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This article investigates how Malaysia’s construction industry’s dependency on irregular for-
eign workers stems from recruitment frameworks that intertwine with exploitative industry
practices. It examines current practices in the foreign workers’ recruitment in the construc-
tion sector by selected construction companies and the major factors in the recruitment poli-
cies that contribute to the reliance on and irregularity of foreign workers in the construc-
tion industry. This research uses a single-case study design involving G3 and G7 classified
contractors, in-depth interviews with selected companies and utilizes the migration industry
theory, deepened by the idea of bureaucratic informality. The current practices reveal chal-
lenges in recruitment method, high recruitment cost and lack of redress system. The results
suggest high recruitment costs, bureaucratic challenges, and exploitative subcontracting prac-
tices contribute to the reliance on and irregularity of foreign workers in the construction in-
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dustry. This research recommends comprehensive irregular foreign workers’ policy reforms
to improve labour rights and exploitative industry practices.

Este estudio explora la arraigada dependencia de la industria de la construccion de Malasia
de la mano de obra extranjera irregular, destacando cdmo los marcos de contratacion se ven in-
fluenciados por las practicas explotadoras de la industria y como estas las refuerzan. La investi-
gacion identifica factores clave en las politicas de contratacion que contribuyen tanto a la depen-
dencia como a la situacion irregular de los trabajadores extranjeros en el sector, centrdndose en
los métodos de contratacion actuales utilizados por las empresas constructoras seleccionadas. Se
utilizd un diseiio de caso tinico de estudio que se basa en entrevistas exhaustivas con contratistas
G3y G7 clasificados, guiado porla teoria de la industria migratoria y contextualizado a través
dela perspectiva de la informalidad burocritica. Los hallazgos revelan desafios significativos en
las prdcticas de contratacion existentes, incluwyendo elevados costos de contratacion y dificultades
burocrdticas. Estas condiciones se ven exacerbadas por prdcticas de subcontratacion explotadoras
y ambigiiedades regulatorias, lo cual sustenta la dependencia de la industria de la construccion
de la mano de obra migrante irregular. El estudio destaca la urgente necesidad de reformas
politicas integrales dirigidas a abordar los derechos laborales y las pricticas explotadoras de la
industria en el sector de la construccion en Malasia.
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1. Introduction

The construction industry significantly impacts Malaysia’s economic growth. This sector
alone recorded an increase of 6.8% in the value of the construction work done, amounting to
34.1 billion Ringgits (RM) in the fourth quarter of 2023 in comparison to the previous year
(Department of Statistics Malaysia [DOSM], 2024). Due to its labour-intensive operation,
the construction segment is among the largest sectors that employ local or foreign workers
(Institute of Labour Market Information and Analysis [ILMIA], 2018). As of August 2024,
the Construction and Agriculture sectors made up 14.1 percent and 5.6 percent of total jobs,
respectively (DOSM, 2024). The construction sector had the third biggest share of job va-
cancies (DOSM, 2024). UOB Kay Hian (UOBKH) Research (2024) estimates that the con-
struction sector’s near-term prediction remains resilient, anchored by the approaching ramp-
up of progress billing, paired with a gradual margin recovery within a more stable domestic
political situation and a likely increase in private employment flows (Optimistic Outlook for
the Construction Sector, 2024).

However, economic growth alone does not necessarily lead to the creation of decent work
(International Labour Organization [ILO], n.d.). The Technical Support Team of the Unit-
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ed Nations Department of Economic and Social Affairs (2013) indicated that a significant
number of workers in developing countries find themselves in informal and precarious jobs.
These jobs typically offer inadequate incomes, uncertain prospects, and limited protection
against social, economic, and environmental risks. In addition, the ILO (2017) estimates that
globally, workers in the construction sector face the second highest risk of forced labour. Most
migrant workers fill job vacancies in manufacturing, construction, and agriculture, which are
naturally more prone to accidents and workplace injuries (Low, 2021b). This is illustrated
in the National Occupational Accident and Disease Statistics 2022 under the Occupational
Safety and Health Act (OSHA) 1994, in which the construction sector had the third highest
number of occupational injuries, amounting to 4,324 incidents, with a total of 72 occurrences
being fatal occupational injuries.

The article aims to highlight the recruitment and employment policies and practices that con-
tinue to induce dependency on and irregularity among foreign workers in the Malaysian con-
struction industry. A critical study has shown that the construction sector is still highly de-
pendent on foreign workers despite the language barriers, lack of experience, low skills, and
high cost of employment employers need to bear (Jamalulil et al., 2022). The research findings
by Jamalulil et al., 2022; Mohd Fateh et al., 2022; and Mohd Zaki et al., 2022 indicate that
employers tend to hire foreign workers because they are willing to work extra hours, accept
low wages, tolerate poor working conditions, are obedient, flexible, mobile, widely available,
and have more discipline due to their bonded contracts.

Indeed, the demand for foreign workers for the country’s economic development may con-
tribute to discrimination and human rights abuse (Muhamad et al., 2021). Despite the ab-
sence of accurate or credible data on the actual number of “irregular” workers (Khalidi &
Muhamad Noor, 2020), approximately 70-80 percent of the 650,000 small and medium-sized
enterprises nationwide employ irregular workers due to the high costs of hiring documented
foreign workers and the associated rigid procedures (Low, 2017). According to DOSM, by
the end of July 2023, roughly 3 million migrants resided in Malaysia, representing 8.9% of the
country’s total population of 33.4 million (International Organization for Migration (IOM),
2023). In a report by Hunter (2019), the estimated number of undocumented workers in
Malaysia was between 2.5 million and 3.3 million in 2019.

The ASEAN Consensus on The Protection and Promotion of the Rights of Migrant Work-
ers (2018) defines “undocumented migrant worker” as persons who fails to adhere to the re-
quirements to legally enter the Receiving State and legally stay for the period of employment
in accordance with the applicable laws, regulations and policies of the receiving state. Many
situations may lead to foreign workers being undocumented. The common instances include
exploitative employment, such as lower salaries received due to deception or failure of the em-
ployer or recruiter to meet salary and working hours-related obligations, passport retention,
non-payment of overtime wages, delayed payment of wages, unlawful salary deductions, un-
ethical recruitment, and poor working conditions (IOM, 2023; Ibrahim & Mohamed Razali,
2023). Other situations include foreign workers absconding from their designated employ-
ers, which may consequently lead to forced labour or human trafficking issues (Franck, 2018;
Ibrahim & Mohamed Razali, 2023). As noted by Sunam (2022), these vulnerabilities are root-
ed in broader infrastructural and socio-economic dynamics, encompassing policies and regu-
latory frameworks, and societal perceptions.

Currently, work permits for foreign workers are fixed to one employer. However, foreign
workers in the construction industry registered with the Construction Labour Exchange
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(CLAB), an agency under the Construction Industry Development Board (CIDB), can trans-
fer from one employer to another. Foreign workers are selected from several source countries
through rigorous and thorough procedures that involve interviews, online biodata selection,
and filtered recruiter selection from the source country (CLAB, n.d.). The transfer, howev-
er, is limited to situations where both employers have registered with CLAB, the existing em-
ployer does not have any project and then is declared bankrupt, or when the employee is not
satisfied with his current employer (CLAB, n.d.). Construction companies in Malaysia are
categorised into seven (7) registration grades based on project tendering capacity; for instance,
G3 is limited to projects below RM 1 million, while G7 has no maximum limit on the ten-
dering costs (CIDB, 2021).

Table 1. Grades of Registration of Contractors by the CIDB

CIDB GRADE AND ABILITY TO TENDER

G1 G2 G3 G4 G5 G6 G7
Tender limit Tender limit Tender limit Tender limit Tender limit Tender limit No Limit
does not exceed does not exceed does not exceed does not exceed does not exceed does not exceed Tender

RM200,000.00* RM500,000.00 RM1,000,000.00 RM3,000,000.00 RMS5,000,000.00 RM10,000,000.00

Source: CIDB Malaysia, 2021
* RM refers to Malaysian Ringgit and RM1 = 0.20EUR (as of 1 June 2025)

Accordingly, this article will answer two research questions: (i) What are the major factors in
the recruitment policies that contribute to the reliance on and irregularity of foreign work-
ers in the construction industry? and (ii) What are the current practices in the recruitment
of foreign workers in the construction sector by construction companies accredited with G3
and G7 that lead to similar impacts, i.e., dependency on and irregularity of foreign workers?
It identifies four factors in the current recruitment policies in the construction sector that
reinforce the continued dependency on and irregularity of foreign workers: (i) complex re-
cruitment system; (ii) high recruitment costs; and (iii) lack of proper redress mechanisms for
foreign workers. The behaviour of the employers in the construction industry underpinning
these factors include circumventing the prohibition of outsourcing through informal recruit-
ment via manpower supply companies to overcome issues related to high costs and limited
quotas approved for foreign workers.

2. Theoretical and Conceptual Framework

This research employs the migration industry theory, which emphasizes the importance of
intermediaries, private actors, and state-related agencies in the construction of migration tra-
jectories (Gammeltoft-Hansen & Serensen, 2013). This theory corresponds to the reality in
Malaysia, where recruitment occurs through a dense web of agents and informal practices. To
deepen this perspective, the idea of bureaucratic informality (Roy, 2005; Bhan et al., 2017)
shows how informality is not external to the state but is often embedded within state prac-
tices and bureaucratic routines (Khazanah Research Institute, 2020; Lindquist, 2017; Low,
2024). This framework allows our case studies to explore how formal and informal mecha-
nisms interact and at times intersect to form irregular outcomes, challenging the assumptions
of technocratic policy design, such as centralized databases and digital monitoring through
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formal mechanisms like My EG Services Berhad (MyEG) and Foreign Workers Centralized
Management System (FWCMS).

As explicated by Gammeltoft-Hansen and Serensen (2013), migration is not a frictionless
market exchange but a commodified and intermediated process. This theory proposes a con-
stellation of players; recruitment agencies, brokers, outsourcing firms, even states and qua-
si-states platforms, profiting from arranging, operating, or controlling flows of migration.
They operate within the sector flexibly in precarious regulatory environments, and actively
leverage both complex and ambiguous legal arrangements for their benefit (Lindquist et al.,
2012; Andersson & Hayes, 2015). In Malaysia, for example, privatised and digitalised migra-
tion mechanisms (e.g., FWCMS and MyEG) have created a rent-seeking industry whilst si-
multaneously facilitating irregular labour arrangements (Low, 2020a, 2021; Wahab, 2020).

