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ABSTRACT
With international relations and economic integrations across borders, the UAE is fast growing into a developed nation. Very many companies, from multinational and private to public enterprises have found base in the country, enjoying advanced technological yet economical resources to gain competitive edge. This paper seeks to explore why these companies should comply with the core ILO conventions that the government has already ratified but not implemented. The research is based on in-depth interviews with employees from differing positions and industries. Although the cases show that it is imperative the government and the companies corroborate both the country labour laws and the individual company policies to the international standards, the paper identifies factors that may affect or more aptly hinder the applicability of the International Labour conventions. 
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ABSTRACT

With international relations and economic integrations across borders, the UAE is fast growing into a developed nation. Very many companies, from multinational and private to public enterprises have found base in the country, enjoying advanced technological yet economical resources to gain competitive edge. This paper seeks to explore why these companies should comply with the core ILO conventions that the government has already ratified but not implemented. The research is based on in-depth interviews with employees from differing positions and industries. Although the cases show that it is imperative the government and the companies corroborate both the country labour laws and the individual company policies to the international standards, the paper identifies factors that may affect or more aptly hinder the applicability of the International Labour conventions. 

INTRODUCTION
The most significant of all commodities is labour.

Like most markets, the labour market deals in one form of commodity – the people-time and people-skill. However, because it is of human in nature, the relationship is taken into consideration - the relationship that exists between the businesses and that exists among groups and individual workers. This relationship may vary geographically, based on race, ethnicity, educational and other backgrounds, etc. With the dawn of globalization, it has become imperative that all nations dealing in labour from around the world share the same values and thoughts on these relationships. Thus, the importance and continuing existence of labour laws, both international and domestic. 

This paper is concerned with problems relating to Human Resource (HR) practices in the United Arab Emirates (UAE). It focuses on why HRM policies and practices of companies in the UAE might best be brought into compliance with the core labour standards of the International Labour Organisation (ILO). It looks closely at two core International Labour Organization (ILO) standards that have been ratified by the Government of UAE, these being Convention 100 (Remunerations) and Convention 111 (Discrimination), the extent of implementation of these conventions, and factors that affect their applicability and effectiveness in the UAE.
The paper takes a grounded theory approach to address these two problems using a case-based approach. Through detailed analysis of the cases the paper highlights the effects of implementation, or dis-implementation of the ILO conventions on both local and foreign labour. The presentation and analysis of the case studies form the core of this paper. However, before this, it is necessary to have a brief look at the background, literature review and how the case studies were conducted. 
BACKGROUND AND LITERATURE REVIEW
United Arab Emirates

The United Arab Emirates (UAE) is a union of seven sovereign states, formed when the British withdrew from the Gulf in 1971. It is a fast-developing country, with multi-cultural and ever-growing expatriate population in terms of residents, workers and businesses. ‘The country has an open economy with a high per capita income and a sizable annual trade surplus. Its wealth is based on oil and gas output (about 30% of GDP). Since the discovery of oil in the UAE more than 30 years ago, it has undergone a profound transformation from an impoverished region of small desert principalities to a modern state with a high standard of living’ (The World Fact Book, 2005).

With the dawn of the new century, it is no shock that the UAE has also recognized the importance of the private sector in the drive for diversified economic growth. ‘The creation of a facilitative business environment, which encourages local investors to put their wealth to productive use, as well as attracting foreign investment [is a part of the UAE Government’s ongoing policy-making]. Key elements in the UAE’s incentive strategy have been the provision of first-class industrial facilities and business support services, the reduction of red tape and streamlining of administrative procedures, as well as the updating of commercial laws and regulations to meet international obligations, increase transparency and ensure effective protection for investors. Favorable tax laws and political stability also assist in making the UAE a prime business location’ (Ministry of Finance and Industry, 1999). 

International Labour Organization
Founded in 1919, the International Labour Organization is the United Nations (UN) specialized agency with over 175 member nations, seeking to promote social justice and internationally recognized human and labour rights (ILO, 2005). According to the Director-General, Mr. Juan Somavia, ‘It is the only surviving major creation of the Treaty of Versailles which brought the League of Nations into being and it became the first specialized agency of the UN in 1946’ (ILO, 2005).
The ILO formulates international labour standards in the form of Conventions and Recommendations setting minimum standards of basic labour rights such as 
· freedom of association

· the right to organize

· no forced labour

· equality of opportunity and treatment

· no child labour

· the right to collective bargaining

The ILO standards are ‘used as a guide for the design and implementation of labour laws’ (Lift the Label, 2004). They are 
‘needed as benchmark for the provision of human rights. They are intended to be ratified and implemented so they can have a concrete impact on working conditions and practices in every country of the world’ (Lift the Label, 2004). 

