to
the appropriate institutions. The worker was
issued a deportation order for overstaying her
visa in Albania. Despite holding a residence
permit, the employer's refusal to provide the
passport prevented the worker from acting.
An appeal was made to cancel the deporta-
tion order and reinstate the residence permit.
The case was also reported to the Ministry of
Interior, which has a specialized structure for
trafficking risks.

A refusal response was given and the depor-
tation order remained in effect. The case was
advised to be taken to the first-level adminis-
trative court in Tirana. The situation escalated
significantly, and the lack of action from the
Border Police and Migration Directorate was
unclear. Although procedural deadlines may
have passed, the criminal complaint remained
relevant, as it involved other criminal acts

that the prosecutor’s office could pursue. The
prosecutor’s inaction was attributed to an over-
loaded system, emergency cases, and staffing
shortages.

Case analysis:

This case exemplifies the severe challenges
faced by foreign domestic workers in Albania.
The confiscation of an identification document
is considered an unlawful deprivation of free-
dom, as no one has the right to restrict another
person's mobility. This act is considered an
illegal deprivation of liberty and placed herin a
vulnerable position, as she had to comply with
exploitative conditions to regain access to her
identification documents The exact reason for
this action is unclear, but it is likely intended to
exert pressure and maintain control, preventing
the individual from standing up for their rights
or making any demands. However, withhold-
ing the identification document, pressuring the
workers to submit to work against their own
will, and threatening with deportation, are con-
sidered methods of control in labor trafficking
situations.

This case underscores the urgent need for la-
bor reforms, stronger enforcement of workers'’
rights, and more effective institutional mech-
anisms to prevent and address labor traffick-
ing and exploitation. Their failure to intervene
promptly raised concerns regarding systemic
inefficiencies, staff shortages, and the overall
capacity of institutions to protect vulnerable
workers.

The gap between formal agreements and the
enforcement restricts workers' mobility, mak-
ing it difficult for them to escape exploitative or
unfavourable working conditions. Factors such
as dependence on employers’' accommodation
facilities, issues with work permits, and fear of
retaliation, like losing income or legal status,
further trap workers in exploitative working
environments. As a result, migrant workers

are unable to exercise their legal right to seek
better employment or improve their working
conditions.

d) Threats and workplace harassments

38

TRUTH, RESPONSIBILITY, INTEGRITY, COURAGE, EMPATHY

Rr. Skendeberj, 41.14, Tirana, Albania



MARY WARD
LORETO
FOUNDATION

O

There are instances of verbal and psychological
abuse from employers, including threats of de-
portation if workers do not comply with unrea-
sonable demands. Some workers report feeling
unsafe and being subjected to different kinds of
workplace harassments:

Her employer installed cameras in her room
and the bathroom, monitoring her everywhere.
She was threatened, and eventually, she ran
away out of fear. The employer knew what she
was doing, even when she was undressed in
the bathroom. | think this situation might have
been exposed in the media. Participant No.3
Social Gathering with Foreign Labor Migrants
May 24, 2024

A friend of mine experienced sexual harass-
ment from her employer while working as a
cleaner. He attempted to hug her while she was
washing dishes, so | advised her to secretly
record him and send the footage to me. She
later reported it to the agency, but instead of
pursuing legal action, she chose to leave to
avoid trouble. The agency helped her exit to
Kosovo without informing her employer’s wife.
She is now safe and working in a restaurant
there. Participants No.6 Social Gathering with
Foreign Labor Migrants May 24, 2024

" Defamation or False Accusations
Filipino workers in Albania often face unfair
treatment, particularly when employers are
dissatisfied with the services provided. In some
instances, employers allegedly accuse employ-
ees of petty crimes, leading to criminal inves-
tigations that are sometimes initiated without
sufficient evidence. When faced by these in-
vestigations from law enforcement institutions,
they are not allowed to work and do not have
the right to travel outside Albania.

She lost her residence status after changing
employers and her visa expired. She worked as
a nanny for a family, often until midnight, but
the work was exhausting, and she only got a
few hours of sleep. She wanted to leave, but
she didn’t have a contract, and despite need-
ing the money, she had no legal status. The
employer then falsely reported her to the police
for stealing money when she tried to leave. The
employer had no proof of theft, but the Filipina
was accused anyway. Participant No.2 Social
Gathering with Foreign Labor Migrants May 24,
2024

. Harassment (Mobbing):
Many Filipino workers reveal stories when they
have been bullying, particularly as domestic

workers by their employees. These workers
often face neglect or dismissal when raising
their concerns. For example, a Filipino nanny
was told, “You are a nanny, and you are not
here to discipline the kids". The child of one of
the employers said to a Filipino nanny, "You're
here to take my mom'’s money". This episode
further dehumanizing the workers and under-
mining their authority as commodity. This type
of treatment reflects a broader pattern of power
imbalance, hierarchies that shape the intimate
working space between employees and em-
ployers.