In addition to migration industry theory, this research employs the bureaucratic informality
concept. As pointed out by Roy (2009), it corroborates the challenges that the formality/in-
formality binary opposition manufactures. It argues that informality should not be interpret-
ed either as a market failure or as a spin-off phenomenon but rather as the outcome of actively
produced and managed informality through bureaucratic processes of delegation, outsourc-
ing, and dispersal of administrative power. This is especially the case within the Malaysian
construction industry, whereby the intertwinement of formal digitised systems and informal
outsourcing, such as that organised through manpower agents, illustrates how informality is
ingrained within recruitment and governance systems (Bhan et al., 2017; Satterthwaite, 2011).

The interactions between the migration industry theory, supported by the concept of bureau-
cratic informality, reveal the institutional deformations and structural conditions that pro-
duce dependency on informality in the presence of attempts at formalisation. This theoretical
framework, as drawn below, underpins a critical examination of how Malaysia's migrant re-
cruitment system, despite being increasingly digitised and regulated, continues to perpetuate
opacity, irregularity, and informal labour practice, as will be illustrated within the construc-
tion industry.

The following segment explores fair recruitment frameworks for foreign workers, with a fo-
cus on the interrelated dynamics of labour-sending countries, migration processes, and receiv-
ing countries. The framework underlines the significance of effective regulatory mechanisms
in creating an efficient and fair process of recruitment based on provisions within the ILO, the
Eleventh Economic Malaysia Plan (RMK-11), and other relevant policy frameworks within
Malaysia’s migration system. This discussion sheds light on how persistent challenges such
as high recruitment costs, bureaucratic hurdles, and irregular migration are dealt with. By ad-
dressing these challenges, the root causes and policy responses related to the vulnerabilities
of foreign workers, particularly in sectors heavily reliant on migrant workers, can be better
understood.

Among these, the fair recruitment policy promoted by the ILO is essential in confronting
systemic weaknesses and vulnerabilities through a focus on ethical recruitment standards,
elimination of worker-paid fees, and the regulation of intermediaries (ILO, 2016a, 2020). It
aims to thwart structural challenges like rent extraction, fragmented governance, and state-
enabled opacity, the key elements highlighted in the migration industry and bureaucratic in-
formality nexus (Xiang & Lindquist, 2014; Surak, 2021). Furthermore, the Twelfth Malaysia
Plan (RMK-12, 2021-2025) outlines policies to promote fair recruitment practices for for-
eign workers. This national action plan sought to lessen the reliance on low-skilled foreign
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labour while raising the wages of local workers to enhance the standard of living for Malaysians
(RMXK-12,2021-2025). By encouraging transparency, centralised coordination, and effective
grievance mechanisms, and fair recruitment policy complements national efforts, thereby
building a stronger foundation for sustainable labour governance.

Figure 1. Interaction between migration indus-
try theory and bureaucratic informality concept
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Source: Derived from Gammeltoft-Hansen & Serensen (2013), Roy (2009) and Xiang & Lindquist (2014)

2.1. Recruitment System

Three components are involved in the recruitment process: labour-sending countries, the mi-
gration process itself, and labour-receiving countries. Based on the ILO’s Migration Agenda
(2014), one of the leading recruitment pillars is fair recruitment of labour migrants, carried
out according to the law, in line with international labour standards, and with respect for
human rights. Fair recruitment entails non-discriminatory recruitment processes that protect
migrant workers from abusive situations. Measures to ensure fair recruitment can be taken at
each recruitment process, including regulating private employment agencies through statu-
tory legislation, bilateral agreements (Memorandum of Understanding, MoU), or reducing
recruitment costs and corrupt practices.

The MoU plays a significant role in governing labour migration. It formalises the idea of
shared responsibility between countries of origin and destination and establishes clear oblig-
ations for both parties and other stakeholders such as employers, employees, and recruitment
agencies. Additionally, bilateral MoUs aim to enhance transparency and tackle issues like high
migration costs, recruitment misconduct, corruption, and bureaucratic hurdles experienced
by both sending and receiving countries (ILO, 2015). In recent years, numerous countries
have ceased accepting workers to work in Malaysia due to exploitative work environments,
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poor labour conditions, and weak enforcement of foreign worker protections (U.S. Depart-
ment of State, 2021; Ibrahim & Mohamed Razali, 2023)

In 2017, Nepal suspended the deployment of workers to Malaysia due to exorbitant recruit-
ment fees and the associated risks of debt traps. Investigative reports indicated that several re-
dundant services had been privatised by firms with political affiliations (Sapkota & Alhadjri,
2018). Labour migration was reinitiated sixteen months later, in October 2018, when both
nations formalised an MoU incorporating specific safeguards addressing these concerns (ILO,
2021). In 2024, the Nepalese government agreed to sign an MoU with Malaysia to review
the bilateral labour agreement and resolve issues such as ensuring Nepali workers’ welfare and
security, increasing the minimum wage, strengthening commitment to implement the free
visa and ticket system strictly, and establishing a labour sector that is characterized by open-
ness, transparency, accountability, effectiveness, and systematic organization for the benefit
of Nepali workers (Republica, 2024).

In the case of Bangladeshi workers, the recruitment method based on a business-to-business
(B2B) model between Malaysia and Bangladesh was problematic, resulting in an overflow
of Bangladeshi workers, including those sent by non-existing private companies. Third-party
agents such as recruiters and outsourcers (Low, 2020a, 2020b) charged unregulated referral
fees and migration expenses ranging from RM9,000 to RM 14,000, which included the for-
eign worker levy, recruitment costs, medical examinations, immigration processing fees, visa
expenses, and travel costs. Despite the MoUs with lower specified prices, actual costs tend to
exceed these amounts due to such arrangements (World Bank, 2015). A revision of the MoU
on recruiting workers between Dhaka and Kuala Lumpur was required to make the proce-
dures more accessible for workers to enter Malaysia and to cut the high costs, which could
reach RM20,000 per person. The initial migration cost had risen from around RM 16,000 to
RM20,000 because the entities “had to share the money at different levels” (FMT Reporters,
2023).

2.2. Bureaucratic, Commodified and Brokered Recruitment System

Undocumented migration in the Malaysian context is primarily attributed to several interre-
lated factors, including the over-recruitment practices of private agencies, the lucrative nature
of the labour migration trade, and the prevalence of trafficking and smuggling activities. Vic-
tims of this lucrative market, migrant workers, are particularly susceptible to the loss of their
documented status, rendering them vulnerable to government raids, detention, and subse-
quent deportation. Additionally, the outsourcing of labour recruitment has worsened the is-
sue, as it often results in inadequate oversight, exploitation, and a lack of accountability. Non-
governmental organisations (NGOs) have called upon the government to address the funda-
mental drivers contributing to the proliferation of undocumented workers (Low, 2021a).

Abdul Rahim et al. (2015) define outsourcing as contracting out a business process to a third
party, for example, by transferring employees and assets from one firm to another. Under
the so-called “labour contract system,” the responsibility for managing and overseeing foreign
workers is transferred from the employer to the outsourcing company. This arrangement of-
ten leads to labour abuses by recruiting agents. As a result, employers are not held accountable
for their employees’ legal status, working conditions, or any workplace violations that may
arise.
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The privatisation and commercialisation of the labour migration industry through digitalisa-
tion is another factor that has led to rising costs of legal migration, consequently inducing
migrant dependence on private agencies, burdening migrants through debt bondage, dimin-
ishing employer responsibility for their employees, and encouraging irregular migration. The
emergence of Fourth Industrial Revolution (4IR) has further complicated these work dynam-
ics, as Wayan et al. (2020) highlighted. High recruitment costs deter migrant workers from
using available legal channels for employment or drive them to abscond from their employers
when excessive recruitment fees are deducted from their wages (Low, 2021a, 2021b). The use
of intermediaries in immigration processes has historically resulted in problems like fraud and
labour exploitation, which may persist despite efforts to digitise these processes. Similarly, the
evolving role of immigration service providers as “paper shifters” has sparked concerns about
their efficiency and the extra expenses they bring. It has been argued that these providers are
replacing public servants and introducing more bureaucracy without necessarily enhancing
service delivery (Low, 2021a).

The government’s foremost challenge in addressing migrant worker issues lies in the complex
and fragmented processes involving multiple stakeholders (Shaari, 2020). These complexities
lead to significant delays for migrant workers awaiting application processing. The lengthy
and intricate steps in the application process often deter migrant workers from pursuing legal
migration channels. In 2015, to eliminate intermediaries, remove hidden fees, and enhance the
efficiency of foreign worker visa applications, health screenings, electronic work permits, and
insurance, the FWCMS collaborated with Bestinet Sdn. Bhd. (Bestinet) (Zolkepli & Aruna,
2015) to streamline recruitment processes and safeguard against the exploitation of migrants
coming to Malaysia.

2.3. Policy Responses: Towards a Sustainable Recruitment
Framework

In the latest development, Malaysia earned an upgrade to Tier 2 Watch List in the US
Government’s 2024 Trafficking in Persons Report (TIP) as a result of more deliberate and
coordinated efforts to address and resolve the issue of forced labour in recent years (The Star,
2024b; Malaymail, 2024). This acknowledges that the government of Malaysia has achieved
significant milestones during the reporting period, especially in the context of the challenges
posed by the COVID-19 pandemic on its anti-trafficking initiatives (Mohamed Razali,
2022; Mohamed Razali et al, 2023). The government proceeded to lodged the instrument
of rati-fication of the 2014 Protocol to the Forced Labour Convention 1930 on March 20,
2022, becoming the 58th country in the world and the 2nd ASEAN Member State to do so
(United Nations, 2023). Such progress demonstrates Malaysia’s unwavering commitment to
address-ing and eradicating forced labour, which is a violation of human rights that
should not be tolerated (ILO, 2022).

Action-oriented strategies by the Malaysian government such as the National Action Plan
on Forced Labour (NAPFL) 2021-2025, the National Action Plan on Anti-Trafficking in
Persons 3.0 (NAPTIP), and the National Action Plan on Business and Human Rights
(NAPBHR) were all created to eliminate the use of forced labour in any form in Malaysia
by 2030. Amendments to the Anti-Trafficking in Persons and Anti-Smuggling of Migrants
Act 2007 (ATIPSOM) were made via the Anti-Trafficking in Persons and Anti-Smuggling of
Migrants (Amendment) Act 2022 to include a more comprehensive definition of “traffick-
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ing in persons,” the removal of the “coercion” element in determining cases of trafficking in
persons, additional protection for a physically or mentally disabled person, heavier imprison-
ment, as well as monetary fine, among many others (Selvamalar & Vimal, 2022).

