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I. Introduction
I. Executive Summary

A national inquiry is the most effective method employed by
national human rights institutions (NHRIs) worldwide for
exercising their functions and powers. Its hallmark lies in its
open and public investigation processes. The Control Yuan has
already partially investigated the human rights violations
addressed in this special report. As such, this investigation
intends to build on existing documentation, further employing
interviews and surveys to investigate systemic (rather than
individual) human rights violations. The aim is not to examine
individual misconduct but to explore broader structural and
policy issues and propose viable solutions.

In recent years, Control Yuan investigations have revealed an
increasing number of cases in which migrant workers face labor
rights issues or parenting challenges arising from pregnancy.
Despite efforts to address the nationality, health, and
educational rights of children born in Taiwan to undocumented
migrant parents—particularly where the father is absent or not
legally married to the mother—these issues remain unresolved.
Children in such situations often receive assistance from
government agencies only when the media brings their plight to
public attention or the situation becomes critical enough to
demand intervention. These emergency measures are temporary
fixes that fail to address the underlying legal and structural
causes.

The National Human Rights Commission (hereafter referred to
as the NHRC) recognizes that resolving these challenges
requires first securing the labor and reproductive rights of
lawfully employed migrant workers. Only by eliminating the
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fear of pregnancy-related dismissal is it possible to effectively
prevent workers from going undocumented due to pregnancy
and mitigate subsequent issues of childbirth and childrearing
while in hiding.

During a consultation at the Control Yuan on August 229, 2019,
Minister without Portfolio Lin Wan-i of the Executive Yuan
stated, “Back in 2017, the issue being addressed was the
children born out of wedlock to foreign migrant workers. Now,
we must also confront the issue of children born within marriage
to foreign migrant workers.” These related issues will inevitably
become more prominent and can no longer be ignored as the
number of migrant workers in Taiwan continues to rise. It is
necessary to systematically examine the upstream aspects of
migrant worker management to understand the structural
challenges involved. Specifically, whether Taiwan’s current
policies truly provide a pregnancy-friendly work environment
and effective support measures for migrant workers.

In accordance with Paragraphs 1, 6, and 7 of the Organic Act of
the Control Yuan National Human Rights Commission, and with
the resolution passed at the 13" meeting of the 1t Commission
(held on February 8", 2021), the NHRC launched the “Special
Report on How Migrant Workers Raise their Children in a
Foreign Country” as an investigative research project.
Commissioners Wang Yu-ling and Wang Mei-yu were
appointed to oversee the project.

This study employed a combination of in-depth interviews,
questionnaires, consultations, and requests for official
documents from relevant government agencies. It focuses on
the lived experiences of female migrant workers in Taiwan
who face challenges in employment and social support due to
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pregnancy. These findings are examined in light of
international human rights treaties and domestic regulations to
assess the current state of labor rights protection, pregnancy-
related measures, and childcare support for this group.

(i) Key Investigation Findings

1. Female migrant workers are not adequately protected under
maternity-related legal safeguards, with live-in care workers
facing especially severe hardships:

(1) Failure to implement policies have rendered existing
measures ineffective.

a. Inadequate dissemination of legal information.

b. Complaint and consultation services lack sensitivity and
proactivity.

c. Verification mechanisms for termination are perfunctory.

d. No established guidelines for handling pregnancy among
migrant workers.

e. Emergency shelter services for pregnant migrant workers
are insufficient.

f. Respite care services are overly restricted.

g. Ambiguities in the definition and pricing of agency
services further marginalize pregnant migrant workers.

(2) The household-based employment model for live-in care
workers presents practical challenges in ensuring employers
uphold maternity protections.

2. The extension of the allowable work period for migrant
workers in Taiwan exacerbates the dilemma faced by female
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migrant workers in balancing employment with aspirations for
marriage and family life.

3. Migrant workers face potential risks in relying on informal
mutual-aid networks to raise their children;

a. A lack of accessible childcare resources.
b. Weak informal social support networks.

4. The unwillingness of fathers to share child-rearing
responsibilities compounds the difficulties faced by migrant
mothers.

5. Children residing in Taiwan with undocumented migrant
parents live in precarious circumstances and lack adequate legal
protections.

6. Brokers exhibit an even less supportive attitude toward
migrant workers’ pregnancies than employers.

(i) Recommendations

1. Monitor and assess pregnancy and child-rearing conditions
among migrant workers.

2. Establish an interministerial platform to integrate
responsibilities and information, allowing for more effective use
of service resources.

3. Strengthen existing legal protection mechanisms:

(1) Ensure the accurate dissemination of legal knowledge to
close information gaps.

(2) Enforce proper implementation of verification mechanisms
for contract termination.
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(3) Enhance the systems for consultation and grievance
redress.

(4) Support the formation of migrant worker unions and
promote collaboration between unions and migrant
communities.

4. Protect the rights and interests of pregnant migrant workers:

(1) Improve accessibility and usage of accommodation and
support measures of legally employed pregnant migrant
workers.

(2) Expand assistance measures under the “Guidelines for
Handling Migrant Worker Pregnancies.

(3) Continue developing and expanding resource platforms for
migrant workers during pregnancy.

(4) Eliminate obstacles that prevent migrant workers from
returning to their home countries to arrange for childcare.

5. Protect the rights of migrant workers’ children:

(1) Provide subsidies to meet the childcare needs of migrant
workers.

(2) Bring to light the children born in Taiwan to undocumented
migrant parents.

a. Prioritize the best interests of the child over reporting or
deportation.

b. Implement relevant provisions of the Protection of
Children and Youths Welfare and Rights Act to provide
care and support for the children of vulnerable migrant
workers.
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(3) Establish childcare and placement cooperation
mechanisms with countries of origin.

6. Urge labor brokers with clearly defined service scopes and
fee structures to fulfill their contractual responsibilities.

7. Close labor gaps caused by maternity leave among live-in
care migrant workers.

8. Ensure the rights of migrant workers to marry and reunite with
their families.

Following the conclusion of this investigation, efforts will
continue to promote social dialogue, raise public awareness of
human rights, and engage relevant authorities in timely
consultations to explore feasible solutions for improvement in a
collaborative manner.

Il. Implementation Scope

This investigative research seeks to examine and report on the
following:

(i) The status of employment rights and protections for female
migrant workers in Taiwan after becoming pregnant.

(i) The driving factors contributing to discrimination against
pregnant migrant workers.

(iii) The procedures, regulations, and actual practices surrounding
the transfer of employers for pregnant migrant workers.

(iv) Whether children born in Taiwan to migrant workers enjoy
equal access to childcare resources and related fundamental rights
as other children.
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(v) Policy recommendations for safeguarding the employment rights
of pregnant migrant workers and addressing associated issues such
as prenatal care, childbirth, and parenting.

Iii. Research Subjects and Methodology

Taipei Main Station Plaza/Migrant Worker Family Gathering (Self-Taken Photo)

This investigation primarily employed in-depth interviews to explore
the lived experiences of female migrant workers in Taiwan, particularly
regarding their experiences during employment and pregnancy.
Additionally, questionnaires were used to assess the attitudes of
employers and private employment service agencies (hereafter referred
to as brokers) toward migrant worker pregnancies.

After compiling preliminary findings from interviews, expert

consultations were conducted to gather further recommendations. The

investigation ultimately synthesized its findings to analyze the structural

factors and responsible parties contributing to the difficulties migrant
13



workers face in balancing employment and childrearing. Perspectives
from stakeholders were consolidated and compared against current
government policies, regulations, and administrative practices to
identify potential gaps, culminating in concrete policy suggestions. The
primary tasks undertaken were as follows:

(i) Individual interviews: A semi-structured interview guide was developed,!
using purposive conversation techniques that did not require adherence to the
order of questions set out in the guide.

The main interview subjects were migrant workers. Interview
questions focused on understanding their lived experiences working in
Taiwan and the difficulties they faced due to pregnancy, particularly
regarding employment rights and social support networks. The
investigation also considered how familial, cultural, and economic
contexts influenced migrant workers’ decisions surrounding
pregnancy, childbirth, and parenting. Employers from various
industries were also interviewed, given that migrant workers' actions
are often influenced by the attitudes of their employers or brokers. The
investigation completed interviews with 33 migrant workers (see
Appendix 3), four employers, and one broker between July 2021 and
October 2022. In addition, 10 migrant worker interviews from prior
Control Yuan Investigation Case No. 111 SheDiao 0011 (111 A+

0011) and Case No. 111 CaiDiao 0044 (111 74 # 0044) were

referenced (see Appendix 4). To ensure interviewee confidentiality, all
transcriptions were anonymized using coded IDs.

Interviewees were selected from among foreigners employed under
Article 46, Paragraph 1, Subparagraphs 9 (social welfare workers) and
10-11 (industrial workers) of the Employment Services Act. Given the
difficulty in locating qualified participants due to their specific profiles,
the research employed purposive and snowball sampling, with referrals
from NGOs or voluntary participation. Interpreters were recruited to

provide assistance as needed. The 33 interviewees included 16 from the
14



Philippines, 15 from Indonesia, and 2 from Vietnam; among them were
17 factory workers, 13 line-in caregivers, 1 fisher, and 2 in other
occupations? (see Table 1). The gender breakdown was seven men and
26 women (see Table 2). Their residency status was as follows: 19 had
legal status in Taiwan, 8 were in shelters awaiting employer transfer, 5
were undocumented, and 1 was undocumented but residing in a shelter
following discovery (see Table 3).

For employer interviews, the Ministry of Labor provided a list of those
who filed applications to transfer migrant workers based on the
guidelines between October 25" 2019 (the date the “Guidelines for
Handling Pregnancy and Subsequent Employment Rights During the
Employment Period of Migrant Workers” were established) and the end
of August 2022. Interview invitations were sent to employers of workers
who had submitted such applications. Additional employers were
identified through media reports or interviewed alongside migrant
workers during fieldwork. Among the participating employers (see
Table 4), respondents B1 and B2 were the employers of workers A16
and A33, respectively. The interviewed broker C (see Table 5) was the
agent of worker A16.

1 The interview outline was pre-designed by the NHRC. It did not include closed-ended questions or fixed response options,
thereby allowing interviewees to express their views freely within a structured framework. Interviewers were able to ask
follow-up questions based on the participants’ responses.

2 Among the interviewees, one was a foreign spouse with legal residency status (due to a previous marriage to a Taiwanese
national), and another self-identified as working at a dental clinic. However, this claim was likely inaccurate, and the
individual was presumed to be undocumented.
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Table 1: Overview of Interviewed Migrant Workers by Nationality and Occupation

Occupation|Factory Live-in Fishers Other Total
Workers Caregiver
Nationality
Indonesian |4 10 1 0 15
Vietnamese |2 0 0 0 2
Filipino 11 3 0 2 16
Total 17 13 1 2 33

Source: Compiled by this study

Table 2: Overview of Interviewed Migrant Workers by Nationality and Gender

Male Female
Indonesian 4 11
Vietnamese 1 1
Filipino 2 14
Total 7 26

Source: Compiled by this study
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Table 3;

Overview of Interviewed Migrant Workers by Nationality and Legal Status on Day of Interview

egal Statuson || egal Resident inflUndocumented  [In Shelter Awaiting
Day~qf Intervie : .
Taiwan Post-Discovery  |Employer Transfer

Nationality
Indonesian 6 4 1 4
Vietnamese 2 0 0 0
Filipino 11 1 0 4
Total 19 5 1 8

Source: Compiled by this study

Table 4: Basic Information of Interviewed Employers

Migrant Worker
No. Date Organization Interview of Description
Nationality |Type of Work
B1 [2021.10.21 00 Filipino Factory | Employer of a migrant
Technology Worker | worker who continued
Co., LTD working in Taiwan after
giving birth.
B2 [2022.8.8 | Household | Indonesian Live-in | Employer of a migrant
Employer of Caregiver | worker who continued
Live-in working in Taiwan after
Caregiver giving birth.
B3 |2022.10.21| Household Filipino Live-in | Employer who mutually
Employer of Caregiver |agreed to terminate the
Live-in contract after the worker
Caregiver became pregnant.
B4 2022.10.24 Nursing Indonesian Institutional Employer who learned
Home Caregiver | of the pregnancy only
Employer after the worker
resigned.

Source: Compiled by this study
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Table 5 : Basic Information of Interviewed Broker

Migrant Worker
No. Date Organization Interview of Description
Brokers’ Types of Jobs
Nationalities | Managed by
Broker
c 0211021 00 Vietnamese, Factory Broker of a migrant
Indonesian, workers, | worker who continued
International L . .. .
Thai, Filipino | caregivers |working in Taiwan
Group after giving birth.

Source: Compiled by this study

(i) Questionnaire: To understand the perspectives and practical
approaches of employers and brokers in Taiwan regarding migrant
worker pregnancies, a questionnaire was designed to include multiple-
choice and open-ended questions, allowing respondents to express their
opinions freely. The target respondents were employers and brokers of
migrant workers who applied for labor insurance maternity benefits
between January and June 2021 (excluding those employing domestic
category migrant workers).® The Ministry of Labor* (MOL) provided
the list of claimants. Questionnaires were distributed by post, and
responses were collected via an online form over the course of one
month. After removing duplicate entries, questionnaires were sent to
1,095 employers, with 160 responses received—a response rate of
14.61%. Questionnaires were also sent to 471 brokers, of whom 81
responded, yielding a response rate of 17.19%.

(iti) Consultations: Two consultations were held to review findings
from migrant worker interviews and assess whether the report’s
thematic coverage was appropriate or needed enhancement. The
feedback served as a reference for further strengthening the content of
this report.
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(iv) On-site visit: A site visit was conducted at a shelter, Harmony
House, to gain a firsthand understanding of the accommodation
challenges faced by pregnant migrant women and non-national children.

% Ministry of Labor Official Letter No. 1100516363, dated October 18, 2021.

4 Live-in caregivers and domestic helpers are not covered under the Labor Standards Act, which means they are not
mandatorily enrolled in labor insurance. Therefore, they were excluded from the data set.
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I1. Investigation Background
I. Overview

Taipei Main Station Outer Plaza/Migrant Mother Happily Picnicking with Her Child (Self-
Taken Photo)

“How many migrant mothers are there in Taiwan?” This
question arose when the NHRC convened a consultation as part
of its independent evaluation of Taiwan’s Fourth National Report
on the Convention on the Elimination of All Forms of
Discrimination against Women (CEDAW). For this purpose, the
NHRC formally requested data from the MOL on the number of
migrant workers who returned to their home countries after
terminating contracts due to pregnancy, and the number of legally
employed migrant workers in Taiwan currently raising children,
including the number of their minor children. In its response,® the
MOL stated that data on migrant pregnancies and childbirth are
derived from cross-referenced records provided by the National
Immigration Agency (NIA) and the Health Promotion
Administration (HPA). By matching the National Health
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Insurance’s (NHI) prenatal care records with migrant worker status,
5,804 cases were identified in 2020, and 5,027 cases by the end of
September 2021. Therefore, the MOL does not maintain precise
statistics on the number of migrant mothers or their children, and
can only infer an upward trend in pregnancies among migrant
workers based on prenatal care records.

Public data released by the MOL® at the outset of this
investigation revealed that as of the end of March 2021, the
number of migrant workers in Taiwan reached 713,933. Industrial
workers accounted for 65%, while 35% were in the social welfare
sector. The minimum age for migrant workers to enter Taiwan is
16, while those employed as live-in caregivers or domestic
workers must be at least 20 years old. The maximum period of
employment is between 12 and 14 years. Migrant workers, who
often shoulder high brokerage fees and leave their home countries
to improve their family’s economic situation, have filled critical
labor shortages in Taiwan’s industries and provided essential
caregiving support for families with long-term care needs. They
are an indispensable part of Taiwan’s labor force.

Taiwan has admitted 728,081 migrant workers as of December
2022, of whom approximately 362,219 were women—nearly 50%.
Notably, 99% of migrant workers in the social welfare sector were
women. The issues surrounding marriage, pregnancy, and childbirth
among female migrant workers in Taiwan have become
increasingly significant and can no longer be overlooked. Section
[1.ii(ii) of this report provides an overview of existing government
protections and support measures for migrant workers who become
pregnant and raise children in Taiwan. However, Section IL.iii,
which summarizes recent investigation reports by the Control Yuan,
highlights numerous practical challenges: female migrant workers
are often forced to terminate their contracts and repatriate upon
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becoming pregnant, and brokers even require some to pay breach-
of-contract penalties. Even in cases where contracts are not forcibly
terminated, pregnant workers often lack sufficient support to remain
in Taiwan and raise their children while continuing employment. As
a result, many workers conceal their pregnancies and continue
working until the last possible moment, or leave their employers and
become undocumented. Their children are frequently born without
registered household status or legal residency, placing them in
precarious situations without access to healthcare, social welfare, or
education. These cases reveal that the legal and administrative
frameworks have not been adequately adjusted to respond to such
realities.