They constantly shout, using derogatory lan-
guage, saying things like, “You're not doing
well,” or, “I pay you, but you're not doing a
good job.” Participant No.1 Social Gathering
with Foreign Labor Migrants May 24, 2024

Lack of safeguarding and work ethics in such
work premises lead the workers to become
unmotivated and lose confidence. Respect

for their dignity should be crucial to every
human being. Psychological abuse has to be
addressed as a serious threat at work place.
Interview with a frontliner from CSO working on
migrant’s services, 04 March 2025

V.4. Breaches related to workers’
rights to speak freely and whis-
tleblower protection

Fear to speak up- fear of retaliation

The Filipino migrant workers in Albania are em-
ployed by employers with significant influence
in the country's political, economic, and social
spheres, including powerful businesspeople,
high-ranking government officials, and repre-
sentatives of the justice system. They believe
that the influence and the power their employ-
ers have is a barrier for them to speak up their
rights. Many workers are afraid to report their
problems due to fear of retaliation from employ-
ers or a lack of trust in local authorities. Their
status is illegal, and they are threatening by the
employers, in case they do not respect the con-
ditions they impose such as: “The best interest
of an Albanian employer, is to employee a Fili-
pino worker who came from a third country”.
One worker expressed this fear, stating, “We
are afraid that as soon as we report the prob-
lem to the authorities, our boss will find out. He
is very important, and in the face of this power,
no one can protect us.”

In my case, whatever the agency promised
is irrelevant now. | came here with the under-
standing that | would work for one year, and
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I'm willing to do so. However, | expect them to
respect the contract we both signed, as it is
legally binding. If they don’t, my work and resi-
dence permits will expire, and they may contact
the police. Participant No.10 Social Gathering
with Foreign Labor Migrants May 24, 2024

These statements highlight the workers' deep
concern about retaliation and the lack of sup-
port from both legal and institutional frame-
works. Their fear contributes sometimes to the
underreporting of abuses and the perpetuation
of these issues. Moreover, the social imbalanc-
es and power dynamics contributes to a climate
of fear among the Filipino workers, who are
reluctant to assert their rights.

V.5. Lack of knowledge on local leg-
islation and supportive mechanisms

Many migrant workers are not aware of their
rights under labor laws. Some of them lack
knowledge on how to prepare the documenta-
tion for renewing residence permit. This lack of
awareness of relevant local agencies and legal
resources restricts their ability to effectively
navigate the legal and support systems avail-
able to them.

Foreigners often find it challenging to navigate
legal systems in Albania. They may face lan-
guage barriers and lack access to legal rep-
resentation, which complicates their ability to
report abuses or seek justice. Participant No.],
Social Gathering with CSOs, February 18, 2025

Additionally, many workers are unaware of
their rights or labor laws, leading to confu-

sion over their contracts and terms of work.
This reflects issues with recruitment, lack of
monitoring, and a failure to provide necessary
information, as agents may profit from bringing
workers without ensuring fair treatment. Partic-
ipant No.1, Social Gathering with CSOs, Febru-
ary 18, 2025

The lack of information on migrant workers'
access to health services hinders their ability

to access free healthcare services in public
health institutions. The most privileged ones are
Filipino workers who have benefited from family
reunification through marrying an Albanian
citizen. They have better access to local health
care services.

Foreign workers encounter significant difficul-
ties accessing accurate information due to the
ambiguity of local legal procedures:

They are required to pay 20% tax for the rent,
which raises concerns. Due to a lack of clear
understanding of local legal procedures, for-
eign workers are often overcharged by land-
lords for utilities like electricity and water. We
don't receive an individual bill for our con-
sumption, just a general one. Participant No.10
Social Gathering with Foreign Labor Migrants
May 24, 2024

Language and cultural barriers remain a signif-
icant challenge, especially due to their limited
level of English proficiency.

Individuals facing deportation or mistreat-
ment are often vulnerable due to financial
struggles, lack of support, and insecurity in a
foreign country. The institutions involved are
not providing adequate support to these indi-
viduals, leaving them feeling overwhelmed by
legal procedures. This creates an environment
where vulnerable workers are further exploited.
Participant No.2, Social Gathering with CSOs,
February 18, 2025

The people we contact are highly vulnerable,
feeling pressured by financial struggles and
insecurity in a foreign country with no support.
When asked to complete a legal procedure in
their favour, it seems overwhelming and com-
plicates their already difficult situation, espe-
cially when they are dealing with the burden of
communication over the phone. Interview with
a lawyer, February 16, 2025

Lack of pre-employment information

When migrant workers leave their own country,
especially for the first time, they often require
support to manage the practical and adminis-
trative procedures. Public authorities should
support with the required paperwork and
various formalities related to the immigration
process. Although, well-structured pre-employ-
ment and pre-departure orientation programs
are critical to ensuring the well-being of all
migrant workers, including women, migrants
seldom receive any pre-departure information
from public institutions.

Some recruits have contracts but are often not
fully informed, leading to unmet expectations.
For example, a worker may expect to be a wait-
er but is assigned a different role with no pay.
Even when contracts appear fine, reality often
doesn’t align with expectations. Participant
No.1, Social Gathering with CSOs, February 18,
2025

The absence of clear communication and
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information dissemination from relevant author-
ities means that monitoring of labor conditions
is often inadequate. This can lead to a lack of
enforcement of labor rights, leaving workers
vulnerable to abuse. Overall, the lack of in-
formation creates a cycle of vulnerability for
migrant workers, making it difficult for them to
assert their rights and seek justice when those
rights are violated.