2.4. High Recruitment Costs

The evolution of fair recruitment policy has become progressively pertinent in addressing for-
eign workers vulnerabilities. As advocated by the ILO, fair recruitment is founded upon the
values of transparency, accountability, and respect for workers’ rights within the recruitment
process. Such values stipulate that recruitment must be free from discrimination, coercion,
and recruitment fees, thereby empowering the “Employer Pays Principle” and guaranteeing
decent work from the commencement (ILO, 2016a). Incorporation of fair recruitment prac-
tices within national legislation and institutional frameworks fortifies their enforcement and
makes ethical hiring practices not merely a vision but also enforceable. Additionally, remedial
actions, especially complaint mechanisms, are integral components of enforcement of ethical
recruitment practices and the resolution of systemic problems encountered by foreign work-
ers. These actions are not to be viewed as standalone human resources instruments but are
integrated within overall due diligence mechanisms in line with recruitment and employment
practices.

The United Nations Guiding Principles on Business and Human Rights underline that effec-
tive grievance mechanisms form a component of a corporation’s duty to “identify, prevent,
mitigate and account for” the human rights effects that are components of their supply chains,
including those occurring through the recruitment process (United Nations Human Rights
Council, 2011). Fair recruitment is the cornerstone of ethical recruitment models that pro-
motes transparency, worker protection, and accountability in recruitment. Fair Recruitment
principles promote the guarantee of recruitment free from discrimination, coercion, and fees
—supplementing the “Employer Pays Principle” effectively. Fair recruitment, if included in
national policy and corporate practice, strengthens more structured and effective grievance
redress mechanisms as it establishes normative expectations and groundwork for recruiters
and employers (ILO, 2016a).

Transparent grievance mechanisms become especially crucial when recruiting practices in-
clude third-party agencies or cross-border labour supply chains, since foreign workers may
face deception, contract substitution, recruitment fees, or passport retention (LeBaron &
Rithmkorf, 2017). Moreover, grievance systems must be consistent and in-line with recruit-
ment policies that adhere to fair hiring standards, such as the “Employer Pays Principle” (Ver-
ité, 2014a), and proactive monitoring of recruitment intermediaries. The policy will be ren-
dered useless in practice when there is no mechanism that exist or when there is opacity in the
reporting process following the charging of recruitment fees (ILO, 2016b).

3. Methodology

The construction industry in Malaysia presents unique vulnerabilities for foreign workers
relative to other labour-intensive sectors. Fragmented employment relationships due to mul-
ti-layered subcontracting complicate accountability and enable informal hiring (Wells, 2006;
Amnesty International, 2010). Studies in Malaysia demonstrated extensive issues such as
passport retention, wage withholding, unsafe working environment, and limited access to
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grievance mechanisms (Verité, 2014b; Asis & Dacuycuy, 2020; Ibrahim & Mohamed Razali,
2023). The project-oriented and temporary nature of the construction sector warrants anoth-
er level of regulatory oversight (Migration for Development and Equality, 2023).

This study utilises a comparative qualitative case study design, focusing on two construction
firms in Malaysia, one G3 and another G7, selected through purposive sampling for differing
tendering capabilities and formal and informal exposure to foreign recruitment structures. G3
and G7 companies represent contrasting recruitment approaches; one engages formal, digi-
tised systems while the other relies on informal agent networks. The differences in approaches
between G3 and G7 will allow meaningful comparisons in terms of policies, practices, and
regulatory approaches of institutions that can suggest how different organisational scales and
recruitment structures shape the experiences of foreign workers.

Purposive sampling was employed to identify seven companies from a list of registered corpo-
rations with CIDB based on our specified inclusion criteria, namely; their size and tendering
capacities, geographic location of the Klang Valley (the central part of the west coast of the
Peninsular, Malaysia which comprises the area surrounding the capital city of Kuala Lumpur,
Putrajaya, including cities and town in nearby state of Selangor) and the nature, policies and
practices of recruitment of foreign workers. Among the shortlisted companies, only G3 and
G7 companies met the inclusion criteria and agreed to participate in the research to share their
differing recruitment strategies, compliance challenges and engagement with formal versus
informal hiring mechanisms. The sample size is methodologically justified under Yin’s (2018)
case study logic, which holds that even a single case can generate robust insights when it reveals
significant dynamics and nuances to provide theoretically rich insights into the complexities
of foreign labour recruitment.

The goal of purposive sampling is not to achieve statistical generalisability but rather to al-
low for the selection of information-rich cases that can yield deep understanding (Creswell,
2013). In this study, G3 and G7 groups of tendering capabilities illuminate institutional and
legal ambiguities, gaps and subtleties underlying recruitment governance and policy narratives
in Malaysia’s construction industry. The interviewees requested were from the Human Re-
sources Departments of G3 and G7 as the interview themes concentrated on recruitment poli-
cies, governance and practices, including grievance procedures in enforcing ethical recruit-
ment standards and addressing systemic vulnerabilities faced by foreign workers.

Initially, the research team defined discourse parameters and developed an interview guide to
address the foregoing interview key themes. This guide was reviewed, validated by experts in
the field, and piloted to ensure clarity and relevance. Necessary adjustments were made based
on the experts’ feedback, and the final version of the questionnaire was submitted to the Re-
search Ethics Committee of Universiti Sains Islam Malaysia (USIM) or the Islamic Science
University of Malaysia to obtain ethical approval. The semi-structured interviews offered op-
portunities for focused and flexible discussions whilst allowing the flexibility to explore the
chosen topic in depth based on the specified themes. The research team used deductive ap-
proach for data analysis, reviewing and analysing the data using a set of anticipated themes
based on the prior desk review and knowledge, in order to provide a systematic and guided
triangulation and examination of the research themes. It then presents a case study to illus-
trate the prevailing practices and perceptions of two categories of construction companies in
recruiting and employing foreign workers that potentially contribute to dependency on and
irregularities among foreign workers. For the purpose of this article, the terms “foreign work-
ers” and “migrant workers” will be used interchangeably.
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4. Case Study Results and Discussions

4.1. Recruitment Methods

In Malaysia, five fundamental laws address fair recruitment and forced labour i.e. the Employ-
ment Act 1955; the Child and Young Person (Employment) Act 1960; the Private Employ-
ment Agencies Act 1980; the Employees Minimum Standard Housing, Accommodation, and
Amenities Act 1990; and the Anti-Trafficking in Person Smuggling of Migrants Act 2007.
The Private Employment Agencies Act 1980 regulates all recruitment agencies. However, the
recruitment of foreign workers is subject to the terms of the bilateral MoUs between source
and destination countries. Loopholes in the provisions of certain MoUs may create undesir-
able impacts, such as non-standardized recruitment processes between countries and unreg-
ulated migration costs, causing foreign workers to be charged hidden fees by intermediaries
(Low, 2020b).

Implementing zero migration costs in Malaysia has been a significant focus in recent years
(Low, 2020b; Low, 2017). Malaysia has reformed its labour migration mechanism by rene-
gotiating MoUs with countries of origin, shifting towards a government recruitment model,
and adopting the employer-pays model to eliminate worker migration costs (Wickramasekara,
2016). The government’s efforts have drastically reduced migration charges for labourers
from thousands of dollars under private recruitment to about $400 per worker under the gov-
ernment-to-government system. However, challenges remain in expanding migration oppor-
tunities and ensuring ethical recruitment practices by employers. For instance, the absence of
legislation to enforce the “zero recruitment cost” policy (Ibrahim & Mohamed Razali, 2023)
creates aloophole that could potentially lead to Malaysia being classified as Tier 3 in the forth-
coming TIP report (Vinothaa, 2022).

Table 2. Levy Rates, VP(TE), and Process Fees by Sector

SECTOR (Peﬁﬁl‘glar) LEX;S;‘;SI‘/ VP(TE) PROCESS VISA
Manufacturing RM 1,850.00* RM 1,010.00 RM 60.00 RM 125.00
Construction RM 1,850.00 RM 1,010.00 RM 60.00 RM 125.00
Plantation RM 640.00 RM 590.00 RM 60.00 RM 125.00 Based on
Agriculture RM 640.00 RM 410.00 RM 60.00 RM 125.00 nationalicy
Services RM 1,850.00 RM 1,490.00 RM 60.00 RM 125.00
Services (Island resort) RM 1,850.00 RM 1,850.00 RM 60.00 RM 125.00
Source: Immigration Department of Malaysia, as of 2024
Table 3. Rates of Visas and Security Bond Based on Nationality
NATIONALITY VISA (RM) SECURITY BOND (RM)
Indonesia RM15.00* 250.00
Bangladesh RM20.00 500.00
Pakistan RM20.00 750.00
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NATIONALITY VISA (RM) SECURITY BOND (RM)
Myanmar RM19.50 750.00
India RM50.00 750.00
Philippines RM36.00 1,000.00
Thailand Gratis 250.00
Cambodia RM20.00 250.00
Nepal RM20.00 250.00
Vietnam RM13.00 1,500.00
Sri Lanka 15.00 750.00

Source: Foreign Workers Agency@wellplan.com.my

* RM refers to Malaysian Ringgit and RM1 = 0.20EUR (as of 1 June 2025)

The case study reveals two recruitment methods used by G3 (contractors with tendering ca-
pabilities not exceeding RM1,000,000.00, which amounts to 205,569.00EUR), namely hir-
ing using unofficial agents in the source country and hiring foreign workers already registered
with a company in Malaysia. According to a representative of G3, the company recruits its
foreign workers through the paid services of unofficial agents in Pakistan. The agents will fa-
cilitate passport processing, health checks, and the purchase of plane tickets for the workers
heading to Malaysia. Upon arrival in Malaysia, another agent operating as a registered employ-
er, whose real business involves manpower supplies, will manage and administer the foreign
workers. G3 informally enters into a subcontract arrangement with the manpower company
to hire its foreign workers, who technically remain registered employees.

Research by Lee and Pereira (2023) sheds light on subcontracting as part of the underlying
structural features in the labour market that contributes to the recurring cycles of undocu-
mented labour and impedes effective monitoring and enforcement of worker protections. De-
spite legal prohibitions, outsourcing remains prevalent. This convoluted system often leads to
abusive employment relationships, with a significant prevalence of forced labour. Restrictive
formal employment pushes many foreign workers into undocumented status, as evidenced
by high rates of workers absconding to escape exploitative conditions. Such dynamics un-
derscore systemic inefficiencies in Malaysia’s migration governance framework, as noted by
Franck (2018) and Franck & Anderson (2019).