The ILO has eight core labour standards which have been ratified by the UAE Ministry of Labour and Social Affairs (MOLSA) that is responsible for all affairs associated with the labour market in the country. Of these, the two conventions that are a focus of this paper are Convention 100 – the intent and purpose of this convention is to ascertain equal pay and equal remuneration to men and women for equal work. The convention also mentions methods of applying this standard to ensure its fulfillment by employers’ and workers’ organizations, including government assistance. 

Convention 111 – establishes the right to all persons for equal employment opportunity and treatment regardless of race, sex, religion, political opinion, and so on. The purpose of this convention is also to ensure that this convention is enforced by those governments that accept it as part o their legislation and modify instructions that may not be consistent with it (ILO, 2005). 
Comparing the convention standards against the UAE Labour Laws, Articles 9-11 and 14 of Chapter 1 of Act 1 specifically elaborate on opportunity in employment and occupation. However, the chapters do not follow the Convention 111 such that they discriminate between nationals and foreign workers. As Article 14 states, ‘…labour department may not give its approval to the recruitment of non-nationals unless its records show that, among the nationals registered with the employment section, there are no unemployed persons capable of performing the work required…’ (MOLSA, 1980) 
Further to this is Article 10 that specifies the priority to hire employees on the basis of their ethnicity, ‘…where national employees are not available, preference in employment shall be given to 
1 – Arab workers belonging to an Arab country by nationality; 
2 – Workers of other nationalities…’ (MOLSA, 1980)
In addition, study into existing literature on equal employment opportunity has unfolded affirmative action (refer Appendix C for definitions) by the UAE government - the concept of Emiratisation (refer Appendix C for definitions) that is prevalent in the country. ‘Only 17% of the 4 million people living in the UAE are nationals, and only 40% of these have college degrees. Although the employment market in Dubai in particular is booming, there are currently 32,000 unemployed nationals (4.7%), with 6,000 graduates coming onto the market annually’ (CompaniesIncorporated.com, 2005)
In order to combat these disproportions, the government has ascertained the Emiratisation legislation and ‘will deny work permits and entry visas to firms that do not comply with their prescribed Emiratisation quotas’ (CompaniesIncorporated.com, 2005)

Although the Articles in the UAE Labour Law do not document or claim any equal remunerations, the Emiratisation legislation negates UAE’s ratification of Convention 100 (Equal Remuneration) and 111 (Discrimination). 
However, the literature review seems to highlight a very large gap in the study of the UAE ratified core conventions 100 and 111 and factors affecting their actual implementations in the country. Whereas there is a growing academic and international interest on human rights, especially in terms of human trafficking, right to organized labour and conditions at the work place, (for example, see United Nations Commission on Human Rights, 2004 and US Department of State, 2003) the historical or academic research interests on the actual implementation of ILO core conventions have not been of any particular focus. Other than a few websites listing the ratification of all the ILO core standards, the factors that affect the implementation or dis-implementation of the conventions on both local and foreign labour really lack a presence in the research literature. 
This paper addresses the lack of literature on the UAE ratified ILO standards 100 and 111, their level of implementation and the respective effects.
RESEARCH METHODOLOGY
For the purposes of this research paper, the methodology chosen was qualitative in nature and in the form of case studies. Researcher Robert K. Yin defines the case study research method ‘as an empirical inquiry that investigates a contemporary phenomenon within its real-life context; when the boundaries between phenomenon and context are not clearly evident; and in which multiple sources of evidence are used’ (Yin, 1994).
It was necessary, hence forth, to use case studies to establish research findings due to the following reasons:
· As previously established, little or no previous research is in existence on the topic. 
· There is a lack of access to statistical information from the Government of UAE on issues such as number of multi-national corporations in the country, number of labourers as opposed to professionals, number of women in the work force, salary scales offered around the country and so on. 
· The study is exploratory or investigative in nature due to lack of ‘freedoms of speech, press, assembly, association, and worker rights within the country’ (US Department of State, 1994).
· As will be demonstrated later in the paper, the individual experiences of the sample subjects are at least partly the product of individual interpretation
· As will be demonstrated later in the paper, given situations and/or responses of the subjects may be functional for one person but not for another (for example, foreign and national workers)
The case studies were accumulated through a series of personal and confidential interviews with the subjects. Subjects were chosen at random in terms of nationality, gender, age and positions employed, ranging from Managers to professionals such as teachers, to skilled and unskilled labourers such as construction workers, cleaners, and house-maids. Sectors of the workforce were chosen to represent a varied group such as government organizations, cross-border enterprises, private companies, academic institutions, agencies; and industries such as well-established banking and upcoming real estate were also included.
RESULTS
Direct interview with the employee(s) of the company have resulted in three case studies. Employee name(s) and other company details have been changed in order to protect the confidentiality of all parties involved by request.
Case Study 1: A Case Of Priority
Sreeni Vasudevan is the elder of five brothers and three sisters, a considerable size for a family from Chennai, India. He has been married for over 18 years now, and has two boys, one of whom is off to University this year. 