5 Ministry of Labor, Official Letter No. 1110155358, dated March 14", 2022,
® Source: Ministry of Labor Statistics Query Portal.
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Il. Legal Framework and Protection Measures

(1)

Overview of Relevant International Human Rights
Conventions

Issues concerning the protection of maternity for female workers
have long been a concern in international human rights law. The
International Covenant on Economic, Social, and Cultural Rights
(ICESCR), adopted in 1966, explicitly prohibits discrimination on
the grounds of race, color, sex, language, religion, political or other
opinion, national or social origin, property, birth, or other status. It
affirms the right of all individuals to just and favorable working
conditions, including fair wages and a safe and healthy working
environment, as well as the right to social security.” The
International Covenant on Civil and Political Rights (ICCPR)
further guarantees the right of men and women of marriageable age
to marry and to form a family. It affirms that all children are entitled
to necessary protections from their family, society, and the state,
without discrimination based on race, color, sex, language, religion,
national or social origin, property, or birth2

The International Convention on the Elimination of All Forms of
Racial Discrimination (ICERD), adopted in 1965, obligates States
Parties to prohibit and eliminate all forms of racial discrimination
and to guarantee equality before the law without distinction as to
race, color, or national or ethnic origin® General Comment No. 30
of the ICERD Committee includes the following points:

16. Reduce statelessness, especially among children.

29. Eliminate obstacles that hinder non-citizens from enjoying
economic, social, and cultural rights, particularly in education,
housing, employment, and healthcare.

30. Ensure public education institutions are accessible to non-
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citizens and undocumented children residing within the territory
of States Parties.

33. Take measures to eliminate discrimination against non-
citizens in terms of working conditions and employment
requirements, including discriminatory hiring rules and practices.

36. Ensure that States Parties respect the right of non-citizens to
enjoy the highest attainable standard of physical and mental
health, including refraining from denying or limiting access to
preventive, curative, and palliative healthcare services.

The Convention on the Elimination of All Forms of Discrimination
Against Women (CEDAW), adopted in 1979, affirms that special
measures adopted to protect maternity shall not be considered
discriminatory. State Parties are required to take all appropriate
measures to eliminate discrimination against women in employment
to ensure, based on equality between men and women, the same
rights, including the right to safe and healthy working conditions
and the protection of reproductive functions. States must also ensure
that women are not discriminated against on the grounds of marriage
or maternity and that their right to employment is protected. States
Parties must guarantee services related to pregnancy, childbirth, and
the postnatal period. ’CEDAW General Comment No. 24 (para.
31(C)) emphasizes the importance of preventing unintended
pregnancies through family planning and sex education. General
Comment No. 26 affirms:

7. Female migrant workers are entitled to the protections of the
convention and the right to be free from discrimination. States
Parties are required to take immediate and appropriate measures
to eliminate all forms of discrimination against women and ensure
that women can enjoy legal and substantive equality in all areas.

18. In destination countries, pregnancy-related discrimination can
24



be especially severe. Female migrant workers may face forced
abortion, a lack of maternity leave or benefits, and unaffordable
maternity care, leading to significant health risks. Discovery of
pregnancy may result in dismissal, irregular migration status, and
deportation.

23(c). States of origin and destination share joint responsibility,
including conducting and supporting quantitative and qualitative
research, data collection, and analysis to understand the challenges
and needs of female migrant workers throughout the migration
cycle. This information should be used to promote their rights and
inform relevant policy-making.

The Convention on the Rights of the Child (CRC), adopted in
1989, affirms that children have the right to special care and
assistance. States must ensure that no child is discriminated
against on the basis of their nationality, birth, or other status of
the child, their parents, or legal guardians. States Parties are also
obligated to take all appropriate measures to ensure that children
of working parents have access to childcare services and facilities
for which they are eligible.!*Article 24 of the CRC and General
Comment No. 15 provide the following key interpretations:

“Paragraph 8: In order to fully realize the right to health for
all children, States parties have an obligation to ensure that
children’s health is not determined as a result of
discrimination, which is a significant factor contributing to
vulnerability. A number of grounds on which discrimination
Is proscribed are outlined in Article 2 of the Convention,
including the child’s, parent’s or legal guardian’s race, color,
sex, language, religion, political or other opinion, national,
ethnic or social origin, property, disability, birth or other
status.
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Paragraph 94: The Convention requires State parties to adopt
all appropriate legislative, administrative and other measures
for the implementation of children’s right to health without
discrimination. National laws should place a statutory
obligation on the State to provide the services, programs,
human resources and infrastructure needed to realize
children’s right to health and provide a statutory entitlement
to essential, child sensitive, quality health and related services
for pregnant women and children irrespective of their ability

to pay.

Paragraph 98: Particular attention must be given to identifying
and prioritizing marginalized and disadvantaged groups of
children, as well as children who are at risk of any form of
violence and discrimination. All activities should be fully
costed, financed and made visible within the national budget.”

General Comment No. 22 further emphasizes:

“Paragraph 22: The principle of non-discrimination shall be at
the center of all migration policies and procedures, including
border control measures, and regardless of the migration
status of children or their parents. Any differential treatment
of migrants shall be lawful and proportionate, in pursuit of a
legitimate aim and in line with the child’s best interests and
international human rights norms and standards.

Paragraph 44: Therefore, in line with Article 18 of the CRC,
States parties should ensure that children’s development, and
their best interests, are taken fully into account when it comes
to policies and decisions aimed at regulating their parents’
access to social rights, regardless of their migration status.
Similarly, children's right to development, and their best
interests, should be taken into consideration when States
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address, in general or individually, the situation of migrants
residing irregularly, including through the implementation of
regularization mechanisms as a means to promote integration
and prevent exploitation and marginalization of migrant
children and their families.”

In 2000, the International Labour Convention’s (ILO) Maternity
Protection Convention (No. 183) emphasized that ensuring equal
treatment and opportunities for male and female workers, while
recognizing women’s specific needs during pregnancy, is a
shared responsibility of governments and society.

Article 6 of the Domestic Workers Convention (No. 189)
states, “Each Member shall take measures to ensure that
domestic workers, like workers generally, enjoy fair terms of
employment as well as decent working conditions and, if they
reside in the household, decent living conditions that respect
their privacy.”

Article 14 further adds, “Each Member shall take appropriate
measures, in accordance with national laws and regulations
and with due regard for the specific characteristics of domestic
work, to ensure that domestic workers enjoy conditions that
are not less favorable than those applicable to workers
generally in respect of social security protection, including
with respect to maternity.”

Taiwan ratified the International Convention on the Elimination
of All Forms of Racial Discrimination (ICERD) in 1970 and
passed implementing legislation for the ICCPR, ICESCR,
CEDAW, and CRC, in 2009, 2011, and 2014, respectively. These
international human rights instruments now carry the same legal
effect as domestic legislation. As such, the State bears an
obligation to ensure that female workers enjoy safe and healthy
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working conditions, including protections related to reproductive
health and maternity.

7 See Atrticles 2, 7, and 9 of the ICESCR.

8 See Articles 23 and 24 of the ICCPR.

9 See Atrticle 5 of the ICERD.

10 See Articles 4, 11, and 12 of the CEDAW.

11 See the Preamble, and Articles 2 and 18 of the CRC.

(if)

Taiwan’s Measures for Protecting the Rights of
Pregnant Migrant Workers

Currently, the protection of rights for pregnant female migrant
workers in Taiwan primarily falls under the jurisdiction of two
government bodies: the MOL and the MOHW. The relevant
measures are summarized below:

« Gradual elimination of mandatory pregnancy
examinations

On November 7™, 2001, the MOL amended the “Regulations on
the Permission and Administration of the Employment of
Foreign Workers,” abolishing the prohibition on migrant
workers marrying during their employment in Taiwan.
Effective November 9™, 2002, the requirement for pregnancy
testing every six months as part of post-arrival health checks
was removed. The MOHW subsequently cancelled the
requirement for pregnancy tests within three days of arrival on
October 2", 2007, and later abolished pre-arrival pregnancy
testing on July 31%,2015. As a result, migrant workers are no
longer subject to pregnancy testing either before or after
entering Taiwan, and cannot be repatriated based on failing
such tests.
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« Protection of migrant workers’ employment rights

The Gender Equality in Employment Act explicitly prohibits
employers from terminating employment on the grounds of a
migrant worker’s pregnancy or childbirth.'? Furthermore,
employers may not argue that pregnancy renders the worker
physically or mentally unfit to perform assigned duties as a
reason for revoking the employment permit.*® In addition, if a
broker entrusted with providing in-country living care services
fails to fulfill its obligations, resulting in harm to the migrant
worker’s rights and interests, the agency may be subject to
fines.14

Pregnancy discrimination refers to adverse differential
treatment by an employer based on the fact that an employee is
pregnant. Although not all women become pregnant, only
women can suffer unfair treatment due to pregnancy. Therefore,
pregnancy discrimination is—by its nature—a form of sex
discrimination.®™ Accordingly, such discrimination falls within
the scope of sex-based differential treatment and, therefore,
constitutes sex discrimination. (See Taipei High Administrative
Court Judgement No. 351, 2017). Taiwan’s Employment Service
Act (Article 5, Paragraph 1) and Chapter 2 of the Gender
Equality in Employment Act prohibit gender discrimination,
serving as key legal safeguards for protecting the rights of
pregnant female workers.

12 See Article 11 of the Gender Equality in Employment Act.

13 See Article 73, Subparagraph 4 of the Employment Service Act.

14 See Avrticle 40, Paragraph, Subparagraph 15 of the Employment Service Act.

15 Cheng, Chin-Chin (2007). “A Discussion on Pregnancy Discrimination,” Taiwan Labor Quarterly, Issue 6, p. 44.
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Common Forms of Pregnancy Discrimination:*®
® Refusing to hire an applicant who is already pregnant or
planning to become pregnant.

® Requiring the applicant, at the time of hiring, to sign a
waiver agreeing to resign or take unpaid leave if she
becomes pregnant.

® Reassigning a pregnant employee to a position misaligned
with her skills or qualifications, ultimately leading to
voluntary resignation or termination.

® Penalizing a pregnant employee for reduced job
performance without taking pregnancy into account, such as
by assigning poor performance evaluations or dismissing
her as unfit for the position.

® Giving poor performance evaluations or terminating a
pregnant employee, even when pregnancy has had no actual
impact on job performance.

1. Measures to promote workplace equality: Female workers are
entitled to request reassignment to less physically demanding
duties during pregnancy under Article 51 of the Labor
Standards Act, and employers may not refuse the request or
reduce wages as a result. Articles 30 and 31 of the Occupational
Safety and Health Act also include provisions for maternity
protection, prohibiting the assignment of hazardous or harmful
work to pregnant employees. The Gender Equality in
Employment Act guarantees migrant workers the right to
prenatal leave, maternity care leave, and leave due to
miscarriage during pregnancy. After childbirth, they may apply
for parental leave without pay, as well as family care leave.
Additionally, their spouses may apply for paternity leave and
prenatal accompaniment leave. Employers must also provide
breastfeeding (or breast milk expression) breaks and adopt
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measures to protect maternal health. Additionally, workers may
be eligible for maternity benefits under the Labor Insurance Act.

2. Supporting measures for pregnant migrant workers:
According to the MOL’s 2019 interpretation'’ of the
“Guidelines for the Handling of Employment and Subsequent
Rights of Migrant Workers During Pregnancy,” when a migrant
worker becomes pregnant, the employer and employee may
mutually agree to terminate the employment relationship. The
worker is permitted to transfer to a new employer or position. If
the migrant worker experiences physical or mental health issues
during the job transfer period, she may defer the transfer for up
to 60 days following the end of pregnancy.

3. Accommodation during pregnancy: Per the MOL’s 2021
interpretation,'® if a migrant worker experiences special
circumstances during pregnancy that prevent her from
managing daily life independently, and if she does not meet the
criteria for “Interim Shelter Guidelines,” she may be provided
emergency accommodation for up to 60 days upon approval by
the local competent authority. The accommodation may be
extended up to six months after the end of pregnancy if, after
this emergency period, the worker is awaiting repatriation or has
a continued need to reside in Taiwan.

4. Integrated counseling and employment rights services for
pregnant migrant workers: Since 2021, the MOL has subsidized
the Taoyuan City Government’s “Pregnancy Resource Platform
for Migrant Workers.” Starting January 1%, 2022, the
“Integrated Service Center for Migrant Women and Children,”
operated by the Garden of Hope Foundation,'® officially began
providing services. The center offers cross-regional support
services for migrant workers, including consultation and

education on childbirth and employment rights, emotional
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support, emergency shelter, employment continuation, and job
transfer assistance.

5. Preventing forced repatriation of pregnant migrant workers:?°
The MOL stipulates in the “Regulations on the Permission and
Administration of the Employment of Foreign Workers” that if
an employer terminates a migrant worker’s contract before its
expiration, they must complete a contract termination
verification procedure with the local municipal or county (city)
government. This procedure confirms mutual agreement and
intent, and a verification certificate will be issued. The employer
must present this certificate when applying for a replacement
migrant worker. Applications without the certificate will not be
approved.

6. Complaint and counseling channels: On July 1%, 2009, the
MOL launched the “1955 Hotline for Labor Counseling and
Complaints” (hereafter “1955 Hotline”), providing free 24/7
bilingual services (including holidays). The hotline offers legal
assistance, referrals for shelters, access to information from
other government agencies, and online real-time interpretation
for medical visits, government appointments, work, or daily life.
Complaints are electronically referred to local authorities for
investigation and case tracking. Since February 2011, the
hotline has received disputes, as well as also proactively sent
legal information to migrant workers via SMS.

7. Local government counseling centers for migrant workers:
The Ministry subsidizes municipal and county governments to
establish Migrant Worker Counseling Service Centers, hiring
staff who are fluent in the native languages of migrant workers.
These centers provide consultations on legal matters, mental
health, workplace adaptation, and labor disputes, as well as

referrals for legal aid and litigation fee subsidies. Migrant
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workers may file complaints and seek support through these
centers in cases involving unilateral contract termination,
mistreatment, confiscation of property, unpaid wages, or sexual
assault.

8. Legal awareness and education: The MOL conducts legal
education at airport service stations to raise awareness among
migrant workers, employers, and brokers regarding the rights of
pregnant migrant workers. Starting January 1%, 2023, a One-
Stop Entry Service was launched, offering an 8-hour, 3-day/2-
night orientation program for newly hired or long-absent
domestic migrant workers.?! Additional outreach tools include
the Handbook for Migrant Workers in Taiwan, a website on
transnational labor rights, educational broadcasts through 13
contracted radio stations, and social media platforms (e.g.,
LINE, the 1955 Hotline Facebook page). These resources
inform migrant workers that employers may not terminate
contracts or force repatriation due to pregnancy. Local
governments and private organizations also conduct home
visits, legal seminars, and cultural exchange events for
employers, migrant workers, and brokers. Handbooks and
brochures on labor laws governing the employment of migrant
workers are distributed to employers, agents, and co-residing
family members. Additionally, under the Employment Service
Act, employers hiring live-in caregivers or domestic workers for
the first time must attend pre-employment seminars, which
include training on the legal prohibition against contract
termination based on pregnancy.??

9. Enhancing broker service quality. On July 23, 2021, the
MOL revised the Evaluation Guidelines for the Quality of
Private Employment Services Engaged in Transnational Labor
Brokerage, requiring brokers to provide employers and migrant
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workers with educational materials on pregnancy rights. This
provision took effect on January 1%, 2023.

16 Cheng, Chin-Chin (2016). Article-by-Article Commentary on the Gender Equality in Employment Act, p. 4

7 Ministry of Labor, Official Interpretation No. 1080507452, dated October 22™, 2019.
18 Ministry of Labor, Official Interpretation No. 1100516203, dated October 18, 2021

1% Ministry of Labor’s official response to follow-up on Control Yuan Investigation Report No. 111 SheDiao 0011 (111
A2 0011).

2 See Article 3 of the Ministry of Labor’s “Verification Procedures for Employers Terminating the Employment of Type
II Foreign Nationals,” which requires mutual termination agreements to be verified by local labor authorities within 14
days prior to the effective date.