Lack of information on supportive/ complain
mechanisms

The foreign workers in Albania exhibits a limited
understanding of local regulations and sup-
portive/ protection mechanisms. The primary
institutions they are familiar with are the State
Police and the Department for Migration at the
Ministry of Interior.

The absence of clear and accessible informa-
tion not only places workers in a vulnerable
position but also increases the risk of labor ex-
ploitation, contractual misunderstandings, and
violations of labor rights. This issue highlights
the need for stronger regulatory oversight and
enforcement mechanisms to ensure fair and
ethical recruitment practices. Interview with a
lawyer, January 15, 2025

Filipinos who face any type of abuse or ha-
rassment, even when it does not happen in the
workplace, do not report to the police due to
lack of knowledge about the laws and proce-
dures, and fear of being incriminated and then
deported back. Therefore, they are exposed
to danger. The risk is higher when they do not
have a residence permit, as their exposure to
the police might lead to being given deportation
orders. Participant No.6, Social Gathering with
CSOs, February 18, 2025

Victims often face psychological pressure from
others, which can affect their willingness to
report dangerous situations. This reluctance
makes it even more difficult for the police to
identify and respond to trafficking cases. This
lack of knowledge can lead to exploitation, as
they may not recognize when their rights are
being violated or how to report such violations.

Without proper information, migrant workers
often do not know where to seek help or how
to navigate the legal system. This can prevent
them from accessing necessary resources,
such as legal assistance or support services,
which are crucial for addressing grievances
related to their employment.

V.6.
tions

Challenges from the institu-

a) Fragmented Coordination and bureau-
cracy

The bureaucratic processes can be cumber-
some, with issues arising from the need for
work permits and the application procedures
that can be confusing for both employers and
foreign workers. Online systems and e-Alba-
nia procedures make it difficult to monitor and
effectively address critical situations in a timely
matter:

Online procedures make it harder to monitor
and address situations effectively. Not report-
ing the issue directly is tied to how it's reported
through the Albania system and online ap-
plications, rather than through an in-person
interview. In the past, there was a better under-
standing of the importance of such cases. This
is crucial because it's different when | present
the issue in person. The violation of the law is
clear, and they know they need to take action,
yet they dismiss it, saying it's not a problem as
I have followed the procedures of only one law,
not going through other principles or consti-
tutional right which may have been infringed.
They proceed with their procedures without
taking the situation into account. Interview with
a lawyer, February 16, 2025

Institutions follow slow procedures, and there
is often no criminal follow-up for reported
violations, which makes employers feel un-
touchable. These issues create a challenging
environment for workers, leaving them in an
insecure situation with insufficient support.
Interview with a lawyer, January 15, 2025

There is a significant concern that the police
often do not respond adequately to reports,
leaving potential victims unprotected. Delays in
response can have severe consequences for
individuals in risk situations. There are worries
that the police do not consistently follow the
standard procedures, which require the iden-
tification and reporting of potential trafficking
victims. This failure to identify victims properly
complicates the situation further.

Consider the fact that not reporting the situa-
tion directly has a lot to do with how it is re-
ported through the Albania system and online
applications, without going for an interview.
How was it before, for them to understand the
importance of the case? This matters a lot, be-
cause it's a different story for it to come to me.
A specific article is being violated right before
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your eyes, and I'm taking action. They follow
their procedures regardless of the circumstanc-
es. The idea is that they have no power, mean-
ing they only follow their procedures. | reported
that | am unable to appear physically, but they
don't take this circumstance into account. It's
a blatant case because you lack documenta-
tion, even the report you've submitted, as | am
in a situation of inability to act. This situation
happens immediately. Interview with a lawyer,
January 15, 2025

Lack of effective communication between
institutions is another challenge. Respondents
report that there is a significant fragmentation
in the referral process which involve various
institutions, which leads to a lack of structured
communication. rephrase: For instance, border
police are expected to refer certain cases that
could be categorized as potential victim of traf-
ficking, but they sometimes fail to refer these
cases. Victims are than left without necessary
protection which creates an unsafe environ-
ment.

Case 2. Inadequate Response to Legal Viola-
tions:

A Kenyan woman reported that her employer
booked her ticket, called a police van, and had
her taken to Rinas Airport, forcing her to leave
Albania. Despite her request to speak with the
Director of Border and Migration at Rinas, she
was deported without a clear explanation. It
was reported that her freedom was unlawfully
restricted, and despite attempts to keep her in
the country, the deportation occurred quickly,
between 12 PM and 5 PM. She was accompa-
nied to the airport only by the employer and a
security officer.

Efforts to prevent her deportation were un-
successful, and even when she was asked to
return for check-in, she was denied re-entry
and sent to Istanbul. A detailed report is await-
ed to identify those involved and document the
incident. The case was reported to the relevant
specialists, but no official response has been
received.