Rama Chand is an only son in a family of daughters from Kerala, India. It has been his duty to take over the responsibilities where his father left over 20 years ago. 

Both Sreeni and Rama have been in the UAE since late 1960s. Having done several odd jobs for over a decade, both of them landed a golden opportunity when Sreeni was recruited as a Cashier and Rama as the Purchase Officer at a Government organization in Dubai in the late 1970s. With dedication and enthusiasm, both of them carried out their tasks, and handled challenges as and when the occasion arose. With a minimal bachelor degree, they were thankful that they had managed to position themselves and secure their families’ lives.

In early 1990’s, the organization, which is well-established and popular with the public due to its nature of entertainment, had a change in management. A new director was appointed. He took it upon himself to restructure the organization by first introducing an Administrator position, and allocating the position to the existing National employee, who till that point was not sure of his work in the office. The director sent the administrator to London to get trained in his field of work as he had no qualifications and was a high school drop-out. The director also re-built the offices, and re-engineered the staff quarters to make them livable. All these improvements in the span of a year made the employees happy and gave them confidence in the new director’s capabilities to run the organization with care and efficiency. 

In mid-90s, both Sreeni and Rama were recognized for their contribution to the organization by being presented with Employee of the Year award along with a bonus and a raise. Sreeni’s hidden talent of painting was nurtured to its fullest when the director asked him to decorate the office walls. By now, Sreeni had his wife and sons brought to Dubai to settle them. He had just managed to complete his responsibility towards his large family back home and would now focus on his sons and their future. Rama, on the other hand, was single-handedly taking care of his sisters, wife and daughter back home. With barely any savings remaining, he had no plans to bring his family. At this time, Sreeni was earning a mere AED 2000 and Rama AED 2500. 

By mid-90s, the political situation in the country was also shifting to accommodate more nationals into jobs that were previously filled by foreigners. This was the beginning stages of what we now know as Emiratisation. Being a Government organization, Sreeni and Rama’s company was one of the first to begin the shift. For three years a battle was waged between the director and the government to try and avoid replacing employees from his organization to accommodate nationals. But, in 1998, the Government won the battle and decided to replace Sreeni and Rama, as now there were nationals qualified enough to fill their positions. With a one month notice and due gratuity, both the men were forced to accept early retirement and return to India. At this time, Rama was already nearing 55 and could not apply for any jobs back home as the age-limit in India considers him too old to be efficient. He was forced to join a small company as a cleric in order to earn enough money to marry his daughter off and see his wife and himself through his retirement. Sreeni, on the other hand, returned to the UAE under a new contract to a company in Sharjah to be able to see his sons through school and university. 

In their places, the two nationals brought in now earn AED 8000 plus benefits that include housing and other allowances. According to the management, the men are inefficient and can not handle customers in crises situations. They are disinterested in work, come in late and leave early. This in turn has given rise to a hostile environment in the company because according to other employees, the national men seem to get away with everything. Over the past few years, the employees have been demoralized and scared because they no longer feel any kind of security in their positions and this has led to inefficiency in their work. The director now faces the challenge of regaining a balance in the office in order to ensure effective work-environment, which he feels may never be achieved again. 

Case Study 2: Low-Wage Earning Laborers’ Plight 
Majority of the construction workers, gardeners, house maids, street vendors, cleaners in the UAE are recruited from under-developed countries such as India, Pakistan, Bangladesh, Sri Lanka and most-recently Nepal. On the surface these workers have all the right paper work and are brought in through legal channels with permission from the parent country government and the host country government. Or are they?

· In 1990, Abdul Jolil, a Bangladeshi farmer sold his farm, the only source of income in his relatively large family, to raise enough money to buy a ticket to come to Dubai. A broker in his village had approached him with a job offer that promised him good life and plenty of money to see his family through the hardships they were suffering. Leaving behind his father, mother, ten brothers and sisters, a wife and a six year old son, Abdul Jolil arrived in Dubai only to find he had been hired as a construction worker. He was promised AED 800 per month, housing and food. But, for the next three years, he did not see any of his salary. The living conditions were deplorable. He had no money to send his family who was depending on him, his passport was with the owner of the company so he could not leave the job in fear of getting a ban, there was no sign of his agent and he did not have cash to buy himself a ticket back home. Finally, allying with a few other workers in similar situations, he protested against his owner and found himself first jailed and then deported in 1994.