21 See Article 8 of the “Eligibility and Review Standards for Foreign Nationals Working Under Subparagraphs 8 to 11,
Paragraph 1, Article 46 of the Employment Service Act.”

22 See Article 48-1 of the Employment Service Act.
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« Childcare resources

Migrant workers with childcare needs may utilize workplace-
based childcare facilities or services. Article 23 of the Gender
Equality in Employment Act states that employers with more
than 100 employees are required to establish childcare
facilities or provide suitable childcare measures. These
resources must be made available to employees regardless of
nationality, allowing both Taiwanese and foreign workers to
access them based on their child-rearing needs.

Additionally, migrant workers can utilize the “Childcare
Matching Platform” operated by the Social and Family
Development Administration of MOHW to search for licensed
childcare providers who can care for the children of new
immigrants. This helps connect migrant workers with
caregivers who are both professionally qualified and legally
registered, and who share the same cultural or linguistic
background, to assist in caring for their children.

« Protecting leave rights for foreign live-in caregivers
under the Gender Equality in Employment Act

Since December 1%, 2018, the MOHW and MOL have jointly
implemented the Expanded Respite Care Program for Families
Employing Foreign Caregivers. Both ministries share the costs
of this program equally. As of December 1%, 2020, if the care
recipient is assessed as meeting Level 2 disability or above,
families may apply to use respite services when the foreign live-
in caregiver takes personal leave or a leave of absence. Respite
care is available in various formats, including home-based,
community-based, and institutional residential respite care.
Families employing foreign caregivers may choose the most
suitable care model based on their actual needs or use a
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combination of services.

Ii. Control Yuan Investigations

The Control Yuan conducted two investigations between 2017
and 2019 into human rights violations involving pregnant
migrant workers and their children. Following the
investigations, they issued corrective recommendations to
government agencies such as the Executive Yuan, the NIA,
and the MOL. These two reports served as a key foundation
for launching this investigative research project.

During the project implementation period (2021-2022), the
Control Yuan also investigated and issued further
recommendations regarding the enforcement of government
policies for protecting migrant workers, including issues
surrounding undocumented migrant workers in the agricultural
sector and the associated birth, care, medical access, and social
development needs of their children, who are often born
stateless or without legal residency.

%~ The Control Yuan’s May 2017 Investigation Report
(Case No. 0009) found that:

Female migrant workers who abscond or are forcibly
repatriated may give birth in Taiwan to children whose fathers
are unidentified, and there are children whose mothers cannot
be located at all. As a result, these children are often classified
as foreign nationals, stateless persons, or individuals with
undetermined nationality. They encounter significant legal and
administrative barriers when applying for household
registration, naturalization, residency, or adoption. This leads
to their status as “invisible children” or undocumented persons
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within society, seriously impacting their survival and
development. Although such children may obtain temporary
residence permits through ad hoc government initiatives and
receive protections under the Children and Youth Welfare and
Rights Protection Act, these are only short-term measures that do
not support long-term development. Upon reaching the age of
18 or 20—when they no longer qualify as minors—they lose
access to legal protections. The Control Yuan emphasized that
the Executive Yuan must recognize the fundamental human
rights of these children and consider the unique vulnerabilities
they face. It urged all relevant ministries and agencies to
collaborate and develop comprehensive, long-term policy
solutions.

Legal identity determination issues for four types of non-
national children in Taiwan:

1. Child with a foreign mother and a Taiwanese father

Although recognition of paternity can be registered with the
household registration office using a certificate of single status
from the mother’s country of origin and paternity test results,
recognition is often hindered when the father does not come
forward or when the mother cannot obtain a single status
certificate or initiate a legal suit to deny paternity under
marriage presumption. As a result, the child cannot acquire
ROC nationality.

2. Child with a foreign mother and a foreign father or an
unknown father

Such children typically hold the same foreign nationality as
either of their parents. They are not stateless and may apply for
naturalization if they meet the requirements under the

37



Nationality Act. Case-handling agencies may coordinate with
the NIA to issue alien resident certificates (ARCs) matching
the parents’ nationality or assist in applying for travel
documents.

3. Child whose parents are both unknown or stateless
Children born within the territory of the ROC to parents who
are either unknown or stateless may be deemed nationals of
the ROC per Article 2, Paragraph 1, Subparagraph 3 of the
Nationality Act.

4. Child with unknown father and a foreign mother who is
missing, deported, or has left Taiwan without trace

In cases where the foreign mother’s whereabouts are unknown,
the child must wait until the mother is located and can be
deported alongside her. This waiting period can range from 1
to 2 months to 5 to 6 years, or even as long as 20 years. Once
the mother is found, the child must be deported with her,
regardless of the child’s age or ability to adapt to the mother’s
home country, without due consideration of the child’s best
interests.

While such children may theoretically apply for ROC
nationality through naturalization under the Nationality Act,23
they must first reach adulthood and possess sufficient financial
means or professional skills to be considered self-sufficient.
These requirements are considered highly unreasonable for
this demographic.

23 See Avrticles 3 and 4 of the Nationality Act.
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The NIA implemented two policy tools to address the residence
and legal identity issues for non-national children in Taiwan born
to migrant mothers whose whereabouts are unknown:

= On January 9", 2017, it introduced the “Checklist and
Procedure for Recognizing Stateless Children Born in
Taiwan”;

= On June 15™ 2017, it issued the “Standard Operating
Procedure for Issuing Alien Resident Certificates to Non-

National Unaccompanied Minors.”?*

In line with Article 9 of the CRC, which prohibits the separation of
children from their parents, the MOL began subsidizing care for such
children through the Employment Stabilization Fund starting June
1st, 2017, following coordination with the MOHW.

24 See “Services and Applicable Regulations for Non-National Children and Youth: on the Ministry of Health and
Welfare’s Social and Family Affairs Administration website:
https://www.sffa.gov.tw/SFAA/Pages/List.aspx?nodeid=1175

Despite Taiwan’s gradual elimination of pregnancy testing for
female migrant workers beginning in 2002 per international human
rights standards, the MOL has failed to thoroughly assess and
respond to the broader implications of childbirth among migrant
workers in Taiwan, such as postnatal employment arrangements,
childbirth expenses, childcare needs, and the caregiving
responsibilities of employers whose dependent is being cared for by
a pregnant live-in caregiver. The lack of adequate policy planning,
support, and coordination with the MOHW has led to recurring cases
of pregnant migrant workers absconding or abandoning their
children, which in turn increases the population of non-national,
undocumented children in Taiwan who face significant threats to
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their fundamental human rights.

Following the publication of the Control Yuan’s investigation,
various agencies proposed corrective measures in response to these
Issues, including:

The MOHW and MOL jointly expanding eligibility for the “Respite
Care Program for Families Employing Foreign Live-in Caregivers.”
As of:

= December 1%, 2018: Respite services became available to
families caring for elderly individuals living only with
foreign caregivers or where the primary caregiver is over
70 years old, and the care recipient is assessed as Level
7-8 disabled, no longer subject to the 30-day care gap
rule.

= September 24™, 2019: Eligibility expanded to all Level
7-8 long-term care recipients, even for brief caregiver
absences.

= December 1%, 2020: Further expanded to include all
Level 2—-8 long-term care recipients, removing the 30-day
care gap requirement altogether.

In compliance with Article 9 of the CRC regarding mother-child
unity, the MOL revised the “Temporary Placement Guidelines for
Foreign Nationals Employed under Article 46, Paragraph 1,
Subparagraphs 8-11, of the Employment Service Act” on June 1%,
2017. These guidelines stipulate that if a foreign worker requires
emergency shelter due to factory closure, labor disputes, or abuse,
and has a minor child with them, authorities must assess the worker’s
willingness to accept joint accommodation with the child. A 2019
interpretation by the MOL? reaffirmed the “Guidelines for Handling
Pregnancy and Postnatal Employment Rights for Migrant Workers.”

It was circulated to employer associations, private employment
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service agencies, local governments, and shelters, stating that
pregnant migrant workers who wish to remain in Taiwan for
childbirth may submit proof of pregnancy (e.g., a medical certificate
or maternity health booklet) to request suspension of job transfer
requirements. After childbirth, they may reapply to resume the
employer transfer process within a specified time frame.

%5 See Ministry of Labor, Official Interpretation No. 1080507452, dated October 22", 2019
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® Findings from the Control Yuan’s December 2019
Investigation Report (Case No. 0100) reveal that the
government’s efforts to protect and improve the basic
rights of non-national children born to migrant
workers (or “undocumented children”) have been
inadequate and untimely.

The NIA reports that from January 2007 to the end of June 2019, a total

of 9,381 cases of non-national newborns were reported. Among them,

496 children born to migrant workers remained under active tracing. A
comparison between the 2017 and 2019 investigations shows that both

the number of such cases and the number of children without legal

residency permits have continued to rise. This is likely an
underestimation, as it does not include the unreported births of those
who were delivered outside of medical facilities and therefore not
registered through health institutions. The actual number of
undocumented non-national children is therefore far higher than official
statistics suggest. This reflects a serious systemic issue that contravenes
the CRC and Article 22 of Taiwan’s Protection of Children and Youth
Welfare and Rights Act, further revealing that the Executive Yuan has
failed to adequately safeguard the fundamental human rights of this

vulnerable group.

The NIA’s procedures for addressing the legal identity
of migrant workers’ children are misaligned with real-
world conditions and fail to uphold the child’s best
interests as required by both the CRC and domestic
law.

Although the NIA issued the “Checklist and Procedure for

Recognizing Stateless Children Born in Taiwan” on January 9™,

2017, and the “Standard Operating Procedure for Issuing Alien
Resident Certificates to Non-National Unaccompanied Minors™ on
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June 15™, 2017, these procedures:

= Do not account for situations in which parents are
undocumented migrant workers who are unable to
appear in person to process their children’s residency.

= Overlook the right of migrant parents and their children
to remain together as a family.

= Impose unjust delays, such as requiring children to reach
the age of 20 without being adopted by a Taiwanese
citizen before they can apply for naturalization through
the competent social welfare authority.

Consequently, many of these children remain stateless or of
undetermined nationality, encountering significant legal barriers in
the processes of registration, naturalization, residency, and adoption.

Pregnant migrant workers continue to face significant
challenges in practice despite legal protections under
the Gender Equality in Employment Act, making it
difficult to realize these protections:

Even when employers are willing to retain pregnant workers, the

limited availability of respite care services often fails to cover the

gap during maternity leave. This leaves live-in caregivers unable to

take time off or adjust their workload.

o The verification mechanism for contract termination®® is
unable to detect whether the termination was due to pregnancy.

« The 1955 Hotline lacks the capacity to prove effective support to
pregnant migrant workers.

o Pregnant workers not involved in formal labor disputes are
ineligible for temporary accommodation during the job
transfer period and must find private housing while awaiting

childbirth.
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The MOL’s regulations governing pregnancy and
childbirth during employment in Taiwan do not align
with international human rights standards.

The MOL’s 2018 “Survey on the Management and Utilization of
Foreign Workers” reports that the average monthly salary was
NT$27,788 for industrial migrant workers and NT$19,927 for live-
in caregivers. Even if a migrant worker gives birth within a legal
marriage, without fleeing employment, the cost of childcare alone—
ranging from NT$15,000 to NT$25,000 per month—poses an
unsustainable financial burden. This demonstrates that migrant
workers face a structural impossibility in balancing employment
with raising children, particularly given their low income and limited
access to state childcare support.

%~ Findings from the Control Yuan’s May 2022 Investigation
Report No. 111 SheDiao 0011 (111 A+3% 0011):

The investigation confirmed that some migrant workers were forced
by employers and laborers to terminate their contracts and return to
their home countries upon becoming pregnant, or were denied
contract renewal. However, official records from 2020 and 2021 list
zero cases of contract termination due to pregnancy. In those same
two years, although 51 female migrant workers were recorded as
having transferred employers due to pregnancy, this number pales in
comparison to the more than 5,000 pregnant workers who terminated
their contracts and repatriated. This highlights the MOL’s failure to
accurately capture cases of forced repatriation through local
government verification procedures.

The 1955 Hotline received 226 complaints in 2020 and 2021. Over
60% were classified as cases where “the migrant worker had already
exited or was awaiting departure” or where” the migrant worker
agreed to case closure (or withdrawal).” The MOL does not have a
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random review mechanism and lacks clear classification standards,
raising concerns over data distortion in pregnancy-related
complaints. This makes it difficult to understand the true extent of
pregnancy discrimination and to evaluate how many workers were
able to receive assistance through the complaint system.

While female industrial migrant workers are legally protected by the
Gender Equality in Employment Act and the Labor Standards Act—
including the right to request job reassignment, exclusion from night
work, and the right to take prenatal leave—pregnancy discrimination
remains pervasive in practice.

In contrast, foreign live-in caregivers, unlike industrial workers, are
employed in residential settings and are on call 24 hours a day, living
with the care recipient. Yet, the MOL has failed to introduce
corresponding support mechanisms, resulting in harm to both the
employer and the workers. Although the “Expanded Respite Care
Program for Families Employing Foreign Live-In Caregivers” has
gradually broadened its eligibility criteria, it still falls short of
meeting the needs of pregnant caregivers for work adjustments, time
off, prenatal checkups, and maternity leave. Consequently, when a
live-in caregiver becomes pregnant, the only realistic options often
available are contract termination and repatriation, or absconding or
going into hiding to avoid dismissal and deportation.

Many female migrant workers become pregnant unintentionally
despite repeated public health and labor education campaigns by the
MOL. Some do not understand or are unable to use contraception
due to religious beliefs. Once pregnant, they face overwhelming
challenges, including: physical discomfort, fear of job loss and
deportation, uncertainty about how to access prenatal care,
disappearance of partners, and anxiety over how to balance
childbirth and childrearing with work in a foreign country. These
burdens are often too great to bear alone, leaving pregnant migrant
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workers isolated and without adequate support.

%" Findings from the Control Yuan’s December 2022
Investigation Report (Case No. 111 CaiDiao 0044) underscore
the necessity to confront the reality of undocumented migrant
workers, who have become inextricably linked with Taiwan’s
agricultural sector, and to prioritize the best interests of their
undocumented children.

Due to chronic labor shortages in traditional agricultural work, local
workers have come to rely heavily on undocumented migrant
workers to help fill critical labor gaps. However, children born to
these undocumented workers suffer from severe social exclusion as
they are raised solely in orchards, work sheds, or are isolated with
their parents; they lack access to early childcare, education, and peer
interaction. Furthermore, without legal residency, they do not
qualify for NHI, which leaves them without medical protection.

The Control Yuan has been investigating these issues since 2017,
when media coverage of the “tragic stories of migrant children”
sparked public concern. These cases often involved female migrant
workers going into hiding due to fear of dismissal upon pregnancy,
which results in complex child custody, identity, and residency
challenges. In 2018, a high-profile case involving the suspected
death of a migrant child due to abuse by a foreign caregiver further
drew attention to whether children of migrant workers in Taiwan
receive equal access to healthcare, social services, and education as
other children.

A 2020 investigation into the challenges faced by pregnant female
migrant workers and their children revealed that while the MOL has
established laws and policies, enforcement and implementation
remain weak. Migrant workers continue to face forced contract
termination, conceal their pregnancies, and deliver children without

assistance. That same year, an investigation into agricultural labor
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shortages and agricultural migrant workers found that
undocumented workers were increasingly relied upon, leading to
further concerns over the rights of their undocumented children.

As outlined in Section Il.ii of this report on legal framework and
protection measures, although Taiwan has domesticated several
international human rights conventions and established relevant laws
and policies for the protection of pregnant migrant workers and their
children, in practice these rights remain inaccessible—they exist on
paper, but not in effect.

Furthermore, while government agencies have introduced numerous
corrective and remedial programs following Control Yuan
interventions, these are primarily short-term or issue-specific and
only address immediate symptoms without treating the root of the
problem. Many such programs merely reiterate existing mechanisms
without advancing structural or legislative reform. The government
lacks data on the employment status of pregnant migrant workers,
their children's care, and how extensively they use public childcare
services. Additionally, there is no comprehensive strategy or inter-
ministerial coordination, resulting in significant gaps in policy
implementation.
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I11. Interview Analysis: The Difficult Journey of Pregnancy in
a Foreign Land

From cross-border migration to becoming pregnant in Taiwan,
migrant workers experience a long list of difficult decisions
shaped by expectations, trade-offs, and hardship. This section
summarizes and analyzes the experiences of 33 interviewed
migrant workers, beginning with their backgrounds before coming
to Taiwan, exploring why they chose to work abroad, their
employment conditions in Taiwan, and the challenges they
encountered after becoming pregnant. As outlined in previous
sections, international human rights conventions require States to
take appropriate measures to prevent the dismissal of workers due
to pregnancy or maternity leave. Taiwan has established legal
protections for pregnant workers through the Labor Standards Act
and the Gender Equality in Employment Act. Following corrective
action by the Control Yuan, the MOL also introduced
supplementary  policies, including contract termination
verification, employer transfer mechanisms, and the temporary
suspension of transfer procedures, to prevent unfair dismissal or
rights violations of pregnant migrant workers. However, these
rights are often not enforced in practice. This section examines the
experiences of migrant workers to better understand why legal
protections often remain ineffective, despite existing laws and
policies.