Even though the Private Employment Agencies Act 1980 prohibits such outsourcing prac-
tice, threatening to blacklist companies found breaching the rule, its deterrent capacity is ques-
tionable due to such practice as depicted by G3 that circumvents the said legal prohibition.
The Human Rights Commission of Malaysia (SUHAKAM, 2021) views that such a method
will exploit foreign workers in Malaysia, contributing to the root cause of potential forced
labour in the supply chain. The long and multi-tiered supply chains within the construction
sector lead to less visibility and control over workers’ recruitment, suppliers, and subcontrac-
tors. Hence, workers are easily exploited by being deprived of the minimum wage and em-
ployment (Low, 2021b).

In a similar vein, according to the European Agency for Safety and Health at Work (2014),
construction workers face doubles the risk of accidents. They are three times more likely to
suffer fatal injuries compared to workers in other sectors. The Department of Occupational
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Safety and Health Malaysia (DOSH) has categorised the outcomes of construction accidents
into four distinct categories: immediate death, permanent disability, non-permanent disabil-
ity, and, in certain instances, death occurring in a hospital. DOSH has emphasised that im-

mediate death is the most prevalent outcome of accidents within the construction industry
(Uddin et al., 2022).

Since 2019, migrant workers must be provided employment injury coverage under the Em-
ployees’ Social Security Act, 1969, excluding the invalidity scheme available to Malaysian
workers. The employment injury scheme does not cover injuries sustained at migrant work-
ers’ accommodations, although providing accommodations is part of the work-related agree-
ment between workers and employers (FMT Reporters, 2021). Through the informal sub-
contract arrangement, G3 can evade its liability for workplace harm and exploitation by ex-
cluding the workers from grievance procedures as they are not officially the employees of G3.
The workers instead face the risk of breaching their work permits and becoming irregular for
working under a different employer or at a different place of employment (ILO, 2018; Ergon
Associates, 2019). They also risk falling victim to forced labour through the exploitation of
wages and other forms of deception (ILO, 2016a, 2016b). Despite the phasing out of out-
sourcing businesses to recruit foreign workers, the informal outsourcing adopted by G3, as
demonstrated in this case study, reflects the modus operandi of the previous outsourcing ac-
tivities with adverse impacts.

On the other hand, G7 (contractor with no tendering limitations) applies a direct recruit-
ment system for its foreign workers. The company manages applications through the online
system under the Ministry of Human Resources (MOHR) and Ministry of Home Affairs
(MOHA), which involves the FWCMS. Oftficers from the company’s Human Resources Di-
vision will liaise with recruitment agents responsible for managing and advertising the recruit-
ment of workers in the identified districts in the relevant source countries. Meanwhile, per-
mit renewals are made through the MyEG system, a concessionaire for the Malaysia Electron-
ic-Government (E-Government) MSC Flagship Application.

However, G7 highlighted a lack of integration and harmony in the recruitment systems and
processes, particularly between FWCMS and the MyEG digitalised systems. For instance, the
company needed to upload the same documents to both systems twice. The company repre-
sentative also shared his concern that the non-integration between both systems might make
itimpossible to track foreign workers who fled and worked elsewhere, returned to the source
countries, and re-entered Malaysia with passports using different identities (Low & Mokhtar,
2017). Moreover, as the FWCMS and the MyEG system are not integrated, even an abscond-
ed employee can renew his/her permit. In addition, a separate system between the two min-
istries and the privatised parties seems less effective in ensuring that the authorities monitor
entry and exit records and renew foreign workers’ permits systematically without leakage or
exploitation.

In fact, there were calls on the government to dismantle Bestinet and eliminate labour brokers
to increase transparency in hiring foreign workers (New Straits Times, 2024). The calls were
made due to an investigation made by the Parliamentary Audit Committee in 2024 that dis-
covered that MOHR and MOHA were using two overlapping systems for the recruitment
of foreign workers, namely the FWCMS and Malaysia’s Integrated Foreign Worker Manage-
ment System (ePPAx). The two systems were developed based on the single window concept
as approved by the Cabinet in 2015; and this led to overlapping functions between the related
agencies and less efficient use of public resources. There were also issues of transparency and
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governance due to the government's failure to properly finalise contracts with Bestinet prior
to proceeding with its implementation (Parliamentary Audit Committee’s Report, 2025).

4.2. High Recruitment Costs

For G3, the cost of employing each worker through the first route consists of the fees
for agents (in Pakistan in this case), which are between RM5000 and RM6000 (roughly
1,033.55EUR and 1,232.5SEUR), and the annual permit renewal between RM3600 and
RM4100 (842.83EUR), which includes RM2300 (472.81EUR), for renewal through the
MyEG platform. An additional cost of RM 500 (102.78EUR), will be paid for a special pass
to resolve potential problems, such as the expiration of the employee’s passport or permit,
by a local agent, who will charge an administrative fee of RM1300 (267.24EUR) to handle
the processes at the relevant embassy. According to G3, irregularities in the status of foreign
workers can materialise from the recruitment practice. G3 highlighted that appealing against
inadequate quota approvals is time-consuming and will not be in the interest of meeting their
strict project timelines.

In view of this, G3 resorted to hiring foreign workers through an informal outsourcing
method to enable the uninterrupted progress of their construction projects. The recruitment
process for foreign workers is described as both lengthy and complex. Foreign workers seeking
employment often incur substantial financial costs for having to pay various intermediaries,
including sub-agents in their home countries, international recruitment agents in Malaysia,
and other local employment agents. This financial burden is the outcome of the multifaceted
nature of the recruitment processes, placing them at risk of forced labour via debt bondage
as demonstrated by an ILO (2018) report entitled “Situation and Gap Analysis on Malaysian
Legislation, Policies, and Programmes.” The report identified significant vulnerabilities faced
by foreign workers in Malaysia via the imposition of excessive recruitment fees, reductions or
non-payment of wages, passport retention by employers and excessively prolonged working
hours.

Additionally, these costs often compel workers to abscond from their employers when ex-
cessive recruitment fees are deducted from their wages (FWCMS, 2019), dissuading migrant
workers from engaging with legal channels due to their irregular nature. Another study by
Ibrahim and Mohamed Razali (2023) revealed that over half of Malaysia’s surveyed workers
(57.6%) acknowledged being in debt due to their employment. This finding is troubling be-
cause indebtedness, which often originates in their home countries, may drive foreign work-
ers to seck additional income through overtime, which employers can exploit to capitalize on
their extra labour (ILO, 2018b).

On the other hand, unlike G3’s more economical recruitment facilitated by the man-
power supply company, G7’s direct recruitment cost for each worker reaches RM10,000
(2055.69EUR) (levy, insurance, and other costs such as plane tickets, accommodation, and
food, Foreign Workers Medical Examination Monitoring Agency (FOMEMA), visas, and
work permits). Foreign workers will bear an estimated amount of RM300 (61.67EUR) for
their passports and health screening in the source country (Indonesia) and around RM100
(20.56EUR) for the travel costs from the foreign worker’s home district to the city before
departing for Malaysia. Usually, foreign workers borrow around RM300 (61.67EUR) to
RM500 (102.78EUR) from their local agents for their families left behind. Meanwhile, the
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cost for permit renewal through the MyEG system is around RM1850 (380.30EUR) to
RM2000 (411.14EUR), including the processing fee.

4.3. Lack of Complaint and Redress Mechanisms

Recommendations for establishing a standardized recruitment process through a governmen-
tal framework, a redress mechanism, and a transparent regularization system have been pro-
posed to enhance the selection and placement of workers in the country. These measures aim
to ensure the integrity of governance in recruitment practices (Low, 2020a, 2020b). Redress
mechanisms must be accessible, predictable, fair, and able to remedy harm faced by foreign
workers (United Nations Human Rights Council, 2011). Both G3 and G7 admitted that they
had no official and dedicated redress mechanisms for workers to address complaints against
them. The case study found that G3 and G7 do not provide a formal channel for foreign
workers to lodge complaints other than informing human resources or their agents about any
grievances. Similarly, employers have no course or programme to educate employees about
their responsibilities and rights.

A study by Ibrahim and Mohamed Razali (2023) revealed that 18.4% of foreign workers
surveyed either did not know where to file a formal complaint or were uncertain about the
process if their employer violated their rights. Breaches of employees’ rights which have sur-
faced through the interview data include overtime, low wages, and the possibility of wage
deductions to reimburse the expenses paid for agents and accommodations (Ibrahim & Mo-
hamed Razali, 2023). Although foreign workers can pursue labour and industrial claims, sev-
eral factors deter them from taking action, including fears of job loss and concerns about their
legal status especially if they are registered through outsourcing agents that retain their pass-
ports.

Although Section 69(1) of the Employment Act 1955 or Section 20 of the Industrial Rela-
tions Act 1967 provide a mechanism for foreign workers to make a complaint with the Labour
Department on violations of labour laws, most of them are often unable to provide suffi-
cient documentation to substantiate their claims as employers withhold essential information
(SUHAKAM, 2021). Their access to a grievance mechanism is further hampered by a lack of
understanding of the local system’s operation, their inability to speak the local language, and a
fear of retaliation or repatriation for raising concerns (MEF, 2014). These barriers collectively
emphasize the shortcomings and opacity within the framework concerning foreign workers’
protection in Malaysia.

4.4. Implications of Findings

The outcomes of this study reveal repetitive and complex official recruitment processes, the
need to save expenses related to costly hiring, unmet quota demands due to limited approved
quotas of foreign workers, and the time-consuming processes of appealing for additional quo-
tas. For G3, these cumulative factors incentivize the resort to the “shortcut” method of get-
ting workers from a local employer acting as an agent of “manpower supply” to other com-
panies. This accelerated process, in return, leaves foreign workers vulnerable to irregularity
and various exploitations and abuses before, during, and after the recruitment processes and
in the workplace.
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Due to the construction industry’s continuously entrenched dependence on manual labour
supplies, regardless of their size and capital, foreign workers have dominated this sector.
Labour recruitment that is cheaper and faster at the expense of various forms of labour ex-
ploitation has been enabled and supported by such engagement with informal outsourcing
practices. Regulations that aim to lower migration costs and increase transparency and efforts
to digitize and streamline the recruitment process are commendable but, unfortunately, have
since been compromised by unscrupulous practices and violations of rules and regulations.
Meanwhile, lack of bargaining power and transparent and effective grievance mechanisms
turther disenfranchise foreign workers while fomenting an environment conducive to depen-
dency on recruiting the ever “vulnerable” foreign labourers.