Both the Rinas and Lapraka immigration offices
claim they have no information, which is un-
acceptable. Authorities dismissed it as a civil
agreement, but it was a clear violation, includ-
ing the withholding of her passport. This is an
urgent matter involving legal violations. Even
the formal complaint filed was ignored, leaving
no recourse for action. The situation escalated
rapidly, making it extremely difficult to address.
When she was taken to Police Station No. 1to

retrieve her passport, her employer had already
taken it, placed her in a car, and handed her
over to Albanian immigration. She was not giv-
en the chance to formally report her case, and
the wait for assistance was prolonged. Inter-
view with a lawyer, February 16, 2025

Case analysis: This case highlights a signif-
icant failure of immigration authorities that
despite clear legal violations, including unlawful
detention and withholding of a passport, insti-
tutions did not act on time to resolve the issue.
Even after the case was reported, the author-
ities failed to provide any official response or
take necessary action, leading to a violation of
the individual’s rights. The case illustrates poor
communication and coordination between im-
migration offices and other relevant authorities.
Different offices claim to have no information
on the case, which is unacceptable. This lack
of transparency and failure to share information
further hinders any effort to resolve the situa-
tion.

b) Lack of proper Oversight

The Labor Inspectorate is unable to carry out
inspections without indications of violations.
This means they follow a risk-based methodol-
ogy, inspecting only those entities that have a
high-risk assessment.

The role of the Labor Inspectorate is to monitor
these issues, conduct workplace inspections,
and normally refer cases. There are direct
violations of labor rights, such as employers
withholding passports and not paying wag-
es. These violations are often not reported or
properly addressed by the inspectorate. What
| wanted to ask is what has been done in the
meantime by the inspectorate. They make an
assessment and judgment, but do not act on it.
Interview with a lawyer, January 15, 2025

The issue with the inspectorate is that their
methodology is often insufficient. In many cas-
es, problems are not addressed, and violations
are overlooked. Red flags are not identified,
leading to unresolved issues in contracts and
agreements. Inspectors are supposed to mon-
itor work conditions and report violations, but
they often fail to take action or provide evalu-
ations of the situation. Interview with a lawyer,
February 16, 2025

We often encounter situations where agree-
ments are missing, leading to a lack of guaran-
tees. A three-party agreement is not the same
as a single-party agreement. This goes against
the law and is written in a language that isn't
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understandable, making it completely invalid
and unenforceable. Everyone has the right to
be informed in a language they understand.
The contract specified 18-hour workdays. It is
the responsibility of the relevant authorities to
ensure these agreements are properly mon-
itored. Interview with a lawyer, February 16,
2025

A recent interview with a lawyer revealed the
fact that labor inspectorate has insufficient
human resources and professional capacity

to do the field work inspections, especially in
sectors where many migrant workers are em-
ployed. This shortfall in specialized training and
resources hampers their ability to effectively
handle cases.

There is a significant lack of human resourc-
es and professional handling of cases by the
inspectorate, making it difficult for workers to
receive the necessary assistance. Interview
with a lawyer, January 15, 2025

The persistent shortcomings of the Labor In-
spectorate have a profoundly negative impact
on workers' rights and well-being. Despite its
mandate to monitor workplace conditions, con-
duct inspections, and refer cases, the inspec-
torate's inadequate methodology and inaction
allow serious violations—such as withholding
passports, non-payment of wages, and ex-
cessively long workdays—to go unchecked.
The failure to identify red flags and enforce
valid, understandable contracts leaves workers
exposed to exploitation, with little hope for re-
dress. Ultimately, this systemic neglect not only
undermines the integrity of labor protections
but also perpetuates an environment where
abuse and legal non-compliance become the
norm.

5.5 Resilience mechanism: Systems of solidari-
ty and support

While the majority of Filipino community
showcases stories of exploitation and labor
violations, they reveal also some resilience
mechanisms they use to stand in front of such
adversities. Within the Filipino community in
Albania, informal systems of solidarity and sup-
port play a crucial role in addressing challenges
faced by migrant workers. Elder Filipino work-
ers often take on a mentorship role, guiding
new migrants by sharing their experiences and
encouraging them to report issues related to
the legal system’s shortcomings to the Albanian
authorities. As one migrant reveals: "Sometimes
the oldest and most experienced Filipino work-

ers in our country, played the role of mentors
to encourage the new ones on reporting legal
system’ malfunctioning before the Albanian
authorities”. This culture of mutual support is
vital, but its effectiveness is often limited by the
lack of cooperation from local state institutions.

Filipino community leaders, particularly the
Presidents of the community, are central figures
in fostering solidarity and providing assistance.
For instance, Mr. Ronnie Momadre, one of the
two Presidents of the Filipino community in
Albania, has played a pivotal role in offering
support and guidance. Despite his leadership
role being recognized by the Philippine Em-
bassy in Rome, he does not hold an official
status within Albanian legal structures, as the
community's leadership has not been formally
registered. This lack of official recognition limits
the potential for his advocacy to be fully effec-
tive, despite his substantial efforts to assist the
community.

Mr. Momadre's leadership is characterized by

a strong commitment to human welfare, tran-
scending the formal duties of his position. He
has personally invested considerable time,
effort, and resources in supporting fellow Filipi-
nos, even offering his own home for accommo-
dation and using his personal finances to assist
workers in need. His active role extends beyond
mere leadership, as he regularly accompanies
workers to police stations and migration offices
to advocate for their rights. However, despite
these personal sacrifices, the lack of institu-
tional support and official recognition means
that his efforts are sometimes insufficient to
resolve the complex issues faced by Filipino
workers. Moreover, the issue of unregistered
workers remains a significant concern, as many
Filipino migrants do not have legal documenta-
tion or are unaware of the processes to regular-
ize their status. This legal vulnerability further
complicates their ability to seek assistance or
demand fair treatment, emphasizing the urgent
need for legal interventions that can ensure the
proper registration and protection of migrant
workers in Albania.