I. Background:

Reasons for Migrating to Work in Taiwan

For the vast majority of migrant workers, the decision to migrate
Is driven by the pursuit of better economic conditions. In some
cases, women seek to escape gendered disadvantages in the
workplace or within personal relationships in their home countries.
They often hope that the physical and emotional sacrifices of
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temporary labor will eventually allow them to start a business,
purchase property, or support upward mobility for their families.

“I send my salary home to my mom in the Philippines to help her buy a
house in Manila.” (42)

“I'm 37 this year. By November, I'll have been In Taiwan for 3 years. |
came to Taiwan right after my divorce. I didn’t think much—I just wanted
to leave Indonesia.” (A15)

“I had two kids with my boyfriend back in the Philippines—a boy who’s 11
and a girl who’s 10. We never married and we 've separated. Now my parents
take care of the kids. I came to Taiwan to earn money for them.” (A16)

“I live in Nghe An Province in Central Vietnam. I wanted to work in
Taiwan to help support my family.” (417-18)

“I send money home every month. Besides my child, I also have to support
my younger siblings. I used to work an office job in the Philippines, but the
salary was so low. I'd rather take care of the elderly in Taiwan—even if it
means cleaning up after them.” (420)

The Migration Process and Associated Costs

Interviews revealed that migrant workers must rely on either a
sponsor (known locally as a niutou, or broker) or a recruitment
agency to secure overseas employment. Most workers are forced
to take out loans to cover the high cost of agency fees, which are
then repaid monthly from their wages after arriving in Taiwan.
“When I decided to go abroad to work, I didn’t use a sponsor. | went
through a recruitment agency. I didn’t pay any fees in Indonesia. Instead,

my salary in Taiwan was deducted NT$4,000 per month for 9 months. That
included everything—training, airfare, etc.” (421)

“If we want to work abroad, we must go through a sponsor to get
connected with an agency. Then we can go to Taiwan, Hong Kong,
Singapore, wherever. | borrowed about 37 million rupiah (around
NT$74,000) from the agency. There was no collateral, and they didn ’t
specify the interest rate. But I was told I’d have to pay NT$6,720 per month
for 12 months after arriving in Taiwan.” (A22)
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The study did not aim to provide a detailed breakdown of agency
fees. The goal was instead to understand the debt burden migrant
workers assume before arriving in Taiwan. Workers had varying
interpretations of what these fees covered—such as airfare, pre-
departure training, medical exams, passports, and visa costs—
making it difficult to obtain precise figures. However, a general
pattern emerged: fees for industrial sector jobs are higher than for
domestic care jobs.

“The first time I came to Taiwan, I found an agency through a friend. The
fee was US$6,500. The second time, | used a village broker to find work,
and the fee was US$5,300.” (A17-18, Vietnamese factory worker)

“I came to Taiwan in 2015. In the first five or six years, I changed
employers three times—all as a live-in caregiver. Later, | transferred to a
factory. | paid a total agency fee of 75,000 pesos, of which 30,000 pesos
was borrowed. The Philippine agency made me sign a promissory note
with a designated loan company. After arriving in Taiwan, | had to remit
money back to repay the debt. I ended up repaying NT$30,000, deducted
at NT84,500 per month for 8§ months.” (419, Filipino caregiver)

The Control Yuan’s 2019 Investigation Report? (see Table 6)
revealed that agency and pre-departure fees for workers from
countries showed that industrial-sector workers paid more than
domestic-sector workers—a finding consistent with this study’s
interviews.

For comparison, under current wage standards:
» [ndustrial-sector migrant workers earn a monthly
minimum wage of NT$26,400 (as of January 1%, 2023)
= Domestic caregivers earn NT$20,000 per month (as of
August 10", 2022)

Despite these wage increases compared to four years ago, the
upfront costs of working in Taiwan remain a significant burden
for most migrant workers, especially when considered against the
backdrop of limited income and high loan repayment obligations.
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Table 6: Summary of Actual Pre-Departure Expenses Incurred by Migrant Workers Coming to Taiwan

28
Country Type of Employment Broker Fee (NTD) Other Expenses
(NTD)

Industrial 45,750 80,392
Vietnam

Domestic care 12,200 54,001

Fishery 12,200 37,946

Institutional care 24,400 78,532

Industrial 22,000 32,134
Indonesia

Domestic care 17,000 34,459

Fishery 22,000 32,134

Institutional care 22,000 32,134

Industrial 22,000 35,736
Philippines

Domestic care 0 20,434

Fishery 0 12,395

Institutional care 22,000 35,736

Industrial One month’s salary 83,892
Thailand

Domestic care One month’s salary 83,892

Fishery One month’s salary 83,892

Institutional care One month’s salary 83,892

Source: Compiled from data provided by the MOL and MOFA, based on information submitted by
foreign missions in Taiwan; cited from the Control Yuan’s 2019 investigation report (Case No. 0038).

% See “Verification Procedure for Employers Terminating Employment with Category II Foreign Nationals.

27 Control Yuan 2019 Financial Investigation Report (Case No. 0038) on whether the disproportionately high rate of missing
Vietnamese migrant workers compared to other nationalities is attributable to the high placement fees and other costs
required to work in Taiwan.

28 Other expenses include airfare, pre-departure training fees, medical examination fees, passport fees, visa fees, police
clearance certificates, and labor insurance premiums, among others.
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Interviews revealed that migrant workers did not report being
overcharged by agencies beyond the legal limits after arriving in
Taiwan. According to their responses, the fees collected complied
with the “Fee Standards for Items and Amounts Charged by Private
Employment Service Institutions.”?® However, some agencies did
impose additional charges for services they claimed were not usually
included.

“My monthly deductions from the company include NT$3,000 for savings,
which will be returned when | go back home, NT$1,800 for agency service
fees, labor and health insurance, taxes, and NT$800 for the welfare fund.
I don’t pay for the dormitory, but I do cover the costs of utilities and meals.
| work 3 hours of overtime daily and earn about NT$38,000; after
deductions, I take home around NT$31,000.” (A17-18)

“This is my fourth job, taking care of an elderly man. I receive NT$17,000
per month after deductions for health insurance and NT$1,500 in agency
fees.” (A23)

Migrant workers often require time to adjust to life and working
Taiwan and may find it difficult to understand local laws and
administrative procedures. These challenges are compounded by
pregnancy, during which many workers feel even more helpless.
Ideally, recruitment agencies should assist with such issues.
However, according to several interviewees, migrant workers are
reluctant to seek help from the agency, either because the agency
Is unwilling to assist or because they fear being charged
unreasonable fees. The Employment Service Act states that service
items listed under business functions of employment services®
may not incur additional fees for migrant workers®!.

3 Article 6 of the “Fee Standards for Items and Amounts Charged by Private Employment Service Institutions,” the
monthly service fee may not exceed NT$1,800 in the first year, NT$1,700 in the second year, and NT$1,500 from the
third year onward.”

®Ppyrsuant to Article 35, Paragraph 1, Subparagraph 4 of the Employment Service Act, other employment service
items designated by the central competent authority are further specified in Article 3 of the “Regulations for the
Permission and Supervision of Private Employment Service Institutions, as follows: ...2. Services provided
upon the NHRC of employers or foreign nationals to handle matters related to foreign workers in Taiwan,
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including daily living assistance, arranging entry and exit, coordinating health examinations, submitting health
exam results to health authorities, and providing consultation, counseling, and interpretation services. 3.
Services provided upon the NHRC of foreign nationals employed under Article 46, Paragraph 1, subparagraphs
8 to 11 of the Employment Service Act, to handle residency matters on their behalf.

31 Article 2, Subparagraph 5 of the “Fee Standards for Items and Amounts Charged by Private Employment
Service Institutions,” “service fees” refer to costs incurred for handling employment service matters designated
by the central competent authority under Article 35, Paragraph 1, Subparagraph 4 of the Employment Service
Act, including transportation expenses for escorting foreign workers.

Services not explicitly listed in contracts as free of charge must be
negotiated independently between the agency and the worker,
Extra charges commonly include banking assistance, medical
appointments for personal reasons, travelling back home to visit
family, tax filing, passport renewal, and replacement of lost
documents.

Whether pregnancy-related support falls under the agency’s
caregiving responsibilities remains unclear, as the MOL has not
issued definitive guidelines. Migrant workers may be subject to
arbitrary or excessive charges if such services are left to informal
negotiation.

“Ididn’t ask the agency for help when I was pregnant, because I knew they
would charge me extra. Once, | needed to renew my passport—it had
expired—and the agency charged me NT$6,000. But if | had gone to the
Indonesian representative office myself, it would have cost only NT$800.
The agency said the difference was for transportation. Another time, | lost
my NHI card and needed a replacement. The agency charged me
NT$3,000, but applying on your own costs only NT$200. Again, they said
it was a service and transportation fee. When they take workers to see a
doctor or go to a major hospital, they charge a fee too—maybe NT$500 or
NT8600. They always have some excuse.” (A22)

“I contacted the Serve the People Association because I had been placed
there before. I asked if they could help process my child’s paperwork. They
said yes, so | told my company, and they agreed to let me stay. But the
agency still made me sign a declaration saying | would handle all my
child’s paperwork myself. They wouldn’t help.” (424)
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Wage disparities between caregivers and factory workers

The MOL’s “Survey on the Management and Utilization of Foreign
Workers”®2 reports that as of June 2022, the average total monthly
wage for migrant workers in the industrial sector (including
manufacturing and construction) was NT$34,303, which consists of
regular wages (NT$26,066) and overtime pay (NT$5,619). In
comparison, foreign live-in caregivers earned an average monthly
wage of NT$20,533, comprised of regular wages (NT$17,916) and
overtime pay (NT$2,135).

Interviews revealed that caregivers typically earn around
NT$17,000 per month. Apart from receiving NT$567 in overtime
pay for working on rest days, they rarely have additional income.
Factory workers, on the other hand, earn a basic monthly wage of
NT$24,000 (as of the time of the interviews) and may receive
additional pay depending on the number of overtime hours worked.
The Ministry’s data and interview findings illustrate a consistent
pattern: live-in caregivers are excluded from the protections of the
Labor Standards Act, including minimum wage guarantees, resulting
in significantly lower earnings than those in the industrial sector.
Given that caregiving positions are almost exclusively held by
female migrant workers, they face greater vulnerability,
particularly when dealing with pregnancy, than their counterparts
in industrial jobs.

“I worked 12-hour days (8 a.m. to 8 p.m.), including overtime, before | got
pregnant. My monthly wage was about NT$35,000. | paid NT$4,000 for
room and board (including utilities), but the agency’s service fee of
NT$1,500 was covered by my employer.” (A19)

“My monthly salary is NT317,000. I receive an extra NT$3,000 for taking
care of Grandpa, plus NT$6,000 for meals. But if | take a day off, NT$567
is deducted from my pay.” (422)

“My husband came to Taiwan in 2016 and works at a factory in Shalu,
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Taichung. If there is overtime, he can earn NT$28,000; if not, it’s less. He
only gets one day off a month, and taking that day off means NT$567 is
deducted. If a month has five weeks and he works on the fifth Sunday, he
receives NT$567 in overtime pay.” (A23)

32 Ministry of Labor, 2022 Survey on the Management and Utilization of Migrant Workers—Statistical Results, press
release. Retrieved from https://www.mol.gov.tw/1607/1632/1633/57316/post (Last accessed: February 16, 2023)

Relationship status

Most of the interviewed migrant workers were between 25 to 35
years old—a period typically considered young adulthood. While
their primary motivation for coming to Taiwan was to earn money
through work, they also had a natural need for social interaction
and emotional connection. Despite having very few days off,
many still found time to make friends and meet romantic partners,
often through Facebook or at community gatherings. The
proliferation of smartphones and social media has made it easier
for migrant workers to socialize. Interviews reflect both the hope
and hardship of forming relationships in a foreign land—making
each connection feel especially precious.

55


https://www.mol.gov.tw/1607/1632/1633/57316/post

This study includes interviews five married couples and one
dating couple, all of whom met in Taiwan

“I met my current boyfriend on Facebook. We're not married yet. He
works as a fisherman in Kaohsiung.” (A1)

“I met my boyfriend at a Christmas party on December 24th, 2017. We've
been together for over three years.” (A19)

“I met my husband three months after arriving in Taiwan. I was on a day
off and went to Taichung Park, where we met. He works in plastic pipe
manufacturing. | had previously been married in Indonesia, but we
divorced. I later married my current husband here in Taiwan.” (A21)

“I've known my husband for two years. We met during a large Islamic
prayer gathering in Chiayi. It was like a big religious assembly.” (A23)
Among the couples interviewed, some were legally married before
coming to Taiwan, but the majority were in boyfriend—girlfriend
relationships. Many of the pregnancies were described as
unplanned, but most women chose to carry their pregnancies to
term. When asked whether they intended to marry, many
responded affirmatively, suggesting that their relationships were
stable. However, since returning to their home countries was not
an immediate option, many opted to hold religious marriage
ceremonies instead.

“We had a wedding ceremony, like a traditional celebration, and we also
received a marriage certificate from the Indonesian representative office.

But it’s considered a religious marriage. For a legal marriage, we’d have
to return to Indonesia.” (A22)

“A Catholic priest helped officiate the marriage. Our child was baptized.”
(Al2-14)

That said, not all relationships were positive. Some migrant

women chose to give birth despite being abandoned by their

partners due to religious or legal restrictions. This left them in
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deep personal and financial hardship.

(See related Control Yuan Investigations, including interviews with workers
placed in temporary shelters run by the NIA, with support from the Garden
of Hope Foundation.)

“After switching to a new broker, my salary was underpaid and money
was randomly deducted, so | ran away. | worked short-term factory and
caregiving jobs to make ends meet. Then | got pregnant. | never considered
an abortion—only went for two prenatal checkups. Eventually, | was
caught by immigration at my rental place. My husband reported me...after
I gave birth, we often fought, and he didn’t want to take responsibility.

)

Now he’s disappeared... he’s on the run too.’

“I came from Indonesia to Tainan to care for an elderly woman. Her
daughter-in-law treated me badly, and the broker refused to let me change
jobs, so | ran away. When | got pregnant, my boyfriend pressured me to
have an abortion and told his friends the baby wasn’t his—that | was
promiscuous. I couldn’t terminate the pregnancy, and I was too afraid to
tell my family. | was going to turn myself in, but my money was stolen and
I couldn’t afford a plane ticket home. I'm now waiting for deportation, but
| only have NT$6,000 left. 7 can’t even afford the hospital delivery fee...”

Attitudes toward pregnancy

Migrant mothers frequently stated, “I came to Taiwan to work and
earn money—I never planned to get pregnant.” Yet they still
became pregnant. Why?

Most migrant workers described their pregnancies as
unintentional, often saying they “weren’t careful.” When asked
whether they used contraception, the answer was usually: “...no”.
This reflects that most pregnancies occurred without prior

planning or preparation.

Importantly, while pregnant migrant workers often face pressure
from employers or brokers to terminate their pregnancies, none of
the women interviewed in this study had considered abortion.
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Some cited stable relationships as the reason, while others were
guided by religious beliefs—Christianity, Catholicism, and
Islam—which prohibit abortion.

“I never thought about contraception. The pregnancy was an accident. |
didn’t feel any discomfort during the pregnancy, and my belly stayed
small. I only found out I was pregnant when my water broke.” (416)

“We never thought about not having the baby. We decided to give birth in
Taiwan because the healthcare is excellent. In Vietnam, it’s a hassle—Yyou
even have to pay bribes to see a doctor. We never considered going back
to Vietnam.” (A17-18)

“I met my boyfriend at a Christmas party on December 24th, 2017. Weve
been together for over three years. I hadn’t planned on getting pregnant,
but we didn’t use contraception, and it just happened.” (A19)

“I was taking oral contraceptives, but I don’t know how it happened—I
must have gotten pregnant by accident. | originally planned to have
children in Indonesia, but unexpectedly I had one in Taiwan.” (421)

“I'm 25 weeks pregnant now. I never planned to get pregnant. I came to
Taiwan to work. One day, | fainted while shopping at the market, and when
| was taken to the hospital, | found out | was already four months
pregnant.” (A22)
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1. Concerns and Challenges Surrounding Pregnancy

“I’m pregnant. Should I tell my employer?”