· Rubina Khatun and her sister Sabina Begum were recruited through an agent in Pakistan to come to Dubai for AED 1000 a month to work as house maids in Dubai. Seeing this as an opportunity of a life-time, the parents agreed to send them for two years so that they could save enough money and return home. However, after coming to the UAE, the girls were forced into illegal activities. Ashamed and humiliated, the girls will never be able to return to their families and as illegal workers, they can not approach the authorities for help in fear they will be jailed and deported. 

· Jay Nathalay Samara Tumbu is a Sri Lankan rickshaw (a tri-wheeled cart manned by men in the South-Asian countries as a mode of cheap transportation) driver. His father and three brothers all drive rickshaws back home. When his father was approached with an offer, he chose Jay, the youngest of the lot, to go to Dubai as a last resort to save his family from the brink of starvation after the 2004 Tsunami hit. Selling three rickshaws was the only way they could raise the money needed to buy a ticket and pay the agent. Finally in March 2005, Jay landed in Dubai with the hope of earning money to save his family. Jay works a cleaner for an Agency that out sources him to other companies; he gets paid only AED 500 when he was actually promised AED 1000 plus annual ticket to home and allowances for housing and food. His shifts run from eight in the morning to eight in the evening and if he makes a mistake, he is shifted to another company with a punishment of minus AED 500. As he can not speak English, he is never placed with high-profile customers and low-profile ones do not follow any codes of ethics or conduct and literally work him and his co-workers as slaves. It has been two months since he arrived and he has yet to send money back home. With cost of living, food and one-month pay deduction, he has not managed to save anything. He is already suffering from shame and guilt. Shame for not being able to save enough money and guilt for knowing his family is suffering even more with just two rickshaws as sources of income. He hopes that by the time he completes six months, he will have something for his family and he is desperately looking forward to two years end when he can go home to visit his family. 

Case Study 3: A Case Of Reverse Discrimination? 
Naeim Mohammad is a UAE national, born and brought up in Dubai. He completed his high school from one of the schools offering British Curricula and went of to Canada to pursue his further studies in Computer Science. Being an avid fan of computers, both hardware and software, Naeim dedicated his four years to learning and practicing his skills in computers, taking on internships over the summers to give him experience. Finally, after graduation, he, unlike many of his friends, returned to Dubai. As the only son of aging parents, Naeim felt it was his responsibility. Upon returning, he was assured by his friends and family members that he would get any job he desired as the Emiratisation policy was in full swing, promoting and giving job opportunities for national employees. With hope and determination, Naeim went for his first interview in a prominent multi-national Bank with a branch in Dubai. After his first interview, he was called back and offered the position of IT coordinator! Being a 24 year old recent graduate, Naeim felt this was a dream come true. Having been brought up in a western environment, Naeim always opted for shirt and pant versus the national dress (white Dish-dash that runs from neck to foot). 

On the very first day of his joining, as Naeim walked into the office, his immediate supervisor, an aging Indian gentleman, called him into his office and asked him, with a very straight and serious face

What are you doing here, Mr. Naeim?

Taken aback, Naeim said it was his joining date and the supervisor went to explain:

Mr. Naeim, we do not expect you to come to office. If you come once a week, that should be fine. Regardless, your salary will be transferred every month to your account. 

Not understanding, Naeim voiced his interest in coming to work every day and carry out his responsibilities. 

Mr. Naeim, as a bank, we are given a quota to recruit national employees. If we do not, we get fined. So, here you are. But, we do plan to run our office efficiently and hence have hired an Indian gentleman who will be carrying out your responsibilities. Your cooperation is most required, of course. 

Shocked, Naeim reinstated himself and ascertained that he would be coming to office every day as anyone else and do his own work. However, walking into office every day became something of a challenge as for most part of the days he found himself twiddling his thumb and sitting in his chair. No one came to him with any complaints regarding the computers or problems with the databases. As days became months, Naeim found himself hopelessly losing a battle that his friends and family members scoffed off as childish. 

But I am qualified and I know how to do my job… if someone will let me

People talk to me like I am stupid and do not understand anything

THEY explain things to me... things I have already learned and put to practice during my internships in Canada

After a lot of deliberation, Naeim finally decided to resign from his post and is now in the process of starting his own web business in Dubai.