5. Conclusions

To conclude, in response to the first research question, namely, to identify the major factors in
Malaysia’s recruitment policies and practices that contribute to the reliance on and irregulari-
ty of foreign workers in Malaysia’s construction industry, this study reveals that the persistent
dependence on foreign labour is rooted in complex institutional and structural bureaucratic
dynamics rather than temporary shortages or policy errors. The recruitment process involves
multiple actors, including labour-sending countries, migrant workers, and labour-receiving
agencies, governed by a framework of laws, bilateral MoUs, and regulatory mechanisms aimed
at ensuring fair and transparent recruitment. However, persistent loopholes, inconsistent en-
forcement, and the involvement of unregulated intermediaries have led to exploitative prac-
tices, including hidden fees and excessive recruitment costs. These issues have prompted some
source countries to suspend labour deployment, highlighting weaknesses in recruitment gov-
ernance despite ongoing efforts to renegotiate MoUs and implement biometric registration
systems linking worker skills to formal registration as a means to improve oversight and legit-
imacy.

Furthermore, the structural and widespread use of outsourcing and subcontracting in man-
aging foreign labour create systemic vulnerabilities, fostering unethical practices that create
debt bondage and other forced labour issues. Although the goal of digitising migration man-
agement through platforms such as the FWCMS was to improve efficiency and transparency,
the involvement of private contractors and overlapping systems has resulted in a reduction in
policy and regulatory clarity and an increase in administrative complexity. Legal blind spots
are maintained by this dual-track system of formal digital platforms running alongside infor-
mal outsourcing networks, where worker identity and rights are masked by ambiguity and
irregularity. The government’s understanding of these long-standing issues is shown in its ef-
forts to lessen reliance on foreign workers through policy changes, such as automation and
digitisation, skill development, and levy adjustments.

This study addresses the dominant recruitment practices of construction companies, that is,
G3 and G7 and concludes that while recruitment practices differ by the company’s classifica-
tion and tendering capacity, they have systemic inefficiencies and flaws which still allow irreg-
ular employment and reliance on foreign workers. G3 companies also frequently utilise un-
registered manpower firms and informal subcontracting to meet labour needs, circumvent-
ing legal controls and boosting the risk of workers’ exploitation and lax responsibility. In ad-
dition to avoiding labour standards, these informal networks expose workers to hazardous
working conditions and wage abuses. G7 companies, instead, leverage formal digital recruit-
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ment platforms connected with government ministries. The continuous application of inter-
mediaries is sustained through procedural irregularities and bureaucratic delays as a result of
system integration shortfalls and other unethical behaviour. When computerised systems like
FWCMS and MyEG fail to coordinate, they produce bureaucratic spaces which facilitate ac-
tors’ exploitation of regulatory spaces. This makes outsourcing a form of compliance with the
system, rather than an exemption from it.

The migration industry theory used in this study, demonstrates how a chain of intermedi-
aries, such as brokers, outsourcing companies, recruitment agencies, and state-connected dig-
ital platforms, have become central to the operation of Malaysia’s labour migration system.
These agents of migration gain from migration and take advantage of regulatory gaps. The
high administrative costs and bureaucratic inefficiencies of digital systems encourage reliance
on intermediaries who are able to speed up the processes at the expense of accountability and
transparency, even in cases where companies like G7 are establishing more formal channels of
recruitment. For G3, informal outsourcing and subcontracting are central strategies inherent
in the operational logic of the industry, fuelled by quota limits, cost pressures, and project
deadlines and not aberrant departures.

This is supported by bureaucratic informality, which suggests that administrative practices
such as outsourcing and decentralised rule are designed to incorporate informality, rather than
doing so incidentally. The state unintentionally added layers of administrative complexity
and inefficiencies in trying to bring about modernisation and streamlining recruitment by us-
ing digital platforms. As demonstrated in the case study, workers’ legality, identification, and
status are unclear in regulatory grey areas generated by MyEG and FWCMS’s isolated work
and partial reliance on off-site providers. Companies continue to take advantage of informal
channels sanctioned or at least tolerated by the formal governance’s vulnerabilities in order
to adjust to such inefficiencies.

Furthermore, the absence of formal mechanism of complaint and process barriers caused by
language, threat of retaliation, and ignorance discourage workers from secking redress, tol-
erating exploitation. Real reform thus entails the simplification of bureaucratic procedures,
increasing legal protection, improving mechanisms of grievance, and fostering transparent
cooperation among stakeholders to suppress exploitation and use of irregular foreign labour
in the Malaysian construction sector. In addition, the lack of formal complaint mechanisms
and entry barriers related to language, fear of retribution, and ignorance discourage workers
from pursuing justice. To eliminate exploitation and reliance on irregular foreign workers
in Malaysia’s construction sector, effective reform should then reduce bureaucracy, improve
grievance mechanisms and legal protection, and promote open cooperation among stakehold-
ers.

Governance and recruitment procedures are shaped by systemic and structural complexities
that warrant a comprehensive reform agenda. As of 2024, Malaysia has bilateral MoUs with
fifteen source countries: seven countries from Southeast Asia namely: Thailand, Cambodia,
Myanmar, Laos, Vietnam, the Philippines, Indonesia; five from South Asia which comprise
of Pakistan, Sri Lanka, Bangladesh, India and Nepal and three from Central Asia which are
Turkmenistan, Uzbekistan, Kazakhstan (Iskandar, 2024). On January 16, 2024, the govern-
ment declared its intention to undertake a comprehensive review of all MoUs with these 15
source nations concerning the hiring and recruitment of foreign workers. The Home Min-
ister, Datuk Seri Saifuddin Nasution Ismail, indicated that consultations with the relevant
countries would commence following the Cabinet’s approval of the requisite measures. He
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underscored the necessity for these MoUs to be dynamic frameworks, adaptable to evolving
circumstances rather than static agreements (Iskandar, 2024).

The zero-migration cost policy, renegotiated MoUs, and government-to-government recruit-
ment model are some significant initial steps suggested by the Malaysian government to im-
prove transparency and fairness in the recruitment process. Nonetheless, strict enforcement,
penalties for non-compliance, and legal amendments must support these measures. Policies
should also try to minimise procedural delays, combine and align hiring platforms, and re-
move any possibility of corrupt and unscrupulous intermediaries taking advantage of and
misusing the hiring process. It is also necessary to enhance monitoring processes and intro-
duce easily accessible grievance and complaint mechanisms for workers. In order to reduce
dependency and rectify aberrations in the recruitment patterns of the construction sector, a
paradigm shift in knowledge-based and rights-based labour governance—based on account-
ability, transparency, and protection of worker rights—is the ultimate need.

Acknowledgement

This research is part of a study funded by the Institute of Public Security of Malaysia, Ministry
of Home Affairs (Registration No. USIM/IPSOM-KDN/FSU/40120), and by and Ministry
of Higher Education Malaysia under the Fundamental Research Grant Scheme (FRGS) (Reg-
istration No. USIM/FRGS/FSU/KPT/51022).

Disclosure statement

No potential conflict of interest was reported by the author(s).

References

Abdul Rahim, R., Ahmad Tajuddin, M. A., Abu Bakar, K., & Abdul Rahim, M. N. (2015).
Migrant labour and issues on outsourcing system in Malaysia. SHS Web of Conferences,
18,01003. https://doi.org/10.1051/shsconf/20151801003

Amnesty International. (2010). Trapped: The exploitation of migrant workers in Malaysia.
Amnesty International Publications.

Andersson, R., & Hayes, B. (2015). Caught in the borderlands: Redefining irregular migra-
tion through securitisation and surveillance. In T. Gammeltoft-Hansen & N. N. Serensen
(eds.), The migration industry and the commercialization of international migration (pp.
106-124). Routledge.

Asis, M. M.. B., & Dacuycuy, L. B. (2020). Migration and Employment in Malaysia’s Con-
struction Sector. ILO Asia-Pacific Working Paper Series.

Bashah, J. (2021, March 3). The problem of foreign workers — Its cause and impact. As-
tro Awani. https://www.astroawani.com/berita-malaysia/problem-foreign-workers-its-
cause-and-impact-285744

Bhan, G., Goswami, M., & Revi, A. (2017). Informality as a site of critical urban research:
Reflections from India. In K. Ward, S. Jonas, B. Miller & D. Wilson (eds.), The Routledge
handbook on spaces of urban politics (pp. 226-238). Routledge.



https://doi.org/10.1051/shsconf/20151801003
https://www.astroawani.com/berita-malaysia/problem-foreign-workers-its-cause-and-impact-285744
https://www.astroawani.com/berita-malaysia/problem-foreign-workers-its-cause-and-impact-285744

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

Construction Industry Development Board Malaysia. (2021). Guideline for small and med:-
um enterprise developers and contractors (CIDB Technical Publication No. 211). CIDB
Malaysia. https://www.cidb.gov.my/wp-content/uploads/2022/07/211-Guideline-for-
developer-contractor-small-medium-Migration-from-conventional-method-to-
IBS_compressed-1.pdf

Construction Labour Exchange Centre Berhad. (n. d.). Application for foreign labour.
CLAB. https://www.clab.com.my/application-of-foreign-labour

Creswell, J. W.(2013). Qualitative inquiry and research design: choosing among five approach-
es (3% ed.). SAGE.