Illustrative Image (Source: Shutterstock)

When migrant mothers recalled the moment they learned they
were pregnant, fear, not joy, was the most common first reaction.
The immediate concern was the potential loss of employment,
which prompted a difficult decision: whether or not to inform their
employer. Worker responses during interviews varied depending
on their expectations of employer reaction, their understanding of
the law, the asymmetry of information provided by brokers, the
pressure exerted by brokers, and the presence or absence of
external support.

One interviewee (Al) concealed her pregnancy until the moment

she gave birth and her employer was unaware until then. Another

(A21) deliberately avoided disclosure and used loose-fitting

clothing to hide her pregnancy, until she was eventually discovered

by the employer. Some caregivers, like A23, disclosed their
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pregnancy early out of concern for their patients’ well-being,
recognizing they could no longer physically meet the demands of
the job (e.g., lifting and transferring bedridden individuals).

Others, like the couple A17-18, informed their employer in
advance because they had been adequately informed of their legal
rights by a church priest and felt confident doing so. A20, despite
fearing job loss, chose to inform her employer immediately, having
already prepared for the worst-case scenario. A24, who was
unaware that giving birth in Taiwan was legally possible, informed
her employer as soon as she found out she was pregnant. She
assumed, based on her coworkers’ experiences, that she would be
required to return home in her seventh month of pregnancy.

This last case highlights how the perception that “pregnancy equals
repatriation” has been internalized by migrant workers, likely
reinforced by employer expectations and broker practices. In fact,
some employers require pregnant workers to return home by their
seventh month of pregnancy, allegedly based on airline regulations.
While airline policies®® vary, most require pregnant travelers
between 28 and 36 weeks to present a medical certificate to fly.
Brokers often preemptively pressure pregnant workers before the
seven-month mark to “voluntarily” terminate their contracts and
return home.

“My employer didn’t know I was pregnant. I was too afraid to tell them,
worried 1'd be deported. I never had any prenatal checkups. One day, 1
wasn’t feeling well and asked my employer to take me to drop off a
lunchbox for a friend. | went into labor in the lobby of my friend’s

apartment building! I was taken to Shuang Ho Hospital. My employer was
terrified and refused to continue employing me.” (A1)

3 Mombaby. Can Pregnant Moms Fly? A Complete Guide to Airline Policies and Safety Tips. October 30", 2022.
Retrieved from: https://www.mombaby.com/tw/articles/14776.
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“I found out I was pregnant in 2020 using a home pregnancy test—I| was
already one month along. | was worried that the company might not keep
me, but | had already spoken with Father Nguyen and understood the laws,
so I wasn’t afraid. I told my supervisor when I was four months pregnant”
(A17-18)

“I got pregnant in September 2019 and gave birth on May 18th, 2020. It
was a girl. She was baptized in Taiwan. | told my employer right away. |
was worried | might lose my job, but | had already prepared for the
worst—that I might need to return to the Philippines.” (A20)

“My first reaction was fear as | was afraid the employer would fire me just
because | was pregnant. | thought this way because a friend of mine had
the same experience—she got pregnant and was told to return home. So, |
didn 't tell my employer at all, not until I was eight months pregnant. It was
actually the employer’s daughter who noticed. She saw it on the home
surveillance camera. | usually wore loose clothes around them, but that
day | forgot and wore something tighter. The next day, they asked me
directly, and I admitted it.” (A21)

“When [ found out I was pregnant, I was worried I might not be able to
work and also concerned about the baby. But | told my employer myself
because the patient | care for is completely immobile, and I have to lift him
constantly. He wakes up every half hour at night. The workload was really
intense, so 1 felt it was too much to handle.” (A23)

“I told the company immediately and didn’t worry too much. At the time,
1 didn’t know I could give birth in Taiwan. I thought I would have to go
home at seven months like my other coworkers who got pregnant.” (4124)

When a migrant worker informs their employer of their
pregnancy—or when the pregnancy is discovered—she is often
immediately pressured by both the employer and broker to
return to her home country

Tactic 1: “Termination is for your own good!”

Article 11 of the Gender Equality in Employment Act stipulates that
employers are prohibited from terminating or pressuring a migrant
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worker to resign due to pregnancy or childbirth, or from treating her
in a discriminatory manner. Violations are subject to fines ranging
from NT$300,000 to NT$1.5 million. In addition, under the
Employment Service Act, such violations may result in the
revocation of the employment permit, and the employer may be
barred from hiring migrant workers for two years.3*

Due to these legal protections, employers rarely admit outright that
a worker is being dismissed because of her pregnancy. Instead, they
tend to frame their actions as concern for the worker’s health or
suggest that she will not be able to handle both childrearing and her
duties, subtly encouraging her to “voluntarily” resign and return
home.

“After the company and broker learned I was pregnant, they both tried to
persuade me to stop working, saying it was for my health. They suggested
that | resign or transfer to a new employer. The broker said the company
might pressure me, for example, by withholding overtime opportunities.”
(A17-18)

“The agency’s HR and the dorm supervisor asked me every month what I
planned to do with the baby. They asked whether | would give birth in
Taiwan or return home, and if | stayed, how | planned to care for the child.
This went on for three months.” (A19)

“I asked my employer why they suddenly wanted me to go home. They said
it was for my own good—because | was pregnant and had a heart
condition. They said I wouldn’t be able to focus on recovering if I stayed
in Taiwan, and should return to Indonesia to resz. ” (422)

34 See Article 54, Paragraph 1, Subparagraph 16, and Paragraph 2, as well as Article 72, Subparagraph 1 of the
Employment Service Act.

Tactic 2: Make it difficult for her to stay

Avrticle 51 of the Labor Standards Act states that a pregnant worker
has the right to request reassignment to lighter duties, which the
employer may not refuse or use as grounds to reduce her wages.
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Articles 30 and 31 of the Occupational Safety and Health Act also
provide protections for maternal health, and the Gender Equality in
Employment Act grants workers 7 days of prenatal leave, 8 weeks
of maternity leave, and 7 days of paternity or prenatal
accompaniment leave for spouses.®®

Despite these provisions, interviews revealed that employers
frequently fail to comply with their legal obligations. When migrant
workers do invoke their legal rights, some employers adopt hostile
or discriminatory tactics to pressure them into resigning.

“I had vaginal bleeding from lifting heavy items, but the company refused
to adjust my work duties, even though I had a doctor’s note.” (46)

Other discriminatory practices included denying workers a place to
stay during the late stages of pregnancy, forcing pregnant workers
to move out of dormitories, refusing to assist with child residency
registration, health insurance, or maternity benefits, and making it
difficult to take prenatal leave.

“We’re living off-site now because the company says we can’t stay in the
dormitory if we have children. They made us sign a waiver, yet still
deducted NT$2,100 for meals and lodging. We 're hoping they’ll stop. The
company didn’t transfer us to day shifts until we were close to delivery. As
for prenatal leave, our supervisor said we could only take it on scheduled
days off, but the checkups don’t always fall on those days.” (A8-11)
Data obtained by the NHRC from the MOL*® revealed that between
January and June 2021, 15 complaints were filed by migrant
workers who experienced discrimination due to pregnancy (see
Table 7). The complaints included a range of coercive practices,
such as:

Being expelled from the dormitories

Being denied work shifts

Being scolded for taking sick leave

Being reassigned to hazardous departments (e.g.,
painting), resulting in nausea
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= Being dismissed for missing three days of work due to
issues without providing
medical proof, while also being fined for breach of
contract
= Being required to work 12-14 hours daily, including
exposure to sulfuric acid, with no permission to rest
despite the risk of miscarriage

pregnancy-related health

3% See Article 15, Paragraphs 1, 4, and 5 of the Gender Equality in Employment Act.
36 Official Ministry of Labor letter No. 1100516363, issued October 18%", 2021.

Table 7: Breakdown of Disputes from Migrant Worker Complaints of Employer Misconduct
Due to Pregnancy (January—June 2021)

Complaint |Current Status of Migrant Worker
Returned to original ~ |Placed in|Waiting  |Waiting [Placed [Left the
employer’s workplace |broker’s ffor job  |[for in country
care transfer  employer [shelter
Continued [Postponed while in  ftransfer in Total [Note
working ftermination broker’s [Taiwan
Employer date care
misconduct
Management
-level
5 1 1 1 3 1 3 15 |coercion and

mistreatment
forcing the
migrant
worker to
“voluntarily”
resign

Source: Compiled from MOL data

Tactic 3: If you don’t leave, I will

Some employers, knowing they cannot directly terminate a pregnant
migrant worker’s contract, instead move the care recipient into an

institution. This eliminates the “need” for care and creates a legal basis
to end the labor contract. In reality, this becomes a strategy to replace
the worker with a new migrant hire. A23’s interpreter explains how,
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after the migrant worker’s contract was terminated, the employer
appeared to already be preparing to recruit a replacement.

“My boss initially told me to keep working when he found out I was
pregnant. But later, his wife and children persuaded him that, because |
was pregnant, it would soon become inconvenient. They decided to put the
patient in a nursing facility and told me that, since | was pregnant, | should
stop working and terminate the contract. They were worried I wouldn’t be
able to lift the patient or handle heavy tasks once I got further along.”
(A23)

Balancing work and parenthood: A possible solution—
temporarily returning home for childbirth or arranging
childcare before resuming work in Taiwan

Raising a child in Taiwan may not be the most feasible option for
migrant workers due to financial constraints or a lack of local
support systems. Some choose to return home temporarily for
childbirth or send their child back to be raised by family, to later
return to Taiwan for work. However, this may require contract
termination if the employer disagrees.  Legally, migrant workers
may request leave to return home® during the valid employment
permit period and apply to the NIA for a re-entry permit®to retain
their right to work.

The length of the worker's leave must be negotiated between the
worker and the employer. Whether the leave is paid depends on the
type of leave taken (e.g., maternity leave, special leave, personal
leave, parental leave without pay), applicable laws, and any
contractual terms. Workers can request special leave, which must
be paid. If the agreed leave exceeds the special leave days, the
worker may request unpaid personal leave.

% See Avrticle 52 of the Employment Service Act and Article 4 of the “Regulations on Leave for Foreign Nationals Employed under
Article 46, Paragraph 1, Subparagraphs 8-10 of the Employment Service Act.”

3 See Article 34 of the Immigration Act: “Foreign nationals with a need to leave and re-enter the country during
their residence must apply to the National Immigration Agency for a re-entry permit before departure. However,
those with permanent residence may re-enter using their Alien Permanent Resident Certificate without a re-entry
permit.”
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The challenge is that a return trip may require more time off than
allowed under statutory or contractual provisions, and employers,
particularly for caregivers, may be unable to accommodate the long
absence, as no one would be left to care for the patient.

Although the MOHW expanded the respite care program for
families hiring foreign caregivers from December 1%, 2020, the
annual allowance of 14-21 days® is far from sufficient. Even with
the MOL’s 2023 expansion to short-term substitute care services
providing up to 52 days annually,® this remains inadequate to cover
the 56-day statutory maternity leave.

Some migrant workers expressed a desire to request unpaid leave to return
home but feared that their employers would refuse. Yet employers are not
permitted to refuse such leave under relevant labor regulations. This
suggests that migrant workers often lack clear knowledge of their leave
rights or whether particular leave types are paid, making them less likely to
assert their rights. Consequently, this has led to situations where workers
appear to ““voluntarily” terminate their contracts and return home.

On another front, although Article 20 of the “Regulations on Exit,
Entry, and Permanent Residence of Foreign Nationals™*! allow
foreign nationals to apply for a re-entry permit during their period
of residence, blue-collar workers under Article 46, Paragraph 1,
Subparagraphs 8-10 of the Employment Service Act may only
apply for a single-entry permit, typically valid for one month. This
discriminatory limitation hinders the ability to negotiate the terms
and duration of a return trip with one's employer.

¥ Central News Agency (November 27, 2020). “Respite Care Services for Foreign Caregivers Expanded: 210,000
Families Eligible Starting December.” Retrieved from: https:/Avwwv.cna.com.tw/hews/ahel/20100270055.aspx

“OMinistry of Labor Workforce Development Agency (Latest News Section). “Implementation Plan for Short-Term
Substitute Care Services for Families Hiring Foreign Caregivers, Effective January 1% 20223.” Retrieved from:
https:/Amww.wda.gov.tw/News _Content.aspx?n=D33B55D537402BAA&sms=02E58F84AD3F3884&s=58A8E69336C8269C.

4l See Article 20, Paragraphs 1 and 2 of the “Regulations on Exit, Entry, and Permanent Residence of Foreign
Nationals: “Foreign nationals, during their period of residence, who need to leave and re-enter the country must
apply to the National Immigration Agency for a re-entry permit under Article 34 of this Act. Foreign nationals
holding permanent residence may re-enter using their Alien Permanent Resident Certificate without applying for a
re-entry permit.”
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ii. Postpartum Childcare and Custody Challenges

| finally managed to deliver my baby safely, but the biggest
challenge is only just beginning. Should | send my child back home
or keep them with me so | can keep working?

P

Ilustrative Image (Source: Shutterstock)

This study interviewed a variety of migrant workers, including
those with legal status, those who had absconded, and those placed
in shelters while waiting to transfer to new employers. Regardless
of legal status, the first agonizing question for migrant mothers was
whether to send their child back home or keep them in Taiwan.

This decision was typically influenced by several key factors:
= Whether the mother had a boyfriend or spouse to share
responsibilities

= Whether suitable local childcare arrangements were
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available

= Their financial capacity

= The level of support from family back in their home
country

Since most respondents were in relationships or married, they
generally expressed the desire for the whole family to live
together in Taiwan. However, because both parents needed to
work, they first had to resolve the childcare issue.

Some hoped to place their child temporarily with NGOs, such as
the Mustard Seed Mission, but spaces were often limited. Others
relied on fellow nationals to help with care if they could not find
any suitable local arrangement. In that case, they frequently choose
either to send the child back home under someone’s care or,
reluctantly, to give up their job and return home with the child
(often due to employer contract termination). Even in cases where
they terminated their contracts to return home, many expressed a
desire to return to Taiwan for work in the future.

The most favorable option seemed to be taking leave, returning
home to hand over the child to family, and then returning to Taiwan.
However, this was often complicated by pandemic-related
restrictions. Additionally, returning home to arrange childcare
usually required a more extended period of leave than legally
permitted, and employers were not necessarily willing to grant that
much time off.

“Currently, my husband is earning enough for us to get by. If I find a new
job later, we’ll let a fellow national here help care for the child. We had
another child before, but we didn’t know we could keep them in Taiwan,
so we sent them home.” (43)

“Our baby is nearly one year old now, and we take turns caring for them.
If we both end up working, we hope to keep the child here. There are many

moms at our company who bring their children to the church sisters for
childcare. The church is supporting us right now.” (A6-T)
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“If I can get a re-entry permit, | hope to take the child home after the
pandemic ends so I can focus on working here.” (A12-14)

“Friends who get pregnant usually choose to return home because they re
worried there’s no one here to care for the baby. Mostly they re afraid of
the pressure from the broker or company.” (A17-18)

“My boyfriend hopes I’ll take the baby home, but I don’t want to because
if I go back, I won't find a job. I plan to take two months of maternity leave
and three months of unpaid leave after giving birth, bring the baby back
home, and then returning to work in Taiwan. Right now, the Philippine
office requires that if you bring home a child under 15, at least one parent
must accompany them. I really don’t want to go back to the Philippines
because the wages there are so low, and I still have to support my family
and care for my parents.” (A19)

“We initially thought the whole family could stay together in Taiwan, but
it’s just impossible to work while caring for a child, and the cost of a nanny
Is too high. So, we sent the baby back to the Philippines to be cared for by
their grandmother. She was really happy to do it.” (420)

“My husband and I had discussed it. We thought that once the baby was
born, we would temporarily leave the baby with a nanny or at a childcare
center so we could continue working here. Once we've saved enough
money, we’d take the child back to Indonesia when we return for good.”