DISCUSSION
 The three case studies are illustrations that look at the UAE ratified ILO core conventions, and their implementations. Case 1 is an example from a government organization which follows the Emiratisation laws to replace foreign workers to create vacancies for national employees. Although the foreign employees are given gratuity for the number of years they served at the organization, they are forced into retirement. While this conforms to UAE’s Emiratisation policy, it violates the UAE ratified ILO Convention 111 against discrimination of any kind at the workplace. The case also highlights the marked difference in salaries and other benefits offered to the national employees as compared to the foreigners. It is a clear indication of Convention 100 violation.  As has been mentioned in the literature review, the UAE Labour Law does not recognize the ‘intent to ascertain equal pay and equal remuneration to men and women for equal work’ (ILO, 2005). Therefore, the discretion in salary from AED 2000 to AED 8000 only acts to restate this point. 
Case 2 is a compilation of cases, all derived from interviews with the labourers in the UAE. Upon analysis, one notion conveyed by the case seems to focus on the discrimination against South-Asian labour who are unskilled and often uneducated. Against the ratified Convention 111, the companies and agencies that recruit labour from underdeveloped countries such as India, Bangladesh, Sri Lanka, Nepal and Pakistan, evidently seem to take advantage of the employees’ lack of knowledge on the laws and regulations of the host country. The case of the two sisters is a marked deviation from the UAE’s own Labour Laws Article 29 of Chapter 3, ‘No women shall employed on any job that is dangerous, arduous or detrimental to health or morals or on any other operations specified by order of the Minister of Labour and Social Affairs consulting the competent authorities’ (MOLSA, 1980)
As for the construction worker, the ’deplorable living conditions’ and the consequential ‘jail and deportation’ in response to his retaliation along with his coworkers seem to be a violation of the UAE Labour Law’s Part V (Industrial safety, preventive measures, health and social care for workers and Part IX (collective labour disputes) (MOLSA, 1980). Finally the cleaner’s extended working hours are a breach of the Labour Law Part IV, Chapter 1, Articles 65 and 67 that state the organizations can not exceed an eight-hour shift and if they do, the employees are entitled to overtime (MOLSA, 1980). 
Careful examination of the three cases in Case Study 2 broadens the extent of violation to UAE ratified Conventions 29 (Forced Labour) and 105 (Abolition of Forced Labour). It is not in the scope of this paper; however, it is definitely an area of research that needs further investigation. 
Moving on to Case Study 3, the effects of violating Conventions 100 and 111 and implementing Emiratisation legislature are evident. Emiratisation was originally introduced by the Tanmia to give a competitive advantage to the UAE nationals against the massive disproportion they faced with the foreigners (CompaniesIncorporated.com, 2005). However, as the case shows, it has given rise to what is commonly known as reverse discrimination (refer Appendix C for definitions). The UAE national employee was hired by the bank in order to ‘fill government quota’ to satisfy the Emiratisation law. However, being a career-oriented, educated UAE national, the employee felt disoriented and demotivated when he was expected to simply show up once a week and collect his pay check without any input to the job. This is a classic case of affirmative action gone wrong (Leonard, 1984). As the Emiratisation law forced employers to hire national employees, employers felt ‘that those nationals were being parachuted into positions for which they were not qualified’ (CompaniesIncorporated.com, 2005). As illustrated in the case by the employee’s supervisor, most companies seem to have adopted a reverse discriminatory attitude towards the national employees in general, hiring and paying them because they have to but ensuring the running of the organizations by hiring cheaper, ‘more effective’ work force. Emiratisation legislation, which started off as a means to give the nationals an edge over the increasing foreign employees - which, in itself was a violation of the ratified Convention 111 - ended up fueling discrimination against those very nationals - which is also a violation of the Conventions. 
The factor model that can be generated from the above cases’ is illustrated in the Figure 1. The first obvious reason for the UAE MOLSA implementing Emiratisation law against the Convention 111 (as previously stated in Literature Review)  is the overwhelming number of expatriates residing in the UAE that stunts the population of the nationals (Nationmaster.com, 2002). As illustrated by Figure 2, the nationals comprise less than 20% of the total population; whereas, the expatriates make up the remaining 81%. As confirmed by CompaniesIncorporated.com, this imbalance puts the nationals at a disadvantage if the ILO standard of equal employment opportunity is implemented. 
The second factor draws on UAE’s political relationship with its neighbouring countries, especially the Gulf Coordination Council (GCC) nations (for details on GCC, see Gulf-Law.com, 2005). The six countries that are a part of the GCC, Bahrain, Kuwait, Oman, Qatar, Saudi Arabia and UAE, have concluded ‘the joint Economic Agreement granting specific privileges and advantages to nationals of member countries to perform economic and trading activities in other member countries… followed by similar other agreements to encourage economic relations, trade and practice of professions in the member countries’ (Gulf-Law.com, 2005)