Moreover, the leadership structure within the
Filipino community is well-organized, with
regular meetings and a decision-making pro-
cess that reflects a democratic approach. The
community's operational framework involves a
team of 8-10 members who work collaborative-
ly to address issues and provide support to the
approximately 700 Filipino workers currently in
Albania. This organized structure enhances the
community’s ability to navigate the challenges
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of migration and labor exploitation, but also
highlights the need for legal recognition to more
effectively advocate for their members.

One of our friends went through this—her em-
ployer didn't pay her for two to three months.
She reported it to the consulate via email, be-
cause her passport was kept by the employer.
Fortunately, after reporting it, the situation was
addressed. Participants No.6 Social Gathering
with Foreign Labor Migrants May 24, 2024
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CHAPTER VI.
Discussion and conclusions

Albania’s evolving migration patterns, marked
by increasing foreign labor migration, highlight
both opportunities for economic growth and
significant challenges in ensuring fair labor
practices and migrant protection. While the
country has become an attractive destination
for foreign workers, particularly in sectors fac-
ing labor shortages, the vulnerability of these
workers, especially women, to exploitation and
human trafficking remains a critical issue. This
sciping research study was conducted to iden-
tify various forms of labor exploitation affecting
foreign migrants in Albania, with a particular
focus on the Filipino community, and to analyze
the structural factors contributing to their vul-
nerabilities. The mixed-method approach, com-
bining social gatherings, expert interviews, and
surveys, provided comprehensive insights that
inform policies aimed at preventing exploita-
tion and ensuring the protection and support of
migrant workers.

The recruitment and employment pathways of
foreign labor migrants in Albania are shaped by
economic constraints in their home countries
and the labor market dynamics in Albania. While
Albania offers a potential solution to economic
struggles, it also presents significant challeng-
es and risks for migrant workers, particularly
concerning the recruitment process, labor
conditions, and exploitation. One of the primary
challenges faced by Filipino migrants is the lack
of transparency and clarity in the recruitment
process. Migrants often rely on formal and in-
formal recruitment channels, including recruit-
ment agencies and social networks. However,
many Filipino workers enter the country without
a full understanding of their employment terms.
Contracts are often signed under pressure

or without proper language comprehension,
leaving workers vulnerable to exploitation upon
arrival. The lack of pre-employment informa-
tion, such as clear job descriptions and con-
ditions, leads to workers being assigned roles
that differ from what was initially agreed upon.
This lack of transparency is exacerbated by a
division of labor based on gender, with women
predominantly in domestic sectors and men in
industrial jobs, which may affect their mobility
and working conditions.

Additionally, the recruitment process itself is
fraught with inefficiencies and exploitative
practices. Filipino migrants sometimes pay
exorbitant fees to recruitment agencies, which
should be covered by employers according

to regulations. Some migrants are smuggled
through countries like Kosovo, experiencing
exploitation under the threat of deportation or
poor working conditions.

Another critical issue is the legal and institu-
tional gaps that leave workers unprotected. In
some cases, workers are caught in a confus-
ing web of responsibility between recruitment
agencies and employers, leading to delays in
securing essential documents such as work
and residence permits. When disputes arise
about working conditions, migrants are often
bounced between agencies and employers,
leaving them without support or legal recourse.
This lack of coordination exacerbates their
vulnerability and highlights the need for clearer
regulations and enforcement of workers' rights.

Migrant workers, particularly from the Philip-
pines, face numerous challenges in Albania
that align with modern slavery and human
trafficking. Fraudulent recruitment and decep-
tive labor practices are prevalent, with workers
often finding themselves forced into roles vastly
different from those promised in their con-
tracts. This mismatch leaves them vulnerable
to exploitation, as they are coerced into addi-
tional duties beyond the agreed terms, with-
out proper compensation. Additionally, many
workers are subjected to forced labor, where
they are coerced into illegal activities such as
prostitution or other criminal work. The fear of
deportation, combined with the withholding of
essential documents by employers, prevents
workers from leaving or changing employers,
further trapping them in exploitative situations.
Workers are often unaware of their legal rights
and the mechanisms available to protect them,
which exacerbates their vulnerability. Despite
the legal framework that should protect migrant
workers, institutions often fail to enforce labor
laws effectively. Employers, particularly those
with significant political or economic influence,
intimidate workers into silence, leaving them
afraid to report abuse or seek help. Further-
more, the lack of pre-departure orientation and
information on local legislation and support
systems compounds the problem, as workers
arrive unprepared to navigate the complex legal
landscape. These systemic failures, combined
with the abusive practices of some employers,
perpetuate a cycle of exploitation and human
trafficking that is difficult for migrant workers to
escape.