(A21)

“Right now, we can’t take home leave because of the pandemic. I plan to
return home on leave once travel reopens. Either my husband or |—
probably my husband—will take the baby back. But after that, we’ll come
back here to work. I'll stay in Taiwan, waiting for a job transfer, because
if I leave the country now, I won’t be able to reenter. So, I'll stay, and the
baby will go home to be cared for by my mother. I didn’t choose to leave
the baby in Taiwan because if I did, I'd have to rely on someone else long-
term or place the child in an institution, and that makes me uneasy.” (423)

The problems that follow after keeping the child

After giving birth, migrant mothers who decide to keep their

children in Taiwan immediately face a host of issues tied to

healthcare, medical coverage, and childcare. NHI regulations
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stipulate that foreign newborns born in Taiwan to foreign nationals
with legal residency are eligible for NHI enrollment from the date
of birth. But who is responsible for applying for the child’s NHI
card?

According to a representative from the MOHW’s Social Insurance
Division, during an interview with the Control Yuan: “A child must
first obtain a passport and a dependent residence permit to apply for
an NHI card. If the child is to be enrolled under the mother’s
insurance, the mother herself needs to submit the application.”

In other words, applying for the child’s NHI card is the migrant
mother’s responsibility—Yyet many migrant mothers reported: “I
don’t know how to apply for an NHI card for my child.” For
example, migrant A6—7 attempted to inquire about how to apply for
an NHI card but was repeatedly redirected between the NHI agency,
employer, and broker.

Further investigation revealed that if the migrant is legally employed or
currently sheltered due to labor disputes, their children generally have no
Issue receiving vaccines or residence permits. The main problem lies in
getting the child’s NHI card.

Sometimes the shelter can assist children of sheltered migrants, but for
migrants who still have employers, as A12—14 (from the same company)
explained, initially the company refused to help enroll their child in the
insurance system. This left them in a “if you ask, you might get help; if
you don’t, you definitely won’t dilemma.”

While lacking an NHI card does not prevent a child from getting
vaccinated, it does mean that any doctor visits must be paid entirely out
of pocket. In contrast, for Taiwanese citizens, parents can take the child’s
birth certificate to the local household registration office and apply for an
NHI card immediately.*> Migrant children, however, do not have such
straightforward access to the right to health.

42 Ministry of Health and Welfare, National Health Insurance Administration. “Newborn Birth Notification Registration and One-Stop
NHI Enrollment and Card Issuance Service—Let New Parents Enjoy Truly Convenient Services.” Published May 28™, 2013. Retrieved
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from: https://www.nhigov.tw/News_Content.aspx?n=FC05Eb85BD57C709&sms=587F1A3D9A03E2AD&s=3DBDA0028350FFCO0.

Sacred Heart of Jesus and Immaculate Heart of Mary Church, Tanzi/Commissioner Wang
Mei-yu, the supervising commissioner for this study, interviewing migrant workers A12-14

at an electronics manufacturing company in Taichung (photo taken by the commissioners).

“My child has a dependent residence permit attached to me. Now [ want
the child to have an NHI card, but when | asked at the NHI office, they told

)

me to ask the company, and the company pushed me back to the broker.’
(A6-7)

“My child has a residence permit and can get vaccines at the health center,
but without an NHI card, we have to pay out-of-pocket for every doctor
visiz. It’s around NT$500-600 each time.” (A8-11)

“My child has an NHI card. A friend helps me take the child to get
vaccinated at the health center in Changhua (with the child’s health
booklet).” (A16)

“After I got pregnant, the company and broker didn’t help at all—they just
told me to go back home. But I understood the laws, so I didn’t go back. It
was Father Ruan who helped me with the applications and documents. |
can stay longer now because of the pandemic, but I'm still worried that if

I can’t successfully transfer to another employer, I'll have to return home

after the New Year.” (A17-18)
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“I asked the company if the child’s NHI card could be added under the
company. At first, they refused, but later the team leader went to HR for
help, and they finally processed it. If you don’t ask, they won 't offer to help
on their own. Also, when we applied, they required us to pay retroactively
for the earlier period, which cost NT$5,000!” (412-14)

Childcare costs

The average monthly salary for migrant workers falls between
NT$20,000 and NT$30,0000. The cost of daytime in-home public
childcare (10 hours/day) typically ranges from NT$15,000-19,000
per month, eating up over half of a migrant worker’s salary. Full-
day care (24-hour weekday care) costs between NT$16,000 and
NT$ 28,000 per month.®

To make matters worse, migrant workers already shoulder heavy
debts from agency fees and are often also supporting families back
home. Even when they have a boyfriend or spouse to share the
burden, they can barely scrape by and are often forced to reduce the
amount of money they send home.

How to care for a child when existing government childcare
resources are unaffordable?

In this study, interviewed migrant workers reported that they could
only turn to NGOs for childcare, such as a Harmony Home, which
charges around NT$3,000 per month or is sometimes free. Most
commonly, they rely on mutual help among compatriots, which still
costs around NT$500-700 per day—not exactly cheap.

Some migrant mothers co-rent apartments and take turns caring for
each other’s children on their days off. Others reported that once
they have children, they are no longer allowed to live in company
dormitories, yet they still have their board and lodging fees
deducted.

43 Refer to online survey: 2022 National Childcare Wage Rate Table by County/City (Nanny Fees).
https://www.parenting.com.tw/article/5086811.
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“We know that raising a child and schooling in Taiwan are expensive. The
church charges NT$600 per day to care for a child, not including diapers,
totaling around NT$12,000 per month. We all live outside now because
the company says you can’t stay in the dorm if you have a child. They even
made us sign a statement, but they still deduct NT$2,100 for board and
lodging. We hope they Il stop taking that fee.” (A8—11)

“We ask colleagues on leave to help: sometimes everyone helps each other
for free, but sometimes it’s NT$550 a day.” (A12-14)

“My child is currently with a friend in Changhua (a foreign spouse), and
| pay NT$700 per day to NT$21,000 per month. My ex-boyfriend and |
split the cost, and on weekends I go to my friend’s house to look after the
child.” (416)

“Every month I have to send my money home, not only for my own child
but also to cover living expenses for my younger siblings.” (A20)

“Many of my friends leave their children with runaway migrant nannies
after giving birth. But I worry about my child’s safety. So, 1'd rather place
the child in an institution like a Harmony Home. I've asked, and it’s
NT$3,000 a month. It’s NT$15,000 a month if you hire a runaway migrant
to care for the child. My husband can make NT$30,000 a month if he works
overtime. But even with both of our salaries combined, it’s still tough to
cover the child’s expenses.” (A21)

“My husband and I currently plan to handle our child’s expenses
ourselves, which might mean sending less money back to Indonesia. But
that’s okay—the priority is the child’s needs.” (A24)

“I don’t pay the Harmony Home anything. They re very good to us and
don’t require payment. We just give some money when we can. We've also
been sending money back to Indonesia to build a house.” (A25-26)

Placement costs for children abandoned by undocumented
migrant workers can be covered by the Employment
Stabilization Fund

The MOL submitted a proposal to the 82" meeting of the
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Employment Stabilization Fund Management Board on March 13™,
2017 following resolutions adopted by the Presidential Office
Human Rights Consultative Committee on August 26, 2016 (23"
meeting) and by the Executive Yuan’s inter-agency “Coordination
Meeting on Non-National Unaccompanied Children and Youths in
Distress” on January 13", 2017. The Board approved the use of the
Fund to subsidize placement costs for non-national, unaccompanied
children born to migrant workers, and after the MOHW submitted
an implementation plan, subsidies began on June 1%, 2017.%

# Ministry of Labor press release. April 25th, 2017. “Ministry of Labor clarifies that the reported NT$2 billion subsidy for
migrant children’s placement costs is false.” Retrieved from:

https://mwww.wda.gov.tw/News_Content.aspx?n=7F220D7E656BE749&s=14A4C7A3C107652D.

An Indonesian caregiver reportedly took on the responsibility of looking after her compatriot’s child
two years ago. However, she has since gone missing and remains untraceable to this day. As a result,
the now two-year-old boy has been unable to obtain household registration or health insurance in
Taiwan. The local social affairs bureau has temporarily placed the child in the care of the Nangang
Harmony Home. Supervising commissioners Wang Yu-ling and Wang Mei-yu visited Bonnie and her
employer (photo taken by the commissioners).

No childcare support for lawfully employed migrant workers

In a reply to a Control Yuan investigation,* the MOHW stated
that all existing child-care subsidies and support measures are
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limited to children of ROC nationality; children of migrant
workers are ineligible for assistance due to lacking such status. In
a separate reply to this Commission,*® the Ministry stated that, to
Improve access, the Social and Family Affairs Administration will
add a “new immigrant” search tag to its online “Child-care
Matching Platform.” This will allow migrant parents to locate
professionally certified childcare providers from their country of
origin. On a “user-pays” basis, migrants may ask local
governments to help them in finding affordable childcare services
or integrate charitable resources to reduce costs.

The MOL, responding to issues raised during the NHRC’s site
visit to Harmony Home,*” noted that Article 67 of the
“Regulations on the Permission and Administration of the
Employment of Foreign Nationals” allows migrant workers who
give birth in Taiwan and can support their children to keep them
here. Workers must assess their own capacity before deciding
whether the child can remain in Taiwan.

Article 55 of the Employment Service Act states that the
Employment Stabilization Fund is intended to promote national
employment, improve worker welfare, and manage the
employment of foreign nationals. Since the Fund does not
subsidize childcare costs for ROC workers, childcare subsidies for
migrant workers should be considered under the national childcare
budget, not the Fund.

In summary, Taiwan’s current system does not provide migrant
workers with the same childcare resources available to citizens, and
social welfare and labor authorities tend to shift responsibility to
one another. Therefore, the government still lacks a practical
solution for lawful migrants who cannot afford childcare. NGOs
remain the primary—and often the only—source of help.

Consequently, even though the law allows pregnant migrants to

keep working and to keep their children in Taiwan, the absence of
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affordable childcare makes it nearly impossible to reconcile work
and parenting. Well-intentioned legal protections are therefore
negated by harsh realities.

MOL: Migrant workers can use company childcare services

A Control Yuan report® notes that only 29 corporate nurseries
existed nationwide as of January 2023 under the Gender Equality in
Employment Act. These centers are supposed to give priority to
employees’ children (including migrants), yet their capacity
scarcely meets the needs of citizen workers, let alone migrant
families. “Childcare measures” often mean that a company signs
preferential contracts with external facilities—but migrant parents
usually need infant care, and many contracted centers do not accept
infants.

“We treat pregnant employees the same, whether local or foreign;
we don’t offer special services for pregnant migrant workers. We
only have a contract with a kindergarten, so we can’t provide care
for newborns.” (Employer B1) This illustrates that employers
seldom consider the greater vulnerability of migrants living abroad.

4 See Control Yuan 2019 Investigation Report (No. 0100), p. 67.

46 Official Ministry of Health and Welfare Letter No. 1100600961, dated June 8%, 2021.
47 Official Ministry of Labor Letter No. 1100515201, dated September 29, 2021.

48 See Control Yuan Investigation Report No. 111 SheDiao 0011 (111 4+ 0011).

Iv. Implementation of Laws and Policies

(i)

Legal outreach vs. legal awareness
After arriving in Taiwan, migrant workers are given roughly 30
minutes of orientation at the airport by the Workforce Development
Agency and receive a handbook that includes regulations on
pregnancy and related advice. However, the immediate priority for
newly arrived workers is adapting to work and daily life. Dense

pages of warnings and recommendations are seldom read—much
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less fully understood—and pregnancy-related information is far
from an urgent concern. Key labor-rights messages often fail to
register because the outreach session is brief.®

Starting January 1%, 2023, the MOL introduced a “one-stop entry
service” for domestic care migrant workers, consisting of an 8-hour
program over three days and two nights. Only one hour is face-to-
face; the remaining seven are digital modules, and the program does
not cover industrial-sector migrants, so its practical impact remains
to be seen.
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Interview findings indicate that, despite the Ministry’s outreach
measures, most migrants still lack basic knowledge of their
statutory rights during pregnancy. Many continue to believe they
must return home as soon as they become pregnant; some have
never heard of the 1955 Hotline. Others, even if aware of the law,
are too afraid to claim their rights. Persistent information
irregularities leave migrant workers without the legal awareness
needed to protect themselves.

“I was already six months pregnant when I first met Serve the People
Association, and only then did I learn about Taiwan’s legal protections for
pregnant women. I don’t remember receiving any handbook at the
airport—maybe I did, but since I wasn’t pregnant at the time, I didn’t pay
attention.” (A3)

“I didn’t know my girlfriend could stay in Taiwan after getting pregnant.
| always through pregnancy meant going home, so | unilaterally ended my
contract and left. Both the broker and the employer said pregnancy meant
returning home—we had no idea what Taiwan’s laws actually said.” (A4)

“Even if I had known the law forbids employers to dismiss someone for
being pregnant, I still wouldn’t have dared challenge my boss. I felt [ was
in the wrong. After all, I came here to work.” (A21)

(i) Complaint and consultation channels: Functions not achieved
Current regulations stipulate that local labor authorities are required
to conduct an “entry visit” to a migrant worker’s workplace and
dormitory shortly after arrival in Taiwan.*® In addition, the MOL
operates the “1955 Hotline,” which is advertised as a 24-hour
multilingual service for legal inquiries, psychological counseling,
workplace adaptation issues, labor-management disputes, and even
litigation fee subsidies and legal aid referrals.
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In theory, when a pregnant migrant worker faces pressure from an
employer or broker, she can turn to these official mechanisms; in
practice, outcomes are poor. Several interviewees said they could not
recall any entry visit by labor inspectors and, when problems arose,
they first sought help from compatriots or NGOs. A one-time visit fails
to deliver ongoing legal education or meaningful care.

Workers who did call the 1955 Hotline reported that staff mainly
recited legal provisions and offered no practical, situation-based
solutions. For migrants unfamiliar with Taiwanese law and
hampered by language barriers, even articulating a complaint is
difficult. If the call-taker lacks experience or patience, the
worker’s workplace reality is easily misunderstood and the call
ends with no resolution.

Because migrants operate under multiple disadvantages—

language, legal ignorance, and unequal bargaining power—filing a
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complaint always carries the risk of losing one’s job. Live-in
caregivers, excluded from the Labor Standards Act, and isolated
inside employers’ homes, are especially vulnerable. Interviews
show that the 1955 Hotline does not provide the tailored, timely
assistance their status requires, leaving many workers convinced
that complaining is useless. Even when they reach the Indonesian
Representative Office or a local Labor Affairs Bureau, they receive
only vague advice.

“I went to the Indonesian office during my pregnancy. They told me I could
be pregnant and give birth here, but if my employer or broker later
demanded I return home, I had to go. I called 1955 and they said the same
thing: | could stay here while pregnant, but after delivering the baby, my

job depended entirely on the employer and broker. If they wanted me to
leave, then I had to leave.” (422)

“Whenever | go to the Labor Bureau, they never tell me what to do right
away. They just say, “Come back if there’s a problem,” but by the time a
problem happens, it’s too late. They never told me I could request
mediation. We really hope the Bureau would talk to the broker or the
company and remind them of the law. Otherwise, the Bureau tells us not

to sign papers, while the company says we can’t work unless we sign. So,
we don’t know what to do.” (A17-18)

(iii) Analysis of complaint-handling outcomes
The MOL’s data® revealed that the 1955 Hotline handled 78
pregnancy-related cases between January and June 2021. These 78
cases involved 133 individual issues; the most frequent was early
contract termination (41 issues), followed by unfair employer
treatment (15 issues).

Official records list each case as either “settled by mediation” or
“no dispute after clarification” (including voluntary withdrawals).

A closer look at the 41 contract-termination disputes shows three
subcategories: employer-initiated early termination (31 cases),

worker-initiated early termination (9 cases), and both parties
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expressed willingness to terminate (1 case). Among the 31
employer-initiated cases, 9 workers kept their jobs, 1 worker
successfully transferred to a new employer, 8 cases ended with an
agreed postponement of termination, 8 workers had already left
Taiwan, and 5 cases remained unresolved at the time of reporting.