In order to maintain these relationships and adhere to the agreements, the UAE Labour Law specifies the appointment of employees from GCC countries as a priority over other foreigners (MOLSA, 1980).  Although this violates the Convention 111, it is in place to uphold the country’s political relations. Evidence of this is presented in Exhibits A through C (refer Appendix A) which are employment contracts from a recognized accredited University in the UAE to three staff members. These exhibits were collected during the research interviews from the employees with permission, but given pseudo names and identities. Attention is drawn to the salary and benefits offered to the three employees. Emiratisation and preference to GCC nationals are evident when comparing the exhibits. Exhibit A shows the contract offered to GCC national, B to a Philippine and C to a UAE national. Of the three, the UAE national gets the maximum benefits including pension plus a salary of AED 20000 per month; the GCC national gets AED15000 and benefits that include relocation expenditures and the Philipina is offered only AED 10000 and minimal benefits. Further investigation into the contract shows that both Exhibit A and Exhibit B employees are of the same qualifications but are being offered the positions of Assistant Professor and Lab Assistant respectively. 
The third factor reflects on a possible ‘skill-to-ethnic group’ concentration due to the enormous influx of foreigners (Dubai Chamber of Commerce, 1999). As the case study 3 illustrates, construction workers, cleaners, maids and other unskilled labour come from countries such as Nepal, Sri Lanka, and Bangladesh. As confirmed by CompaniesIncorporated.com, UAE nationals ‘feel beneath them to make hotel beds’, so employers are forced to look to those groups that have the required skills or have no convictions against certain jobs (CompaniesIncorporated.com, 2005).
The final factor is one that needs further investigation and is beyond the scope of this paper, yet deserves mention as a possible base for discrimination in employment between Western and Asian employees in the UAE. The colonization of most developing and under-developed countries by the West for over 200 years has left a ‘binary system in which black is bad and white is good’ (Fanon, 1965). This innate discrimination has been passed down through generations of colonized people where they inevitably look up to the West as a source of supreme knowledge (for further reading, see Fanon, 1967; Almaguer, 1994; Martinez, 1998). This is illustrated by the labour market in the UAE primarily through the recruitment and selection process. As seen in Exhibit D, the company particularly asks for employees from ‘Europe / USA / Australia / South Africa’. Although this is in direct violation of the ratified Convention 111, is allowed to print on daily newspapers without any repercussions from the MOLSA due to preconceived notions harboured by the majority population (Asians, Arabs and UAE Nationals).
CONCLUSION

Managing people is one of the most critical aspects of organizational management. Regardless of an organization’s nature, employees are crucial to achieving objectives, delivering results and being successful. 
The UAE is a fast-developing multi-cultural nation. In the midst of globalization, the Government and the organizations have to realize that it is not enough to ratify ILO standards but to go the extra mile and implement them in their daily practices. The ILO conventions have been drawn up for a reason – to increase the importance of human rights and in turn give organizations and the government a competitive advantage. Though factors exist that negate the ratification of the conventions, the government and the companies have to work towards unification of the labour laws to recognize the conventions, and if need, obtain ILO assistance to ensure implementation.

As matters stand, although this paper has produced some evidence to support and encourage the convergence of both government and organizational labour laws to ILO core standards, it is felt that there is scope for further investigation in order to build a more substantial bank of knowledge of what is happening in the UAE.
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APPENDIX A
Exhibit A: (edited for the purpose of academic use by permission of an employee belonging to a prominent accredited University in the UAE. Identities withheld by request to protect confidentiality of all parties involved)

Dr. XYZ.

Associate Professor

.

.

Jordan
Dear Dr. XYZ,

I have the pleasure in offering you a contract with the ABC University. The University is managed by HH Sheikh ABC and affiliated to the PQR University in Texas. The details of the appointment are as follows:

1) Position

:
Assistant Professor
2) Responsible to 

:
Dean, Academic Studies

3) Duties


: 
As prescribed by the Dean

4) Location

:
ABC, United Arab Emirates

5) Start Date

:
01 Sep 1999

6) End Date

:
21 June 2002

7) Conditions of Employment:

Please note the following specific conditions of employment apply to this position:

7.1 Relocation to Dubai

(Will be discussed upon your arrival)

7.2 Relocation to point of origin

(Will be discussed upon your arrival)

7.3 Payment for hours/months worked

Basic monthly salary
: 
AED 15,000

Basic annual salary
:
AED 180,000

7.4 Annual Leave

For every year worked, a total of 45 days o paid leave will be granted. A maximum of 20 days accumulated may be carried forward to the next year

7.5 Sick Leave

Leave of absence at the rate of 10 working days

7.6 Gratuity on the end of contract

At 21 days for first five years, then 30 days per year consistent with UAE labour laws 

8) Termination:

Termination of this employment agreement may be effected, subject to the following conditions:

If either party wishes to terminate this employment agreement 30 days notice will be required. If there is a failure to provide 30 days notice UAE labour law – Article 115 will apply. Is in the reasonable opinion of the Director you are found to be dishonest, seriously misbehaving or not obeying the lawful instructions of the Director or other staff, this contract may be terminated

As the campus operates under laws and regulations of the Emirate of ABC, United Arab Emirates, any change in these laws and/or regulations which resulted in closure or necessary closure of the campus, would result in termination of this employment agreement, consistent with sub-clause (a) above. 