The study found evidence of various institu-
tional challenges, primarily stemming from
fragmented coordination and bureaucratic
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inefficiencies of institutions involed in labor mi-
gration. The process of obtaining work permits
and navigating the complex application proce-
dures is often confusing for both employers and
workers. Online systems like e-Albania further
complicate the situation, making it difficult

to report violations or resolve urgent issues
promptly. The failure of border police and other
agencies to refer potential trafficking victims
exacerbates this issue, leaving workers unpro-
tected. The failure to enforce labor rights and
investigate violations effectively further per-
petuates an environment of exploitation. Fur-
thermore, the fragmented of inter-institutional
communication and coordination weakens the
overall response to migrant worker abuse. De-
spite Albania's ratification of international labor
conventions, the country's legal framework
remains incomplete, and institutional ineffi-
ciencies persist, leaving workers vulnerable to
exploitation. The need for greater oversight,
improved institutional coordination, and better
enforcement of labor laws is crucial to protect
migrant workers and prevent further abuse.

In conclusion, the migration of Filipino workers
to Albania presents a complex interplay of so-
cio-economic factors, inadequate legal protec-
tions, and exploitative recruitment practices and
labor rights breaches. To address these issues,
a more robust and transparent recruitment
process is necessary, one that involves clearer
contracts, proper pre-employment information,
and stronger monitoring of both recruitment
agencies and employers. Additionally, Albania's
institutions must strengthen the enforcement of
labor laws to ensure that migrant workers are
not subjected to exploitation and are provided
with adequate legal protections.

VI1. RECOMMENDATIONS

a) Recommendations for institutions con-
cerning labor rights (NAES; Labor inspectorate)

e Proactive Monitoring of Employment Con-
ditions
Labor inspectorate must increase its efforts in
conducting field verifications and inspections
of working conditions. Periodic checks are es-
sential to ensure that employers are adhering to
the terms outlined in workers' contracts and La-
bor code stipulations. These inspections would
help safeguard workers' contractual rights,
addressing any discrepancies and preventing
exploitation. Periodic monitoring should ensure
that the terms and conditions outlined in the
contract align with the standards established
by the Albanian Labor Code. Specifically, this

includes verifying that wages, working hours,
job responsibilities, benefits, and other essen-
tial conditions meet legal requirements.

e Pre-Employment Training and Information
Campaigns
Before migrants begin employment, NAES
should offer informational programs to educate
both employers and workers on their rights and
obligations under the Labor Code. Employers
should be required to understand the legalities
of contract creation, while migrant workers
should be informed about their rights, including
job duties, wages, and benefits. This initiative
could include workshops, written materials,
and digital resources in multiple languages to
ensure that all workers understand the terms
of their employment and can identify potential
violations.

e Clear and Accessible Complaint Mecha-
nisms
Institutions should establish a clear and con-
fidential complaints mechanism that allows
migrant workers to report discrimination,
abuses and violations of their contracts with-
out fear of retaliation. This system should
include online reporting platforms, hotlines,
and in-person consultations where workers
can seek assistance in the langue they under-
stand. These channels should be confidential
and allow workers to report violations without
fear of retaliation. Ensuring that migrant work-
ers have access to a trusted and user-friendly
complaints mechanism will help identify abuses
early and facilitate timely intervention.

e Training for Labor Inspectors

Labor inspectors should receive training spe-
cifically focused on understanding the legal
rights of foreign workers and the procedures
for monitoring compliance with labor laws. This
would enhance their ability to enforce regula-
tions effectively.

e Inter-Institutional Coordination for Effective
Support
Ensure a coordinated and proactive approach
between agencies, including the labor, mi-
gration, and police departments, is essential.
This collaboration should ensure that newly
recruited workers receive timely and adequate
support, helping to prevent issues such as
exploitation, contract violations, and trafficking.
It is important that authorities actively work
together to create an integrated support system
that meets workers' needs and addresses their
uncertainties.
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b) Recommendations for CSOs

o Strengthening the role of Human Rights
Organizations
Strengthening the role of organizations dedicat-
ed to the protection of human rights, particular-
ly those that focus on migrants and foreigners,
is critical for ensuring that workers' rights are
recognized and upheld. These organizations
play a vital role in raising awareness, providing
support, and advocating for the legal protec-
tion of foreign workers. Increased collaboration
between NGOs and government agencies can
create a more comprehensive safety net for Fil-
ipino workers, enabling them to report abuses
and access legal protection and guidance more
easily.

e Psychological Support and Legal Counsel-
ing
Offer psychological counseling services,
including group therapy sessions, would pro-
vide workers with essential emotional support.
Additionally, providing legal assistance will help
workers better understand their rights, the legal
processes available to them, and the steps they
need to take to protect themselves. Offering
these services in collaboration with community
leaders and NGOs would help empower work-
ers to overcome challenges and take action
against injustice.

e Awareness-Raising and Information Shar-
ing
Information about workers' rights and the pro-
cedures for reporting human rights violations
should be easily accessible and understandable
for workers. It is crucial that NGOs, in collabo-
ration with Albanian authorities, organize regu-
lar informational sessions for migrant workers.
These sessions should cover the competencies
of Albanian authorities, legal procedures for
reporting violations, and available resources
for migrant workers. Ensuring that workers are
well-informed about their rights and the local
legal system will empower them to take pro-
active steps to protect themselves and seek
assistance when needed.