Table 10: Pregnancy-Related Contract Disputes

Dispute [Type Current Status of Migrant Worker
Still working for \Waiting|Waiting atWaiting in [Placed |[Working [Migrant
original employer at agency [Taiwan for [at for new |worker
Early [Employer (ContinuedPostponed jagency [for new shelter |lemployer |has Total [Notes
Contractterminates working |(or mutuallyfor transfer lemployer already
Terminajearly agreed) repatria departed
tion contract-  [tion Taiwan
termination
date
9 8 1 1 2 1 8 |31
Migrant Four cases
worker involved
terminates 1 6 0 0 0 0 2 9 liquidated-
early damage
claims.
Four cases
involved
disputes
over the
effective
date of
resignation.
One case
involved an
employer
who
refused to
terminate
the
contract.
Both agree
on early
termination 0 0 0 0 0 0 1 1
Total 10 14 1 1 2 1 11 41

Source: Compiled from the MOL’s official reply.
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# Li, Chih-Han (4 Way Voice). “Garden of Hope Foundation Survey Reveals Migrant Workers® Plight: 17% Experienced
Worker Violence, 40% Never Sought Help.” November 24, 2020. Retrieved from:
https://tw.news.yahoo.com/%E5%8B%B5%E9%A6%A8%E8%AA%BF%EG6%IF%AS%EE6%3F%ADYET%AT%BBY%E
5%B7%A5%E8%99%95%E5%A2%83-17-
%E6%9BY%BEYES%8F%97%E9%9B%87%E4%B8%BB%EG6%9IA%BA4%ES%8A%IBYESY%82%B7%HESYNAE%B3-40-
%E5%BE%IE%E6%ICUAANEL%B1%82%ES5%8A%A9-175511302.html. Last accessed: February 1, 2022.

%0 Article 27, Paragraph 1 of the “Regulations on the Permission and Administration of the Employment of Foreign
National” states, “When an employer applies to hire a foreign national to engage in work as specified in Subparagraphs 8
to 10, Paragraph 1, Article 46 of the Act, the employer shall, within three days of the foreign national’s entry into the
country, submit the following documents to the local competent authority for inspection.”

51 Ministry of Labor Official Letter No. 1100516363, dated October 18™, 2021.
52 See Avrticle 26 of the Employment Service Act.

It was observed from the narrative summaries provided by the
MOL that a few employers, once informed of the legal
requirements, withdrew their intention to dismiss the worker. Yet
the records do not indicate whether workers who accepted
dismissal did so with full knowledge of their legal rights.

Since blue-collar migrant workers may sign only fixed-term
contracts under the Employment Service Act,>? pregnancy often
coincides with the expiration of a contract, at which point renewal
is rarely offered. It was also noted that in cases in which workers
did not demand continued employment, they negotiated
compromises such as working a few extra months to earn more
before departure, avoiding breach-of-contract penalties,
recovering unpaid overtime, or obtaining an employer subsidy for
airfare home.

Given heavy agency debt and remittances to families, many
pregnant migrants view such compromises as the least damaging
option once the employment relationship has broken down.

The Control Yuan’s May 2022 Investigation Report> echoes these
findings. Out of 226 pregnancy-related complaints received in
2020 and 2021, over 60% ended with either “worker already
departed/awaiting departure” or “worker agreed to close
(withdraw) the case.”
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The report criticizes the MOL for lacking a random audit
mechanism, using inconsistent or overly broad categories (some
cases were filed under “working hours” or “wage” disputes), and
failing to require local governments to compile statistics on
pregnancy-related cases. These gaps distort national data and make
it impossible to gauge the true scale of pregnancy discrimination or
the effectiveness of existing complaint channels.

The data prompts a deeper question: Why do so many migrant
workers withdraw complaints or accept contract termination and
repatriation? Ministry-level numbers give little insight into how
local Labor Affairs Bureaus actually mediate these disputes.

The MOL should conduct genuine oversight—auditing local
authorities’ case files and mediation quality—rather than relying
solely on the paperwork local governments send back to the 1955
Hotline.

The complaint statistics supplied by MOL show that fewer than
40% of pregnant migrants who file a complaint are ultimately able
to keep their jobs. The interviewees’ verdict—complaints are
useless—is borne out by the numbers, underscoring the gap
between legal protections and on-the-ground enforcement.

MOL repeatedly points out that Article 11 of the Gender Equality
in Employment Act prohibits employers from terminating a worker
because of pregnancy. In theory, any migrant facing pregnancy
discrimination can file a gender-equality complaint with the local
labor authority. Yet MOL’s own 2020 statistics list 141 gender-
discrimination cases, and not a single complainant was a foreign
national.54 Interviews suggest a dual cause: lack of legal
knowledge and the belief that complaining is futile.

The NHRC request to MOL for all pregnancy-related 1955 Hotline
cases (Jan—Jun 2021) shows that many allegations clearly implicate
the Gender Equality in Employment Act, yet local labor bureaus treat
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them merely as ordinary labor-management disputes and do not
open an ex-officio investigation. Only 2 out of 78 complaints were
handled through a formal coordination meeting; the rest were
closed by telephone (or withdrawn), raising doubts about the quality
of such “telephone settlements.”

Those coordination meetings, moreover, typically rely on
municipal staff or ad-hoc interpreters.56 The officials present must
juggle immigration management issues, real-time interpretation,
and legal assessment, only without specific gender-equality
training. When pregnancy disputes are handled like routine wage
cases, the underlying discrimination can go unnoticed.

Taiwan’s Act for Settlement of Labor-Management Disputes offers
a formal mediation procedure conducted by trained mediators who
review evidence and craft binding settlements. Mediation should,
in principle, safeguard migrant rights more effectively than an
informal phone call. Yet not one of the 78 pregnancy-related
complaints in MOL’s file was referred to statutory mediation.

53 See Control Yuan Investigation Report No. 111 SheDiao 0011 (111 434 0011).

54 Ministry of Labor Official Letter No. 1110155268 (Division 3), dated February 18, 2022, replying to the NHRC’s
enquiries concerning the “Fourth National Report under CEDAW and Previous Concluding Observations and
Recommendations.”

55 Ministry of Labor Official Letter No. 1100516363, dated October 18, 2021.

% ETtoday News Cloud, 17 January 2021, “Taipei City Pioneers a ‘Migrant-Worker Dispute Mediation System,” Trains
Specialist Lawyers—Success Rate Exceeds 70%,” retrieved from
https://www.ettoday.net/news/1100117/1900659.htm#ixzz7MX5wu357. Last accessed: March 4, 2022.

(iv) Contract-termination verification mechanism
In 2022, while preparing its independent expert opinion on
Taiwan’s CEDAW 4" Report, the NHRC asked the MOL to explain
how many pregnancies had been processed through the official
termination-verification mechanism. The MOL replied,>” “Over the
past two years, local governments reported zero disputes in cases
where migrant workers wished to return home due to pregnancy

after verification. There were 2,517 cases in 2020 and 3,033 cases
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in 2021.”

In other words, among 5,550 pregnant migrants who resigned and
went home in 2020-21, not a single case was classified as an
unlawful termination. Is that plausible?

The Control Yuan’s 2022 Investigation Report®® notes that more
than 15,000 female migrants received Labor-Insurance maternity
benefits between 2018 and 2021. The share who left Taiwan
because their contracts ended rose from roughly 40% in 2019 to
about 60% in 2021. Even these figures undercount reality by
excluding women who have not yet—or cannot—apply for
maternity benefits, and live-in caregivers, who are not covered by
the Labor Standards Act, and are therefore not enrolled in Labor
Insurance.
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Information Card from the Workforce Development Agency, MOL

Given this large proportion of pregnancies ending in contract
termination, the official claim of zero unlawful dismissals appears
at best superficial. Hotline records clearly show cases in which
employers or brokers pressured pregnant workers to terminate
contracts and leave. Yet the verification procedure failed to detect
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any coercion. The MOL, therefore, lacks an accurate picture of
forced terminations uncovered (or not uncovered) by local
authorities.

57 Ministry of Labor Official Letter No. 1110155358 (Division 3), dated March 14, 2022.
58 Control Yuan Investigation Report No. 111 SheDiao 0011 (111 #-2 0011).

(v)

A “verified” termination without the worker’s knowledge

“Before my surgery, the broker had me sign a bilingual form saying I was
four months pregnant, had a heart condition, and could request rest if |

felt unwell. I'm not sure whether that was a termination form; they said it

was for the Labor Bureau. After the surgery, the broker booked my flight
for the next day and told me my contract was already terminated. But |
never signed any termination papers, and | know that foreign workers are
supposed to go to the Labor Bureau for verification. | never went, nor did
[ receive any confirmation call.” (A22)

This example suggests the current mechanisms do not verify the
true intent of both parties. When a migrant signs a document in a
hospital bed, does she fully understand the law and the
consequences? Was her “consent” truly voluntary, or merely an act
of resignation under pressure?

Are the “Guidelines for Handling Migrant Worker
Pregnancies” a benefit—or a burden—for workers?

Taiwan applies a strict “one-in-one-out” quota system. Before an
employer may recruit a new migrant worker, the current worker
must either leave the country or transfer to a different employer.

The MOL issued its “Guidelines for Handling Pregnancy and
Subsequent Employment Rights During the Employment Period of
Migrant Workers (hereafter referred to as “the Guidelines for
Handling Pregnant Migrant Workers™) on October 25", 2019, to
minimize labor shortages when a migrant can no longer perform her
original duties owing to pregnancy.*®

Under these Principles, once the employer and worker “mutually
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agree” to end the contract, the original employer may immediately
recruit a replacement without waiting for the pregnant worker to find
a new job or depart Taiwan.
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Information Card from the Workforce Development Agency

The Ministry states® that pregnancy disputes used to be processed
as ordinary labor conflicts, consuming time and possibly freezing
an employer’s recruitment quota while fault was investigated. Now,
if both sides state upfront that pregnancy is the reason for ending
the contract, the case bypasses lengthy procedures, and, provided
the employer has broken no other laws, the quota is not deducted.

While the Guidelines for Handling Pregnant Migrant Workers offer
a pragmatic way to fill labor gaps, they also hand employers a
legitimate pretext to pressure pregnant workers into “agreeing” to
terminate. In theory, the termination-verification procedure, carried
out by local labor authorities, should ensure genuine consent, yet
(as discussed above) the mechanism rarely functions as intended.

The Guidelines remove the standard two-month limit for finding a
new employer and allow the worker to apply for “suspension of the
transfer process” until 60 days after childbirth (extendable by

another 60 days). On paper, this offers a buffer for prenatal rest and
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postpartum recovery. In reality, a worker who suspends transfer has
no job, no income, and—after leaving the dormitory—must pay for
her housing. How can she rest peacefully?

The Ministry subsequently issued a further letter®! stating that, if a
pregnant migrant has “special circumstances” and cannot arrange
living quarters. If she does not meet the criteria for ordinary
temporary shelter, the local government may approve a 60-day
emergency placement. Yet these conditions are exceptions, not the
rule, so most pregnant migrants do not qualify. Ministry data
supplied in response to the Control Yuan follow-up show that from
October 18™, 2021, to September 30™ 2022, only 12 pregnant
migrant workers received emergency placement.®?

%9 Ministry of Labor Official Letter No. 108057452, dated October 25, 2019.

% Industry News, November 8, 2019, “Guidelines for Handling Migrant-Worker Pregnancies: Mutual
Employer-Employee Termination; Manufacturing-Sector Foreign-Worker Headcount Exempted.”
Retrieved from:
https:/Amaww.forwardhrm.com.tw/108/11/08/%E 7%A7%BBY%ES%B 7%A5%E6%87%B7%E5%ADY%95%E8%99%
95%E7%90%86%E5%8E%9F%ES5%89%87-

%E5%8B%9E%E9%9B%87%E5%90%88%E 6%84%8F%E8%AT7%A3%ET7%B4%84-
%E8%A3%BD%E9%80%A0%E6%A5%ADY%ES%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/

61 See Ministry of Labor Official Letter No. 1100516203, dated October 18, 2021.
62 Control Yuan 2019 Investigation Report No. 100.

Current implementation of the “Guidelines for Handling
Migrant Worker’s Pregnancy”

Interviews with migrant mothers now living in shelters revealed
that they obtained placement only after filing a labor-dispute case;
none had even heard of the Guidelines. Employers who have
attempted to apply the guidelines have expressed practical
concerns, including that a pregnant worker may no longer be able
to stay in the company dormitory, recruiting a replacement is not
instantaneous, and the resulting manpower gap and handover
problems are difficult to manage.
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https://www.forwardhrm.com.tw/2019/11/08/%E7%A7%BB%E5%B7%A5%E6%87%B7%E5%AD%95%E8%99%95%E7%90%86%E5%8E%9F%E5%89%87-%E5%8B%9E%E9%9B%87%E5%90%88%E6%84%8F%E8%A7%A3%E7%B4%84-%E8%A3%BD%E9%80%A0%E6%A5%AD%E8%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/
https://www.forwardhrm.com.tw/2019/11/08/%E7%A7%BB%E5%B7%A5%E6%87%B7%E5%AD%95%E8%99%95%E7%90%86%E5%8E%9F%E5%89%87-%E5%8B%9E%E9%9B%87%E5%90%88%E6%84%8F%E8%A7%A3%E7%B4%84-%E8%A3%BD%E9%80%A0%E6%A5%AD%E8%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/
https://www.forwardhrm.com.tw/2019/11/08/%E7%A7%BB%E5%B7%A5%E6%87%B7%E5%AD%95%E8%99%95%E7%90%86%E5%8E%9F%E5%89%87-%E5%8B%9E%E9%9B%87%E5%90%88%E6%84%8F%E8%A7%A3%E7%B4%84-%E8%A3%BD%E9%80%A0%E6%A5%AD%E8%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/
https://www.forwardhrm.com.tw/2019/11/08/%E7%A7%BB%E5%B7%A5%E6%87%B7%E5%AD%95%E8%99%95%E7%90%86%E5%8E%9F%E5%89%87-%E5%8B%9E%E9%9B%87%E5%90%88%E6%84%8F%E8%A7%A3%E7%B4%84-%E8%A3%BD%E9%80%A0%E6%A5%AD%E8%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/
https://www.forwardhrm.com.tw/2019/11/08/%E7%A7%BB%E5%B7%A5%E6%87%B7%E5%AD%95%E8%99%95%E7%90%86%E5%8E%9F%E5%89%87-%E5%8B%9E%E9%9B%87%E5%90%88%E6%84%8F%E8%A7%A3%E7%B4%84-%E8%A3%BD%E9%80%A0%E6%A5%AD%E8%81%98%E5%83%B1%E5%A4%96%E5%9C%8B/

The MOL figures supplied to the NHRC®confirm the limited reach
of the scheme (see Table 8). There were 115 pregnant migrant
workers who applied to change employers or jobs—38 in the
industrial sector and 77 in the social welfare sector—between the
promulgation of the guidelines on October 25th, 2019, and the end
of August 2022. Of these, only 41 transfers were completed (10
industrial, 31 social-welfare).

After excluding 42 cases that were suspended or still pending, the
effective success rate was 56.2% (41 out of 73), indicating that the
probability of failure exceeded 40%. Set against Control Yuan data
indicating that® on average, more than 2,000 pregnant migrants
terminated their contracts and returned home each year between
2019 and 2021, the figures suggest that—however well-
intentioned—these guidelines lack the comprehensive supporting
measures needed for real impact.

83 Ministry of Labor Official Letter No. 1110521887, dated September 29, 2022.
64 See Control Yuan Investigation Report No. 111 SheDiao 0011 (111 #-# 0011).
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Table 8: Statistical Analysis of Applications for Employer or Job Transfer from the Promulgation of
the “Guidelines for Handling Pregnant Migrant Workers” on October 25", 2019, Through the End of

August 2022
Current Status of Migrant Worker Total Number
Indonesia [Philippines [Vietnam number ofdeparted, [Successful-
Type — - transfer |missing, or transfer rate
Departed |Missing [Transfer  |Continued applicatio continued  |(A/B)
Taiwan suspended employment |ns with a new
or in with a new employer
progress  femployer (A) (B)
Industrial-
Sector 3 9 26 12 3 13 10 38 25 40%
Migrant
\Workers
Social-
Welfare- [51 18 8 16 1 29 31 77 48 64.58%
Sector
Migrant
\Workers
Total 54 27 34 28 4 42 41 115 73 56.16%

Source: Compiled from MOL statistics.

v. Health, Education, and Social Protection for Children of
Missing Migrant Workers

e S

~x

i

Supervising Commissioners Wang Yu-ling and Wang Mei-yu interviewing a missing migrant-worker

mother (Self-Taken).
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Although the MOHW?’s “Table of Services and Applicable Laws for Non-
National Children and Youth (2018)% shows that most questions of
nationality, health, education, and social protection have been
resolved for unaccompanied foreign minors, the situation remains
intractable for accompanied children who live in hiding with
parents who have absconded from their employers.

Because non-national children and adolescents must first obtain
nationality or legal residency before they can claim any rights in
Taiwan, the dependent children who live in hiding with their
absconded migrant-worker parents lack such status. Fearing
deportation, these parents do not dare seek assistance, and their
children are consequently denied both the right to health and the
right to education.