Department of Statistics Malaysia. (2023, September 29). Big data analytics: National occu-
pational accident statistics. https://www.dosm.gov.my/portal-main/release-content/big-
data-analytics- NOAS-2022

Department of Statistics Malaysia. (2024, February 23). Construction Statistics, fourth quar-
ter 2023: Overview. https://www.dosm.gov.my/portal-main/release-content/construc-
tion-statistics-fourth-quarter-2023

Economic Planning Unit. (2015). Eleventh Malaysia Plan 2016-2020: Anchoring growth
on people. Prime Minister’s Department, Malaysia. https://ekonomi.gov.my/sites/de-
fault/files/2021-05/RMKe-11%20Book.pdf

Economic Planning Unit. (2021). Twelfth Malaysia Plan, 2021-2025. Prime Minister's De-
partment, Malaysia. https://govdocs.sinarproject.org/documents/prime-ministers-de-
partment/economic-planning-unit/twelfth-malaysia-plan-12th-malaysia-plan

Employment Act 1955 (Act 265). (n. d.). Laws of Malaysia (as at 1 January 2023). Attorney
General’s Chambers, Malaysia. https://jtksm.mohr.gov.my/sites/default/files/2023-11/
Akta%20Kerja%201955%20%28 Akta%20265%29.pdf

Ergon Associates. (2019). Human rights due diligence in Malaysia’s manufactur-
ing sector. Ethical Trading Initiative. https://www.cthicaltrade.org/sites/default/files/
shared_resources/ET1%20Malaysia%20HRDD.pdf

European Agency for Safety and Health at Work. (2014). Construction safety risks and
prevention. OSHWiki. https://oshwiki.osha.europa.eu/en/themes/construction-safe-
ty-risks-and-prevention

FMT Reporters. (2021, October 29). Give equal protection to migrant workers, SOCSO
urged. Free Malaysia Today. https://www.freemalaysiatoday.com/category/nation/

FMT Reporters. (2023, February 25). Bangladesh agents want review of MoU to cut recruit-
ment costs. Free Malaysia Today. https://www.freemalaysiatoday.com/category/na-
tion/2023/02/25/bangladesh-agents-want-review-of-mou-to-cut-recruitment-costs/

Foreign Workers Centralized Management System. (2019, December 30). Fair Recruitment.
FWCMS. https://www.fwems.com.my/2019/12/30/fair-recruitment

Franck, A. K. (2018). Corrupt(ing) borders: Navigating urban immigration policing in
Malaysia. Geopolitics, 24(1), 251-269. https://doi.org/10.1080/14650045.2017.1422121



https://www.cidb.gov.my/wp-content/uploads/2022/07/211-Guideline-for-developer-contractor-small-medium-Migration-from-conventional-method-to-IBS_compressed-1.pdf
https://www.cidb.gov.my/wp-content/uploads/2022/07/211-Guideline-for-developer-contractor-small-medium-Migration-from-conventional-method-to-IBS_compressed-1.pdf
https://www.cidb.gov.my/wp-content/uploads/2022/07/211-Guideline-for-developer-contractor-small-medium-Migration-from-conventional-method-to-IBS_compressed-1.pdf
https://www.clab.com.my/application-of-foreign-labour
https://www.dosm.gov.my/portal-main/release-content/big-data-analytics-NOAS-2022
https://www.dosm.gov.my/portal-main/release-content/big-data-analytics-NOAS-2022
https://www.dosm.gov.my/portal-main/release-content/construction-statistics-fourth-quarter-2023
https://www.dosm.gov.my/portal-main/release-content/construction-statistics-fourth-quarter-2023
https://ekonomi.gov.my/sites/default/files/2021-05/RMKe-11%20Book.pdf
https://ekonomi.gov.my/sites/default/files/2021-05/RMKe-11%20Book.pdf
https://govdocs.sinarproject.org/documents/prime-ministers-department/economic-planning-unit/twelfth-malaysia-plan-12th-malaysia-plan
https://govdocs.sinarproject.org/documents/prime-ministers-department/economic-planning-unit/twelfth-malaysia-plan-12th-malaysia-plan
https://jtksm.mohr.gov.my/sites/default/files/2023-11/Akta%20Kerja%201955%20%28Akta%20265%29.pdf
https://jtksm.mohr.gov.my/sites/default/files/2023-11/Akta%20Kerja%201955%20%28Akta%20265%29.pdf
https://www.ethicaltrade.org/sites/default/files/shared_resources/ETI%20Malaysia%20HRDD.pdf
https://www.ethicaltrade.org/sites/default/files/shared_resources/ETI%20Malaysia%20HRDD.pdf
https://oshwiki.osha.europa.eu/en/themes/construction-safety-risks-and-prevention
https://oshwiki.osha.europa.eu/en/themes/construction-safety-risks-and-prevention
https://www.freemalaysiatoday.com/category/nation/
https://www.freemalaysiatoday.com/category/nation/2023/02/25/bangladesh-agents-want-review-of-mou-to-cut-recruitment-costs/
https://www.freemalaysiatoday.com/category/nation/2023/02/25/bangladesh-agents-want-review-of-mou-to-cut-recruitment-costs/
https://www.fwcms.com.my/2019/12/30/fair-recruitment
https://doi.org/10.1080/14650045.2017.1422121

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

Franck, A. K., & Anderson, J. T. (2019). The cost of legality: Navigating labour mobility
and exploitation in Malaysia. International Quarterly for Asian Studies, S0(1-2), 19-38.
https://doi.org/10.11588/iqas.2019.1-2.10288

Gammeltoft-Hansen, T., & Serensen, N. N. (2013). The migration indus-
try and the commercialization of international migration. Routledge. https://
doi.org/10.4324/9780203082737

Hunter, M. (2019, November 29). Malaysia’s massive foreign worker dependency. Online
Opinion. https://www.onlineopinion.com.au/view.asp?article=20625

Ibrahim, M. S., & Mohamed Razali, R. (2023). Perceptions of the rights and welfare of foreign
workers in Peninsular Malaysia. Pertanika Journal of Social Sciences € Humanities, 31(2),
765-786. https://doi.org/10.47836/pjssh.31.2.15

Immigration Department of Malaysia. (n. d.). Foreign worker: Rate of levy, VP(TE) and
process fee based on different sectors. Ministry of Home Affairs. https://www.imi.gov.my/
index.php/en/main-services/foreign-worker/

Industrial Relations Act 1967 (Act 177). (2015). Laws of Malaysia (as at 1 January 2023).
Attorney General’s Chambers, Malaysia. http://www.agc.gov.my/Akta/Vol.%204/Act
%20177.pdf

Institute of Labour Market Information and Analysis (ILMIA). (2018). Developing multi-tier
levy: Malaysian case study. Ministry of Human Resources. https://www.ilmia.gov.my/
index.php/en/component/zoo/item/developing-multi-tier-levy-malaysian-case-study

International Convention on the Protection of the Rights of All Migrant Workers and Mem-
bers of Their Families. (1990, December 18). Article 5. Office of the High Commissioner
for Human Rights. https://www.ohchr.org/en/instruments-mechanisms/instruments/

International Labour Office (ILO). (2015). Bilateral agreements and mem-
oranda of understanding on migration of low-skilled workers: A review.
Geneva.  https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---mi-
grant/documents/publication/wcms_385582.pdf

International Labour Office (ILO). (2017). Methodology of the global estimates of mod-
ern slavery: Forced labour and forced marriage. Geneva. https://www.ilo.org/wem-
spS/groups/public/---ed_norm/---ipec/documents/publication/wems_586127.pdf

International Labour Oftice (ILO). (2016a). General principles and operational guidelines for
fair recruitment. ILO.

International Labour Office (ILO). (2016b). Review of labour migration policy in Malaysia.
ILO Regional Office for Asia and the Pacific. https://www.ilo.org/wemspS5/groups/pub-
lic/---asia/---ro-bangkok/documents/public

International Labour Office (ILO). (2018). Situation and gap analysis on Malaysian leg-
islation, policies and programmes, and the ILO Forced Labour Convention and Pro-
tocol. Geneva. https://www.ilo.org/wemsp5/groups/public/---asia/---ro-bangkok/docu-
ments/genericdocument/wems_650658



https://doi.org/10.11588/iqas.2019.1-2.10288
https://doi.org/10.4324/9780203082737
https://doi.org/10.4324/9780203082737
https://www.onlineopinion.com.au/view.asp?article=20625
https://doi.org/10.47836/pjssh.31.2.15
https://www.imi.gov.my/index.php/en/main-services/foreign-worker/
https://www.imi.gov.my/index.php/en/main-services/foreign-worker/
http://www.agc.gov.my/Akta/Vol.%204/Act%20177.pdf
http://www.agc.gov.my/Akta/Vol.%204/Act%20177.pdf
https://www.ilmia.gov.my/index.php/en/component/zoo/item/developing-multi-tier-levy-malaysian-case-study
https://www.ilmia.gov.my/index.php/en/component/zoo/item/developing-multi-tier-levy-malaysian-case-study
https://www.ohchr.org/en/instruments-mechanisms/instruments/
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_385582.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_385582.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_586127.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_586127.pdf
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/documents/public
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/documents/public
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/documents/genericdocument/wcms_650658
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/documents/genericdocument/wcms_650658

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

International Labour Office (ILO). (2021). Recruitment of migrant workers from Nepal:
Country profile. Geneva. https://www.ilo.org/wcmspS/groups/public/---ed_norm/---
ipec/documents/publication/wems_814432.pdf

International Labour Oftice (ILO). (2022). Malaysia ratifies the Protocol of 2014 to the Forced
Labour Convention. Geneva. https://www.ilo.org/global/standards/subjects-covered-by-
international-labour-standards/forced-labour/WCMS_840054/lang--en/index.htm

International Labour Office (ILO). (n. d.). Decent work for sustainable development
(DW4SD) resource platform: Thematic area 3: Employment-rich economic growth.

International Labour Office (ILO). (2014). Fazr migration: Setting an ILO agenda. Geneva,
Switzerland. https://www.ilo.org/sites/default/files/wemsp5/groups/public/@ed

International Labour Office (ILO). (2020). Fair recruitment initiative: Progress and
achievements 2016-2020. https://www.ilo.org/global/topics/fair-recruitment/publica-
tions/ WCMS_746035/lang--en/index.htm

International  Organization for Migration (IOM). (2023). Assessment of caus-
es and  contributing  factors to  migrant workers becoming  undocument-
ed in Malaysia. Geneva. https://www.iom.int/sites/g/files/tmzbdl486/files/docu-
ments/2023-08/english_undocumented-migrant-workers-report.pdf

International Organization for Migration (IOM). (2023). Malaysia: Facts and figures. JIOM.
https://www.iom.int/countries/malaysia

Iskandar, I M. (2024, January 16). Govt to review MoU  with
15 source countries on the import of foreign labour. New Straits
Times. https://www.nst.com.my/news/nation/2024/01/1002083/govt-review-mou-15-
source-countries-import-foreign-labour-nstev

Jamalulil, S. N. N. S., Hussin, S. N., Salleh, N. M., Kamar, I. F. M., & Rizam, K. N. (2022).
High dependency on foreign workforce in Malaysian construction industry. /nternation-
al Journal of Academic Research in Business and Social Sciences, 12(9), 412-418. https://
doi.org/10.6007/IJARBSS/v12-19/14488

Khalidi, J. R., & Muhamad Noor, M. N. (2020). COVID-19 and the myth of the ‘dirty for-
eigner’ in Malaysia. CSEAS NEWSLETTER, 78. https://covid-19chronicles.cseas.kyoto-
u.ac.jp/en/post-061-html/