e Addressing Cultural and Language Barriers
Cultural and language barriers remain signifi-
cant challenges for Filipino workers in Albania.
To foster stronger connections between local
and migrant communities, it is recommended to
organize joint events and activities that cele-
brate both Albanian and Filipino cultures. These
events, such as cultural events, exchanges,
and language courses, would help break down
cultural barriers, facilitate communication,

and encourage mutual understanding. These
initiatives would not only make Filipino workers
feel more integrated but also create opportuni-
ties for collaboration between local and migrant
communities.

c) Recommendations for policy makers

e Support the establishment of Strategic
Litigation Framework
Providing legal support and advocacy for
foreign workers can help them navigate their
rights and seek redress when their rights are
violated. A comprehensive strategy for strate-
gic litigation should be developed to address
systemic issues faced by migrant workers. This
framework would focus on high-impact cases
that set legal precedents, challenge unjust laws
or policies, and raise public awareness about
the rights of migrant workers. Such litigation
could target violations related to employment
contracts, human trafficking, exploitation, and
unlawful deportations. By focusing on strategic
cases that challenge the status quo, the legal
system can create a stronger deterrent against
the exploitation of Filipino workers and poten-
tially lead to broader legal reforms in favour of
migrant labour rights.

e Ensure Equal Access to Public Services and
Social Integration
The institutions in charge should work to en-
sure that foreign labour migrants have equal
access to essential public services, such as
healthcare, education, and social welfare,
without discrimination. Public service providers
should be trained on the legal rights of migrants
and required to offer services without bias.
Furthermore, the CAD should advocate for the
creation of programs that encourage the social
integration of migrants into local communities,
facilitating their participation in civic activities,
public consultations, and community events.

d) Recommendations for recruiting agen-
cies

o Enforce codes of ethics

It is recommended that recruitment agencies
should adhere to a code of ethics that includes
providing clear and updated information to
workers about their rights and working condi-
tions before they accept employment.

e Increase Awareness and Training:

Provide training for recruitment agencies on the
rights of foreign workers and the legal require-

ments for employment contracts. This can help
prevent non-compliance and exploitation.
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e Pre-employment information

These agencies should be required to provide
clear, written contracts in a language the work-
er understands, detailing job roles, locations,
salaries, working hours, and other essential
employment conditions. Additionally, mandato-
ry pre-departure orientation programs should
be implemented to educate workers about their
rights and obligations. Additionally, agencies
should ensure that these workers are informed
about their legal rights and that they can seek
assistance from local NGOs or labor unions if
needed.

e) Recommendations for law enforcement
agencies

e Comprehensive Training on Labor Rights
and Migrant Protection
Law enforcement agencies should receive
continuous training on the labor rights of for-
eign workers. This training should focus on the
Albanian Labor Code, human trafficking, labor
exploitation, and the specific vulnerabilities
faced by migrant workers. It should also cover
how to identify indicators of trafficking, forced
labor, and exploitative working conditions at
border crossings, in addition to enhancing com-
munication skills with migrants.
f) Recommendations for Commissioner
Against Discrimination

o Strengthen the Enforcement of Anti-Dis-
crimination Laws for Foreign Migrants
The Commissioner Against Discrimination
(CAD) should ensure rigorous enforcement of
existing anti-discrimination laws that protect
foreign labor migrants from unfair treatment
in the workplace and society. This includes
conducting regular monitoring to address any
discriminatory practices based on nationality,
race, or immigration status. The CAD should
also impose appropriate sanctions against em-
ployers or institutions found guilty of discrimi-
natory behavior, ensuring that migrant workers
are treated equitably under Albanian law.

TRUTH, RESPONSIBILITY, INTEGRITY, COURAGE, EMPATHY
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Annex 1.
Data of participants

Table
Social Gathering | May 5, 2024 18
1 with Foreign
Labor Migrants
Social Gathering | May 12, 2024 18

2 with Foreign
Labor Migrants

Social Gathering
3 with Foreign
Labor Migrants

May 24, 2024 22

Social Gathering | February 16, 9

4 with Foreign 2025

Labor Migrants

Total 67
Social Gathering | February 18, 13 CSOs
with CSOs 2025

Total 13

Interview No.1 26 May 2024 Community
Leader

Interview No.2 January 15, 2025 | Lawyer

Interview No.3 February 16, Lawyer

2025

Interview 4 04 March 2025 frontliner from
CSO working
on migrant's
services

Interview No.5 8 March 2025 Community
Leader

Total 5

Annex 2.
Methodological Instruments

a) Methodological Instruments for foreign
labor migrants

a. Recruitment

How did you find your job in Albania?
Was the recruitment process clear and trans-
parent?

Were there any discrepancies between
the job description and the actual work?

b. Contracts — Concrete Analysis and Dis-
crepancies

Did you receive a written contract be-
fore arriving in Albania? If yes, did the contract
match the job and salary conditions you were
promised?