      9)  Employee Benefits

9.1 Annual vacation air ticket – you will get annual ticket for self, spouse and up to 3 dependents

9.2 Housing – Temporary accommodation – accommodation will be provided in the University’s guest house/hotel for self, spouse and up to 3 depenedents

9.3 House – Permanent accommodation – accommodation will be provided in the University Staff quarters. If at any time employment is severed prior to end of contract, you will have to vacate the premises within seven days of termination date. 

9.4 Furniture allowance: (Will be discussed upon your arrival)

9.5 Education allowance: coverage for children from kindergarten to high school for up to 3 children

9.6 Visa, Work and Residence Permits

Upon acceptance of the contract, the company will submit the employee request for visa and residence permit to the Ministry of Labour and Social Affairs. It is subject to the laws of UAE

9.7 Medical

Company Insurance will cover self, spouse and up to 3 dependents

10) Statement of Acceptance

Exhibit B: (edited for the purpose of academic use by permission of an employee belonging to a prominent accredited University in the UAE. Identities withheld by request to protect confidentiality of all parties involved)

Dr. DEF.

Associate Professor

.

.

Iloilo, Philippines
Dear Dr. DEF,

I have the pleasure in offering you a contract with the ABC University. The University is managed by HH Sheikh ABC and affiliated to the PQR University in Texas. The details of the appointment are as follows:

1) Position

:
Lab Assistant
2) Responsible to 

:
Dean, Academic Studies

3) Duties


: 
As prescribed by the Dean

4) Location

:
ABC, United Arab Emirates

5) Start Date

:
01 Sep 1999

6) End Date

:
31 Dec 1999
7) Conditions of Employment:

Please note the following specific conditions of employment apply to this position:

7.1 Payment for hours/months worked

Basic monthly salary
: 
AED 10,000

Basic annual salary
:
AED 120,000

7. 2 Annual Leave

For every year worked, a total of 25 days o paid leave will be granted. A maximum of 15 days accumulated may be carried forward to the next year

7.3 Sick Leave

Leave of absence at the rate of 10 working days

7.4 Gratuity on the end of contract

At 21 days for first five years, then 30 days per year consistent with UAE labour laws 

8) Termination:

Termination of this employment agreement may be effected, subject to the following conditions:

If either party wishes to terminate this employment agreement 30 days notice will be required. If there is a failure to provide 30 days notice UAE labour law – Article 115 will apply. Is in the reasonable opinion of the Director you are found to be dishonest, seriously misbehaving or not obeying the lawful instructions of the Director or other staff, this contract may be terminated

As the campus operates under laws and regulations of the Emirate of ABC, United Arab Emirates, any change in these laws and/or regulations which resulted in closure or necessary closure of the campus, would result in termination of this employment agreement, consistent with sub-clause (a) above. 

      9)  Employee Benefits

9.1 Annual vacation air ticket – you will get annual ticket for self, spouse and up to 3 dependents

9.2 House – Permanent accommodation – accommodation will be provided in the University Staff quarters. If at any time employment is severed prior to end of contract, you will have to vacate the premises within seven days of termination date. 

9.3 Education allowance: coverage for children from kindergarten to high school for up to 3 children

9.4 Visa, Work and Residence Permits

Upon acceptance of the contract, the company will submit the employee request for visa and residence permit to the Ministry of Labour and Social Affairs. It is subject to the laws of UAE

9.5 Medical

Company Insurance will cover self, spouse and up to 3 dependents
9.6 Medical Examination

You will be required to [provide a medical certificate (Heath Card) prior to confirmation of your appointment
     10) Statement of Acceptance
Exhibit C: (edited for the purpose of academic use by permission of an employee belonging to a prominent accredited University in the UAE. Identities withheld by request to protect confidentiality of all parties involved)

Dr. LMN.

Associate Professor

.

.