Khazanah Research Institute. (2020). Informality in the Malaysian economy: Trends, causes,
and consequences. https://www krinstitute.org/assets/contentMS/img/template/

LeBaron, G., & Rithmkorf, A. (2017). Steering CSR through Home State Regula-
tion: A Comparison of the Impact of the UK Bribery Act and Modern Slav-
ery Act on Global Supply Chain Governance. Global Policy, 8(s3), 15-28. https://
doi.org/10.1111/1758-5899.12398

Lee, H. A., & Pereira, A. (2023). Can Malaysia eliminate forced labour by 2030?ISEAS Pub-
lishing, htps://doi.org/10.1355/9789815104066

Lindquist, J. (2017). Migration infrastructure, informality, and the state in Indonesia. Ethnos,
82(5), 896-915.



https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_814432.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_814432.pdf
https://www.ilo.org/global/standards/subjects-covered-by-international-labour-standards/forced-labour/WCMS_840054/lang--en/index.htm
https://www.ilo.org/global/standards/subjects-covered-by-international-labour-standards/forced-labour/WCMS_840054/lang--en/index.htm
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed
https://www.ilo.org/global/topics/fair-recruitment/publications/WCMS_746035/lang--en/index.htm
https://www.ilo.org/global/topics/fair-recruitment/publications/WCMS_746035/lang--en/index.htm
https://www.iom.int/sites/g/files/tmzbdl486/files/documents/2023-08/english_undocumented-migrant-workers-report.pdf
https://www.iom.int/sites/g/files/tmzbdl486/files/documents/2023-08/english_undocumented-migrant-workers-report.pdf
https://www.iom.int/countries/malaysia
https://www.nst.com.my/news/nation/2024/01/1002083/govt-review-mou-15-source-countries-import-foreign-labour-nsttv
https://www.nst.com.my/news/nation/2024/01/1002083/govt-review-mou-15-source-countries-import-foreign-labour-nsttv
https://doi.org/10.6007/IJARBSS/v12-i9/14488
https://doi.org/10.6007/IJARBSS/v12-i9/14488
https://covid-19chronicles.cseas.kyoto-u.ac.jp/en/post-061-html/
https://covid-19chronicles.cseas.kyoto-u.ac.jp/en/post-061-html/
https://www.krinstitute.org/assets/contentMS/img/template/
https://doi.org/10.1111/1758-5899.12398
https://doi.org/10.1111/1758-5899.12398
https://doi.org/10.1355/9789815104066

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

Lindquist, J., Xiang, B., & Yeoh, B. S. A. (2012). Opening the black box of migration: brokers,
the organization of transnational mobility and the changing political economy in Asia.
Pacifics Affairs, 85(1), 7-19. https://doi.org/10.5509/20128517

Low, C. C. (2017). A strategy of attrition through enforcement: The unmaking of irregu-
lar migration in Malaysia. Journal of Current Southeast Asian Affairs, 36(2), 101-136.
https://doi.org/10.1177/186810341703600204

Low, C. C. (2020a). De-commercialization of the labour migration industry in Malaysia.
Southeast Asian Studies, A1), 27-65. https://doi.org/10.20495/seas.9.1_27

Low, C. C. (2020b). Migrant labour recruitment reform in Malaysia: Towards ethical
and zero-cost migration. Otoritas: Jurnal Ilmu Pemerintaban, 10(2), 142-164. https://
doi.org/10.26618/0jip.v10i2.4641

Low, C. C. (2021a). Digitalization of migration management in Malaysia: Privatization and
the role of immigration service providers. International Migration € Integration, 22,
1599-1627. https://doi.org/lO. 1007/s12134-021-00809-1

Low, C. C. (2021b). Legal reforms in protecting migrant workers’ welfare in Malaysia:
Labour law and social security. Austrian Journal of South-East Asian Studies, 14(1), 59-80.
https://doi.org/10.14764/10.ASEAS-0048

Low, C. C. (2024). Contextualizing fair migration in Malaysia: From sovereign migration
governance toward developmental global migration governance. Journal of Population
and Social Studies, 32, 13-29. https://doi.org/10.25133/jpssv332025.014

Low, C. C., & Mokhtar, S. K. (2017). Migration control in Malaysia: Shifting to-
ward internal enforcement. Asia-Pacific Social Science Review, 16(3), 46-64. https://
doi.org/10.59588/2350-8329.1095

Low, K. W. (2020). Digital infrastructures and migrant labour governance: The politics of
the MyEG system in Malaysia. Critical Asian Studies, 52(2), 207-225.

Malay Mail. (2024). Malaysia upgraded to Tier 2 in US human trafticking report 2024. Malay
Mail. https://www.malaymail.com/news/malaysia/2024/06/25/malaysia-upgraded-to-
tier-2-in-us-human-trafficking-report-2024/141387#google_vignette

Malaysian Employer’s Federation (MEF). (2014). Practical guidelines for employers on the
recruitment, placement, employment, and repatriation of foreign workers in Malaysia.
https://www.mef.org.my/Attachments/MEFReport_ PGERPERFWM.pdf

Migration for Development and Equality. (2023). Migrant construction workers in Malaysia:
Structural vulnerabilities and systemic risk (MIDEQ Report).

Ministry of Economic Affairs Malaysia. (2018). Mid-term review of Eleventh
Malaysia Plan 2016-2020: New priorities and emphasis. Percetakan Nasional
Malaysia Berhad. https://www.ekonomi.gov.my/sites/default/files/2020-08/Mid Term
%20R eview%200£%2011th%20Malaysia%20Plan.pdf

Ministry of Economic Affairs Malaysia. (2021). Twelfth Malaysia Plan 2021-
2025: A prosperous, inclusive, sustainable Malaysia. Percetakan Nasion-



https://doi.org/10.5509/20128517
https://doi.org/10.1177/186810341703600204
https://doi.org/10.20495/seas.9.1_27
https://doi.org/10.26618/ojip.v10i2.4641
https://doi.org/10.26618/ojip.v10i2.4641
https://doi.org/10.1007/s12134-021-00809-1
https://doi.org/10.14764/10.ASEAS-0048
https://doi.org/10.25133/jpssv332025.014
https://doi.org/10.59588/2350-8329.1095
https://doi.org/10.59588/2350-8329.1095
https://www.malaymail.com/news/malaysia/2024/06/25/malaysia-upgraded-to-tier-2-in-us-human-trafficking-report-2024/141387#google_vignette
https://www.malaymail.com/news/malaysia/2024/06/25/malaysia-upgraded-to-tier-2-in-us-human-trafficking-report-2024/141387#google_vignette
https://www.mef.org.my/Attachments/MEFReport_PGERPERFWM.pdf
https://www.ekonomi.gov.my/sites/default/files/2020-08/MidTerm%20Review%20of%2011th%20Malaysia%20Plan.pdf
https://www.ekonomi.gov.my/sites/default/files/2020-08/MidTerm%20Review%20of%2011th%20Malaysia%20Plan.pdf

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

al Malaysia Berhad. https://www.ckonomi.gov.my/sites/default/files/flipping_book/
TwelfthPlan/mobile/index.html

Mohamed Razali, R. (2022). Amplified inequalities among migrants and refugees: A closer
look at Malaysia during the Covid-19 pandemic. Sinergi: Journal of Strategic Studies and
International Affairs, 2(1), 106-113. https://doi.org/10.17576/sinergi.0201.2022.06

Mohamed Razali, R., Ghulam Khan, I. D., Abdul Rahman Shah, H., Muhammad Ahmad,
N., Ibrahim, M. S., & Ab Wahab, N. (2023). Penggajian pekerja asing pas lawatan ker-
ja sementara (PLKS) di Semenanjung Malaysia rangka dasar dan perundangan [Em-
ployment of foreign workers with temporary employment visit pass (PLKS) in Peninsular
Malaysia: Policy and legal framework]. Institut Keselamatan Awam Malaysia (IPSOM),
Kementerian Dalam Negeri, and Penerbit USIM., Putrajaya and Negeri Sembilan.

Mohd Fateh, M. A., Mohamed, M. R., & Omar, S. A. (2022). The involvement of local skilled
labour in Malaysia’s construction industry. Frontiers in Built Environment, 8, 861018.
https://doi.org/10.3389/tbuil.2022.861018

Mohd Zaki, Z. A., Arif Hakim, S. Z., & Mat Nasir, N. (2022, November 12). Strategies in
attracting local labours into Malaysian construction industry. Joxrnal of Islamic, Social,
Economics and Development (JISED), 7(49), 141-147.

Muhamad, H., Abd Rahman Shah, H., & Halili Hassan, K. (2021). Legal analysis on forced
labour in the context of international labour standard and Malaysian law. Malaysian Jour-
nal of Syariah and Law, 9(2), 121-134. https://doi.org/10.33102/mjsl.vol9no02.348

Parliamentary Audit Committee. (2025). Procurement of Foreign Workers Centralised Man-
agement System (FWCMS) under the Ministry of Home Affairs [Translated]. Parliament
of Malaysia.