C. Arrival and Treatment
How were you treated when you first ar-
rived in Albania? Did you feel safe and respect-
ed by your employer or the local authorities?
Were you informed about your rights
and responsibilities upon arrival in Albania?

d. Work Conditions and Expectations
Have you encountered any unfair treat-
ment or breaches of your contract regarding
your work conditions or expectations/ Can you
explain more about abuses, unfair rearmament?

i Sexual Harassment

Have you or any of your colleagues ever faced
harassment (intimate nature) at work? If so,
how was it handled by the employer or author-
ities?

ii. Bullying

Have you encountered any form of bullying or
intimidation at work? If so, who was responsible
for this behavior?

iii. Discrimination

Have you experienced discrimination based
on your nationality, race, or other factors in the
workplace?

iv. Racism

Have you faced racist behavior or language
from your colleagues or employer? How did you
handle it?

V. Threats
Have you ever been threatened by your em-
ployer or anyone else at the workplace?

Vi. Violence

Have you or anyone else experienced physical
violence while working in Albania? If yes, what
was the response from your employer or local
authorities?

vii. Worker Rights Abuses

Have you faced any abuse of your worker
rights, such as unfair treatment, withheld wag-
es, or violation of contract terms?

viii. Safety and Health

Are the workplace conditions safe? Are you
provided with the necessary equipment to pro-
tect your health and safety?

iX. Leave and Maternity

Were you aware of your rights regarding leave
(sick leave, vacation) or maternity leave before
arriving? Did you face any issues when trying to
access these rights?
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X. Pay Retention and Abuses on Salary
Were you paid on time and according to the
contract? Did you ever face delays or discrep-
ancies in salary payments?

Xi. Deception Regarding Work and Life in
Albania

Were there any significant differences between
what you were told about life and work in Alba-
nia and what you actually experienced?

e. Employee-Employer Relationship
How would you describe the relationship
between you and your employer? Do you feel
respected and fairly treated?

7. MSHT Aspects of Work

a. Domestic Servitude — Overworked and
Not Expected to Leave

Were you ever overworked or confined to your
job without the freedom to leave the work-
place? If so, how did this affect you?

b. Debt Bondage

Did you ever find yourself in a situation where
you were forced to work to repay a debt? How
was this situation handled?

c. Forced Criminalization

Were you ever coerced into committing any il-
legal activities by your employer or anyone else
during your time in Albania?

d. Withholding of Legal Documentation
Did your employer or anyone else withhold your
passport or other legal documentation during
your stay in Albania? How did this affect your
freedom?

e. Forced Labor

Were you ever forced to work in conditions that
were different from what was agreed upon in
your contract?

f. Cross-border Trafficking and Forced
Criminalization

Were you aware of any cases where workers
were sent to jobs different from those they had
agreed to, or forced to work in illegal activities
upon arrival? How did that affect their legal
status?

g. Forced Deportation

Have you or anyone you know been threatened
with deportation? If so, what was the process
like, and did you feel that the authorities were
involved inappropriately?

b) Methodological Instrument for Experts
and frontliners

1. Institutional Gaps and Governance

Challenges

+ What are the main institutional challenges in
managing foreign labor migration in Alba-
nia?

 How effective is the coordination among
government agencies, labor offices, and
border control authorities?

e Are there clear and enforceable policies
addressing the rights and protections of
foreign labor migrants?

* What gaps exist in monitoring and enforcing
labor migration policies?

e How well do institutional mechanisms re-
spond to cases of labor exploitation, con-
tract breaches, and abuse?

2. Legal Framework and Policy Implemen-

tation

« How adequate is the existing legal frame-
work in addressing the recruitment and
employment of foreign labor migrants?

* Are there inconsistencies or contradictions

between labor laws, migration policies, and

human rights protections?

What legal amendments or reforms are nec-

essary to improve migration governance?

w

Recruitment and Contract Regulations
How transparent and standardized is the
recruitment process for foreign labor mi-
grants?

e Are there established mechanisms to verify
that employment contracts comply with
legal standards?

e What institutional measures exist to pre-
vent contract discrepancies and deceptive
recruitment practices?

« How do enforcement agencies handle

reported cases of contract fraud or viola-

tions?

4. Institutional Coordination and Inter-

agency Collaboration

 How effective is the coordination between
labor ministries, migration offices, and civil
society organizations in addressing migrant
labor issues?

o Are there overlapping responsibilities or
gaps between different institutions manag-
ing labor migration?

* What role do international organizations and
NGOs play in improving institutional coordi-
nation?

e What mechanisms are in place to facilitate
communication and cooperation among
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different entities involved in migration gov-

ernance?
5. Migrant Rights Protection and Legal
Assistance

e What institutional support systems exist for
foreign labor migrants facing exploitation or
rights violations?

o Are there accessible legal aid services for
migrants to report abuses or seek redress?

e« How do authorities ensure that migrants are
informed about their rights and legal op-
tions?

6. Compliance, Monitoring, and Enforce-

ment

e« How are labor laws and migration policies
enforced in practice?

+ What challenges exist in monitoring em-
ployers' compliance with labor laws?

e Are labor inspections and oversight mech-
anisms sufficient to detect and prevent
abuses?

7. Institutional Responses to Vulnerabili-

ties and Risks

o How effectively do institutions address
cases of forced labor, debt bondage, and
human trafficking?

e What measures exist to prevent the with-
holding of legal documents and threats of
deportation?

8. Policy Recommendations and Future

Reforms

e« How can institutional coordination be
strengthened to ensure better policy imple-
mentation?

e« How can Albania enhance its legal frame-
work to align with international best practic-
es on labor migration?
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