Dubai, UAE
Dear Dr. LMN,

I have the pleasure in offering you a contract with the ABC University. The University is managed by HH Sheikh ABC and affiliated to the PQR University in Texas. The details of the appointment are as follows:

1) Position

:
Registrar
2) Responsible to 

:
Dean, Academic Studies

3) Duties


: 
As prescribed by the Dean

4) Location

:
ABC, United Arab Emirates

5) Start Date

:
01 Sep 1999

6) End Date

:
Open-ended
7) Conditions of Employment:

Please note the following specific conditions of employment apply to this position:

7.1 Payment for hours/months worked

Basic monthly salary
: 
AED 20,000

Basic annual salary
:
AED 240,000

7. 2 Annual Leave

For every year worked, a total of 45 days o paid leave will be granted. A maximum of 20 days accumulated may be carried forward to the next year

7.3 Sick Leave

Leave of absence at the rate of 10 working days

7.4 Gratuity on the end of contract

At 21 days for first five years, then 30 days per year consistent with UAE labour laws 

7.5 Pension

Pension fund payment for nationals will be in correspondence with eh UAE Labour laws
8) Termination:

Termination of this employment agreement may be effected, subject to the following conditions:

If either party wishes to terminate this employment agreement 30 days notice will be required. If there is a failure to provide 30 days notice UAE labour law – Article 115 will apply. Is in the reasonable opinion of the Director you are found to be dishonest, seriously misbehaving or not obeying the lawful instructions of the Director or other staff, this contract may be terminated

As the campus operates under laws and regulations of the Emirate of ABC, United Arab Emirates, any change in these laws and/or regulations which resulted in closure or necessary closure of the campus, would result in termination of this employment agreement, consistent with sub-clause (a) above. 

      9)  Employee Benefits

9.1 Annual vacation air ticket – you will get annual ticket for self, spouse and up to 3 dependents

9.2 House – Permanent accommodation – accommodation will be provided in the University Staff quarters. If at any time employment is severed prior to end of contract, you will have to vacate the premises within seven days of termination date. 

9.3 Furniture allowance: (Will be discussed upon your arrival)

9.4 Education allowance: coverage for children from kindergarten to graduation 
9.5 Transport

A car will be provided for self. Maintenance will be bared by the University. Upon termination or completion of contract, car will be returned to University
9.7 Medical

Company Insurance will cover self, spouse and up to 3 dependents

10 Statement of Acceptance

APPENDIX B
Exhibit D: A newspaper advertisement through a well-known recruitment agency - edited for the purpose of academic use by permission. Identities withheld by request to protect confidentiality of all parties involved)

ZXY Company
Solutions & More
Website: www.zxy.com
Email: zxy@emirates.net.ae 

Professionals Paradise!!! 

GENERAL MANAGER
Up to USD 150,000 per annum + Annual Benefits
(Ref: UAE/GM/P)
A mega multi national, multi product group has initiated a talent search for General Manager for their prosperous profit centers in Dubai.
Science / Bio Tech / Pharma / Engineering plus Marketing MBA from reputed institute.
Age 40 - 45 years
FMCG exposure (Food / Non Food / Pharmaceutical)
Excellent track record in MNC setup
Europe / USA / Australia / South Africa / Arab Nationalities only Proven leadership qualities, excellent communication skills, high strategic planning exposure and a micro level understanding of all aspects of the business 

P.O. BOX 11111, SHARJAH, 5TH BLDG FROM ALKHAN ROUNDABOUT 

Fax your Resumes to Fax 06-123456 for the attn of C.V. Subramanian 

APPENDIX C
Definitions
Affirmative action (US English), or positive discrimination (British English), is a policy or a program providing advantages for people of a minority group with the aim of creating a more egalitarian society. This consists of preferential access to education, employment, health care, or social welfare (Wikipedia.org, 2005)

Emiratisation is a process by which the UAE government’s Board of Trustees of the National Human Resources Development and Employment Authority (Tanmia), chaired by Dr Ali bin Abdullah Al Kaabi, Minister of Labour and Social Affairs, issue mandatory recruitment of UAE nationals to the work force at higher pay scales; in particular private sector including banking sector (4 per cent), insurance companies (5 per cent) and in trade companies employing 50 workers or more (2 per cent), and on the full Emiratisation of executive, administrative, clerical positions (and business ownership) of travel and tourism, manpower supply and real estate agencies (CompaniesIncorporated.com, 2005)
Reverse discrimination is a term that describes policies or habits of social discrimination against members of a historically dominant group with an implication of unfairness. Sometimes reverse discrimination can result from affirmative action policies created to decrease discrimination in the workplace against minority employees (Allisontaylor.com, 2005)
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Figure 1: Factor model - possible factors affecting the implementation of UAE ratified ILO conventions 100 & 111


Figure 2: UAE Ethnic Group Distribution Pie Chart (Nationmaster.com, 2002)
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