Prime Minister’s Office. (2015). Rancangan Malaysia Kesebelas 2016 - 2020 (RMK-11) Per-
tumbuhan Berpaksikan Rakyat. https://www.moh.gov.my/moh/resources/

Republica. (2024, February 4). Nepal, Malaysia agree to revise labour agreement.
My Republica. https://myrepublica.nagariknetwork.com/news/nepal-malaysia-agree-to-
revise-labor-agreement/

Roy, A. (2005). Urban informality: Toward an epistemology of planning.
Journal of the American Planning  Association, 71(2), 147-158. https://
doi.org/10.1080/01944360508976689

Roy, A.(2009). Why India cannot plan its cities: Informality, insurgence and the idiom of ur-
banization. Planning Theory, 8(1), 76-87. https://doi.org/10.1177/1473095208099299

Sapkota, R., & Alhadjri, A. (2018, July 20). Kleptocrats of Kathmandu and Kuala
Lumpur. Nepali Times. https://www.nepalitimes.com/banner/kleptocrats-of-kathman-
du-and-kualalampur/

Satterthwaite, D. (2011). How urban societies can adapt to resource shortage and climate
change. Philosophical Transactions of the Royal Society A: Mathematical, Physical and En-
gineering Sciences, 369(1942), 1762-1783. https://doi.org/10.1098/rsta.2010.0350



https://www.ekonomi.gov.my/sites/default/files/flipping_book/TwelfthPlan/mobile/index.html
https://www.ekonomi.gov.my/sites/default/files/flipping_book/TwelfthPlan/mobile/index.html
https://doi.org/10.17576/sinergi.0201.2022.06
https://doi.org/10.3389/fbuil.2022.861018
https://doi.org/10.33102/mjsl.vol9no2.348
https://www.moh.gov.my/moh/resources/
https://myrepublica.nagariknetwork.com/news/nepal-malaysia-agree-to-revise-labor-agreement/
https://myrepublica.nagariknetwork.com/news/nepal-malaysia-agree-to-revise-labor-agreement/
https://doi.org/10.1080/01944360508976689
https://doi.org/10.1080/01944360508976689
https://doi.org/10.1177/1473095208099299
https://www.nepalitimes.com/banner/kleptocrats-of-kathmandu-and-kualalampur/
https://www.nepalitimes.com/banner/kleptocrats-of-kathmandu-and-kualalampur/
https://doi.org/10.1098/rsta.2010.0350

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

Selvamalar, A., & Vimal, S. (2022, April 12). A commentary on the Anti-Traffick-
ing in Persons and Anti-Smuggling of Migrants (Amendment) Act 2022. Skrine
Insights. https://www.skrine.com/insights/alerts/april-2022/a-commentary-on-the-an-
ti-trafficking-in-persons-an

Shaari, M. N. (2020, February 18). Breaking down the barriers: Employers dilemma in hiring
and managing migrant workers. FIWCMS. https://fwcms.com.my/2020/02/18/break-
ing-down-the-barriers-employers-dilemma-in-hiring-and-managing-migrant-workers/

SUHAKAM. (2021). Stakeholder consultation on forced labour issues in the construction in-
dustry. https://bem.org.my/documents/20181/188817/Letter+ SUHAKAM.pdf

Sunam, R. (2022). Infrastructures of migrant precarity: unpacking precarity through thelived
experiences of migrant workers in Malaysia. Journal of Ethnic and Migration Studies,
49(3), 636-654. https://doi.org/10.1080/1369183X.2022.2077708

Surak, K. (2021). Migration industries and bureaucratic informality: The moral economy of
visa brokers. Journal of Ethnic and Migration Studies, 47(2), 277-293.

The  ASEAN  Secretariat.  (2018). ASEAN  Consensus on  The  Pro-
tection  and  Promotion  of  The  Rights  of  Migrant  Work-
ers. https://asean.org/wp-content/uploads/2021/01/3.-March-2018-ASEAN-Consen-
sus-on-the-Protection-and-Promotion-of-the-Rights-of-Migrant-Workers.pdf

The Star. (2024a, January 18). Optimistic outlook for construction sec-
tor. The Star. https://www.thestar.com.my/business/business-news/2024/01/18/opti-
mistic-outlook-for-construction-sector

The Star. (2024b, June 25). Malaysia upgraded to Tier 2 in the latest Trafficking in Per-
sons report. The Star. https://www.thestar.com.my/news/nation/2024/06/25/malaysia-
upgraded-to-tier-2-in-latest-trafficking-in-persons-report

U.S. Department of State. (2021). Trafficking in persons report: Malaysia. https://
www.state.gov/reports/2021-trafficking-in-persons-report/malaysia/

Uddin, M., Uddin, M. S., & Islam, M. Z. (2022). Migrant workers at Malaysian construction
market: A critical analysis of their facing difficulties. Journal of Asian and African Social
Science and Humanities, 8(4), 13-24. https://doi.org/10.55327/jaash.v8i4.281

United Nations (UN). (2023). National report submitted pursuant to Human Rights Coun-
cil resolutions 5/1 and 16/21. Malaysia. https://documents-dds-ny.un.org/doc/UN-
DOC/GEN/G18/256/22/PDF/G1825622.pdf?OpenElement

United Nations Human Rights Council. (2011). Guiding Principles on Business and Hu-
man Rights: Implementing the United Nations “Protect, Respect and Remedy” Framework.
United Nations. https://www.ohchr.org/sites/default/files/documents/publications/

Verité. (2014a). Fair Hiring Toolkit. Verité. https://verite.org/help-wanted/fair-hir-
ing-toolkit/

Verité. (2014b). Forced labour in the production of electronic goods in Malaysia: A compreben-
stve study of scope and characteristics. Verité.



https://www.skrine.com/insights/alerts/april-2022/a-commentary-on-the-anti-trafficking-in-persons-an
https://www.skrine.com/insights/alerts/april-2022/a-commentary-on-the-anti-trafficking-in-persons-an
https://fwcms.com.my/2020/02/18/breaking-down-the-barriers-employers-dilemma-in-hiring-and-managing-migrant-workers/
https://fwcms.com.my/2020/02/18/breaking-down-the-barriers-employers-dilemma-in-hiring-and-managing-migrant-workers/
https://bem.org.my/documents/20181/188817/Letter+SUHAKAM.pdf
https://doi.org/10.1080/1369183X.2022.2077708
https://asean.org/wp-content/uploads/2021/01/3.-March-2018-ASEAN-Consensus-on-the-Protection-and-Promotion-of-the-Rights-of-Migrant-Workers.pdf
https://asean.org/wp-content/uploads/2021/01/3.-March-2018-ASEAN-Consensus-on-the-Protection-and-Promotion-of-the-Rights-of-Migrant-Workers.pdf
https://www.thestar.com.my/business/business-news/2024/01/18/optimistic-outlook-for-construction-sector
https://www.thestar.com.my/business/business-news/2024/01/18/optimistic-outlook-for-construction-sector
https://www.thestar.com.my/news/nation/2024/06/25/malaysia-upgraded-to-tier-2-in-latest-trafficking-in-persons-report
https://www.thestar.com.my/news/nation/2024/06/25/malaysia-upgraded-to-tier-2-in-latest-trafficking-in-persons-report
https://www.state.gov/reports/2021-trafficking-in-persons-report/malaysia/
https://www.state.gov/reports/2021-trafficking-in-persons-report/malaysia/
https://doi.org/10.55327/jaash.v8i4.281
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G18/256/22/PDF/G1825622.pdf?OpenElement
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G18/256/22/PDF/G1825622.pdf?OpenElement
https://www.ohchr.org/sites/default/files/documents/publications/
https://verite.org/help-wanted/fair-hiring-toolkit/
https://verite.org/help-wanted/fair-hiring-toolkit/

Migraciones | 1-25 [2025] [ISSN 2341-0833]
DOI: https://doi.org/10.14422/mig.22215.020

Vinothaa, S. (2022, July 13). Forced labour: Loopholes in the law may keep M’sia in Tier 3
chasm. Malaysiakini. https://www.malaysiakini.com/news/ 628075

Wahab, A. (2020). Implementing ethical recruitment of migrant workers: Evidence from the
palm oil sector in Malaysia. Otoritas: Jurnal Ilmu Pemerintaban, 10(1), 24-42. https://
doi.org/10.26618/0jip.v10i1.2931

Wahab, A. (2020). The COVID-19 pandemic and the acceleration of digital surveil-
lance in Malaysia. Privacy International. https://privacyinternational.org/news-analy-
sis/3781/covid-19-pandemic-and-acceleration-digital-surveillance-malaysia

Wayan, 1., Wiryawan, G., & Bunga, D. (2020). The legal protection of atypical workers in
Industry 4.0 in Indonesia. Malaysian Journal of Syariah and Law, 8(2), 31-40. https://
doi.org/10.33102/mjsl.vol8n02.220

Wellplan Management & Consultant Sdn. Bhd. (2024). Rates of Visas and security bonds
based on nationality. Wellplan. https://wellplan.com.my/work-permit-renewal-malaysia-
levy-visa/

Wells, J. (2006). Labour subcontracting in the construction industries of developing coun-
tries: An assessment from two perspectives. Journal of Construction Developing Countries,

11(1), 17-36. http://web.usm.my/jcdc/vol11_1_2006/2_Jill%20Wells(p.17-36).pdf

Wickramasekara, P. (2016). Review of the government-to-government (G-to-G) mechanism for
employing Bangladeshi workers in the Malaysian plantation sector. Global Migration Pol-
icy Associates (GMPA), Dhaka and Bangkok.

World Bank. (2015). Malaysia Economic Monitor: Immigrant labour. World Bank Group,
Washington, DC. https://documents1.worldbank.org/curated/en/753511468197095

Xiang, B., & Lindquist, . (2014). Migration infrastructure. International Migration Review,
48(S1), S122-S148. https://doi.org/lO. 1111/imre.12141

Yin, R. K. (2018). Case study research: Design and methods (6™ ed.). Sage.

Zolkepli, F., & Aruna, P. (2015, February 5). Bestinet: we just started a trial
run. The Star. https://www.thestar.com.my/news/nation/2015/02/05/bestinet-we-just-
started-a-trial-run-company-clarifies-that-no-charges-have-been-imposed-for-service/



https://www.malaysiakini.com/news/628075
https://doi.org/10.26618/ojip.v10i1.2931
https://doi.org/10.26618/ojip.v10i1.2931
https://privacyinternational.org/news-analysis/3781/covid-19-pandemic-and-acceleration-digital-surveillance-malaysia
https://privacyinternational.org/news-analysis/3781/covid-19-pandemic-and-acceleration-digital-surveillance-malaysia
https://doi.org/10.33102/mjsl.vol8no2.220
https://doi.org/10.33102/mjsl.vol8no2.220
https://wellplan.com.my/work-permit-renewal-malaysia-levy-visa/
https://wellplan.com.my/work-permit-renewal-malaysia-levy-visa/
http://web.usm.my/jcdc/vol11_1_2006/2_Jill%20Wells(p.17-36).pdf
https://documents1.worldbank.org/curated/en/753511468197095
https://doi.org/10.1111/imre.12141
https://www.thestar.com.my/news/nation/2015/02/05/bestinet-we-just-started-a-trial-run-company-clarifies-that-no-charges-have-been-imposed-for-service/
https://www.thestar.com.my/news/nation/2015/02/05/bestinet-we-just-started-a-trial-run-company-clarifies-that-no-charges-have-been-imposed-for-service/

	Navigating Dependency: Analysing Recruitment Practices and Challenges in Malaysia’s Construction Industry
	Introduction 
	Theoretical and Conceptual Framework 
	Recruitment System 
	Bureaucratic, Commodified and Brokered Recruitment System
	Policy Responses: Towards a Sustainable Recruitment Framework
	High Recruitment Costs

	Methodology
	Case Study Results and Discussions
	Recruitment Methods
	High Recruitment Costs 
	Lack of Complaint and Redress Mechanisms
	Implications of Findings

	Conclusions
	Acknowledgement
	References