Interviews with missing migrant workers reveal that many of them
absconded after suffering unfair treatment by employers or
receiving no help from brokers, all while bearing the financial
burden of supporting families in their home countries. Under these
pressures and the constant threat of repatriation, they felt they had
no choice but to disappear—Ieaving their children to become
“undocumented children without registration or protection.

Mothers leaving behind infants with NGOs or with other
undocumented migrants have to keep working and endure the pain
of separation. Their children have no NHI, which means that while
routine vaccinations are available, any medical visit must be paid in
full. Furthermore, as the child grows older, school becomes another
obstacle.

“When I first came, I cared for an elderly woman for two years on a legal
contract, but she scolded me constantly and the broker would not help. So,
[ ran away to work in the Lishan orchards...I leave the child at an NGO
shelter and visit on my day off—sometimes only every two or three months.
A doctor visit costs about NT$450 each time. The child is now three, which
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means schooling will become an issue too. | may go home next June or
July. The NGO arranges the vaccinations.” (Couple A25-26)

“I worked nine years legally in Zhonghe caring for a grandmother. When
| became pregnant, my contract was almost up. The broker said that once
| had a baby, I could not care for the elderly lady, but I loved working for
her. When | was five months pregnant the employer agreed to keep me but,
but the broker refused. | had already invested money in a house in
Indonesia,; without work the house would be lost. So, I ran away.... My
child is now four. The NGO helps when he is sick. | rent a room for
NT$5,000 a month plus utilities; | have no NHI, so every illness is out-of-
pocket....I do want to return home: the child should start school, learn
Indonesian as well as see his grandparents.” (Couple A29-30)

The Control Yuan’s December 2022 Investigation Report No. 111
CaiDiao 0044 (111 p43:% 0044) recounts that researchers visited a

high-altitude fruit-and-vegetable region and interviewed more than
ten missing Indonesian workers, including several couples. Two
striking features emerged: First, the men had originally come to
Taiwan as locally hired fish-boat crew, while the women had
entered as live-in caregivers. Second, both men and women fled
their original workplaces because of low wages and poor
conditions.

Living in constant fear of immigration raids because their visas
have long expired, these families not only forfeit every statutory
right but also struggle to meet their children’s needs for care,
schooling, health services, and normal social development.

“One of the saddest cases involved a toddler, Mozha, whose parents had
worked in the mountains for ten years. Introduced by friends, they
eventually married and had children in Taiwan. At barely one year of age,
Mozha was diagnosed with a brain tumor that left him weak and immobile.
Treatment cost well over one million NT dollars, but, with fund-raising by
Harmony Home and hospital efforts to secure resources, he was able to
undergo surgery and chemotherapy. However, an arduous course of
rehabilitation stil/ lies ahead.”
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The National Health Insurance Act®® stipulates that non-national
children must possess a valid residence document before they can
enroll in the system. Likewise, the “Regulations Regarding
International Students Undertaking Studies in Taiwan” allow only
foreign children with legal residence to apply for school
admission, and even then, they must pass entrance tests before
their student status is recognized. Lacking ROC nationality means
these children are outside the Primary and Junior High School
Act; when they reach school age, they receive no automatic
placement and their parents must apply directly to a school.
Therefore, for the children of lawfully employed migrants—who
can obtain residence permits—basic access to medical care and
schooling is manageable.

The most vulnerable group is the accompanied children who hide
in Taiwan with parents who have absconded. They have no access
at all to health care or education while living off the grid. A related
category consists of children whose fathers are ROC nationals but
who were never married to the foreign mothers.%

Until the father completes paternity acknowledgement, or the
missing mother resurfaces, these children cannot acquire nationality
or legal residence. They may be allowed to “audit” classes, but they
never gain official enrollment, cannot progress through the school
system, and are barred from many activities because insurance
cannot be issued. All of these factors seriously impair the learning
and psychosocial development of such children.

% See the Social and Family Affairs Administration website, “Services and Applicable Regulations for Non-National
Children and Adolescents.” Retrieved from : https://www.sfaa.gov.tw/SFAA/Pages/List.aspx?nodeid=1175.
% See Article 9 of the National Health Insurance Act.

8 He, Yu-hua. Liberty Times, January 4, 2023, “Mother a Viethamese Runaway Migrant Worker—Fifteen-Year-Old Girl
Left Stateless, Graduation Trip Lost.” Retrieved from: httpe:/news.ltn.come.tw/news/society/paper/1560749.

IV. Survey Analysis: Employers’ and Brokers’ Attitudes
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Toward Pregnant Migrant Workers and Practical
Handling Approaches

This study conducted a questionnaire-based survey to better understand
how Taiwanese employers and brokers perceive migrant workers’
pregnancy in relation to labor rights and social supports networks and to
collect suggestions on relevant government policies. The survey
included questions on basic information (4 for employers and 3 for
brokers), labor rights (15 for employers and 12 for brokers), social
support networks (8 for employers and 6 for brokers), and policy
recommendations (4 for employers and 3 for brokers). The questions
consisted of both single- and multiple-choice formats.®® The sample
was drawn from a list of employers provided by the MOL of industrial-
sector migrant workers (excluding domestic workers) who applied for
labor insurance maternity benefits between January and June 2021.
After removing duplicates, questionnaires were sent to 1,095 employers
(160 responses, 14.61% response rate) and 471 brokers (81 responses,
17.19% response rate).

% For multiple-response questions, percentages were calculated as (number of selections/total number of respondents to
that question) x 100%.

I. Survey Findings

(i) Attitudes toward migrant pregnant workers

1. Most employers and brokers disapprove of migrant workers becoming
pregnant while working in Taiwan. Figures 1 and 2 demonstrate that only
29% of employers and 14% of brokers agreed that migrant workers
should be allowed to become pregnant during their stay.
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Figure 1: Employer Attitudes Toward Migrant Workers Becoming Pregnant While Working in Taiwan
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Figure 2: Broker Attitudes Toward Migrant Workers Becoming Pregnant While Working in Taiwan

However, analysis based on the number of migrant workers employed
shows that employers who hire more migrant workers are generally
more accepting of pregnancy during employment. Additionally, large
enterprises were more likely than small and medium-sized enterprises
to express support.

Employers and brokers who opposed pregnancy among migrant
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workers commonly cited the contractual nature of migrant labor and the
original intent behind hiring them—to fill labor shortages. Pregnancy,
they argued, disrupts workforce planning and coordination.
Furthermore, they expressed concern that migrant workers, often alone
in Taiwan, lack familiar support, which makes it hard for employers to
provide assistance. Statistically, companies hiring fewer migrant
workers were more likely to oppose pregnancy, while those with larger
migrant workforces were more supportive. This is likely because larger
enterprises are better equipped to absorb the financial and logistical
costs of pregnancy-related disruptions.

Among brokers, opposition was even stronger than among employers,
regardless of the number of migrant workers they serve. Brokers
pointed out that most migrant jobs, such as factory work or caregiving,
are physically demanding and inherently unfriendly to pregnant
workers.

They also noted that since labor regulations prohibit migrant workers
from taking on tasks outside their permitted duties,* it would be difficult
to adjust a pregnant worker’s job scope accordingly. This underscores
that Taiwan's current labor environment is fundamentally incompatible
with the needs of pregnant workers, and employers face practical
difficulties adjusting work assignments.

Some employers conditionally agreed to pregnancy, stating that if the
worker is capable of caring for both herself and her child, pregnancy
and childbirth should be permitted. These employers also hoped the
government would subsidize replacement labor when a pregnant worker
takes leave or cannot work night shifts. This suggests that employer
opposition is not rooted in ideology, but in the challenges of workforce
management that must be addressed first.
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2. Most employers and brokers handle migrant worker pregnancies by
terminating contracts and arranging for the worker to return home
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Figure 3: Employer Responses to Pregnant Migrant Workers
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Figure 4: Broker Responses to Pregnant Migrant Workers

Figure 3 shows that among 129 employers who had previously hired pregnant
migrant workers (multiple answers allowed), 50% (65 instances) resolved the
situation through “contract termination and repatriation” while 38% (49 cases)
chose to “continue employment,"” and 6% (8 cases) opted for "negotiated
transfer to a new employer or job.”

Figure 4 shows that among 71 brokers who had encountered cases of migrant

worker pregnancies (also allowing multiple answers), 58% (41 cases) used the
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“termination and repatriation” method, 46% (33 cases) continued
employment, and 17% (12 cases) arranged for a transfer to another employer
or job.

Survey responses describing how employers and brokers handle
pregnancy include the following:
Contract termination and repatriation:

Employers expressed concerns that pregnancy affects work allocation,
attendance, and necessitates retraining new staff. They also cited inadequate
facilities and support for pregnancy, childbirth, and childrearing in company-
provided dormitories.

Some employers preferred termination to avoid setting a precedent among
workers. Others noted their workplace was unsuitable for pregnant workers
and that the migrant workers themselves agreed to return home. In some cases,
workers reportedly chose to resign and return home around their six month of
pregnancy to give birth and arrange childcare abroad.

Brokers explained that employers had hired migrant caregivers for elderly
family members with cancer, and no one else in the household was available
to assist. In such cases, if the migrant worker could not continue due to
pregnancy, there was no one left to provide care. It was also difficult to find a
new employer willing to hire a pregnant worker.

Continued employment:

Employers said they were willing to retain pregnant workers as long as they
could perform their duties and care for themselves and their child. Some
wished to retain good employees and cited compliance with Responsible
Business Alliance (RBA)™ labor rights standards.

Brokers reported that some workers returned to Vietnam one to two months
before giving birth and then came back to work after recovering. Brokers also
consulted with workers and employers to reach mutual agreements. However,
some cases of continued employment were not out of support for pregnant
workers—some employers allowed workers to stay simply because their
contracts were about to end, or because both parties reluctantly agreed despite
challenges.

% Article 57, Subparagraph 3 of the Employment Service Act states, “An employer hiring a foreign national shall not... assign
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that foreign national to perform work other than that permitted.”

" The Responsible Business Alliance (RBA) is the world’s largest industry coalition dedicated to promoting
sustainability among companies connected to the electronics sector. All member firms must comply with a Code
of Conduct, whose most recent version 7.0 has been in force since January 2021. The Code retains five core
themes: “Labor,” “Health and Safety,” “Environment,” “Ethics,” and “Management Systems.”

3. Most employers are aware of and support labor law protections for
pregnant migrant workers, but some show contradictory attitudes

Survey data shows that 96% of employers are aware that pregnant migrant
workers are protected under the Gender Equality in Employment Act, which
prohibits dismissal or mistreatment on the grounds of pregnancy and grants
seven days of prenatal check-up leave and eight weeks of maternity leave.
Only 4.37% said they were unaware of these protections. Among respondents,
77% deemed these legal provisions reasonable, while 23% did not.

Employers’ views, as summarized from the survey, include:

Supportive employers affirmed that human rights should not differ based on
nationality, and laws must apply equally. However, some of these supportive
employers held conflicting views. For example, they agreed with the law in
principle but also felt migrant workers should not give birth while in Taiwan,
or that leave should be unpaid. Some suggested migrant workers wages should
be separated from the minimum wage standard, or that employers deserve
compensation if their interests are compromised. Others doubted the law’s
effectiveness, pointing to practical challenges such as the lack of childcare for
migrants who live alone.

Opposing employers argued that pregnancy-related leave, especially
maternity leave, disrupts operations and undermines the original purpose of
hiring migrants to fill labor shortages. They noted that pregnancy leads to
additional non-work responsibilities—such as arranging childcare or return
travel—which are burdensome, particularly for small businesses.

Some emphasized that migrant workers come to Taiwan to earn money, not
to start families, and insisted the benefits should not match those of local
workers. Others felt that if the regulations impose too many obligations, they
might as well hire locals instead.

4. Most employers and brokers are aware of the “Guidelines for Handling
Pregnancy Among Migrant Workers,” but many doubt their effectiveness in
addressing labor management issues

The survey revealed that 73% of employers were aware of the guidelines, while

27% were not. Among aware employers, 43% believed the guidelines help
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solve labor allocation issues, 31% thought they do not, and 27% were unsure.

For brokers, awareness was even higher where 93% were aware of these
guidelines while 7% were not. However, only 27% believed the guidelines
were helpful in resolving labor issues, 46% thought otherwise, and 27% were
unsure.

Employers and brokers shared the following perspectives:

Those who believed the guidelines were helpful said:

Employers appreciated that the guidelines allow pregnant workers to transfer
to more suitable jobs without affecting the employer’s quota, framing it as a
win-win situation.

Brokers valued having a formal government policy to follow, which makes it
easier to mediate without being caught in difficult positions. They noted that
pregnancy inevitably brings physical discomfort (e.g., nausea, bleeding,
inability to lift heavy items), so allowing transfers to more appropriate roles
benefits both sides.

Those who believed the guidelines were not helpful explained:

Employers acknowledged that increased flexibility in hiring a replacement,
but pointed out that this depends on the migrant worker’s agreement to
terminate the contract. If the worker refuses, it may escalate into a labor
dispute. Additionally, employers still bear the costs and responsibility of
interim accommodations if the worker defers transfer. Delays in bringing in a
replacement create workforce gaps, even if mutual agreement is reached.
Employers suggested the government offer faster job-matching mechanisms
or temporary staffing support.

Brokers argued that while the “mutual agreement” principle is rooted in
contractual freedom, in practice, migrant workers are often unwilling to
compromise. Employers are hesitant to continue employing pregnant workers
due to safety concerns, and new employers are generally reluctant to take
them. As a result, transfers rarely succeed. Brokers felt that the policy lacked
practical feasibility, despite its good intentions.

5. Most employers and brokers believe the “Guidelines for Handling
Pregnancy Among Migrant Workers” help protect pregnant workers’ job
security, though brokers tend to hold more negative views than employers
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Figure 5: Employers’ Views on the Guidelines for Handling Pregnancy Among Migrant
Workers

Survey data shows that 51% of employers believe the guidelines help pregnant
migrant workers retain their jobs, 16% think they do not, and 33% are unsure.
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Figure 6: Brokers’ Views on the Guidelines for Handling Migrant Worker Pregnancies

Among brokers, 42% believe the guidelines are helpful, 26% think they're not,
and 32% are unsure.

According to survey responses from employers and brokers on this

Issue:

While most employers and brokers view the guidelines as supportive of
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pregnant migrant workers’ job security, few provided clear reasons to justify
this belief. Those who felt the guidelines were ineffective in safeguarding
continued employment often pointed out that unless the migrant worker has
family in Taiwan, it is difficult to transfer to a new employer after becoming
pregnant.

Others noted that many migrant workers, after assessing their own
circumstances and realizing they cannot balance work with childcare
responsibilities, tend to terminate their contracts voluntarily. Some also
believed that while employment rights may be protected in the
manufacturing sector, it is unclear how a pregnant worker in the social
welfare sector could continue caring for a severely ill person.

(ii) Migrant workers’ social support networks

1. Children born in Taiwan are more often cared for locally

Sample size: 31 respondents (multiple choice)

Figure 7: Employer Awareness of Post-Childbirth Care Arrangements for Migrant Workers’ Children Born
in Taiwan

Figure 7 demonstrates that among the 31 employers who reported that their
migrant workers had given birth in Taiwan, the postnatal care arrangements
for the children (multiple responses allowed) included: 48% said the children
were cared for by the workers themselves in Taiwan, 45% said the children
were taken back to their home countries to be looked after by relatives, 35%
were cared for by fellow migrants or friends in Taiwan, and 6% were placed
with NGOs.
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Figure 8: Brokers” Awareness of Post-Childbirth Care Arrangements for Migrant Workers” Children Born in
Taiwan

Figure 8 shows responses from 39 brokers, where 54% said the children were
sent back to the home country to be cared for by relatives, 31% were cared
for by the workers themselves in Taiwan, 26% were looked after by fellow
migrants or friends, 13% were placed with NGOs, and 10% used childcare
services in Taiwan.

From the above statistics, it is evident that although a notable percentage of
migrant workers choose to send their children back to their home country
(45% from employer responses and 54% from broker responses), a larger
portion of workers opt to have their children remain in Taiwan. These children
are cared for either by the workers themselves (48% employer, 31% broker),
by friends or compatriots (35% employer, 26% broker), or by NGOs (6%
employer, 13% broker)

2. Brokers are more opposed than employers to granting pregnant
migrant workers and their children the same access to healthcare,
childcare, and education as nationals
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Figure 9: Employer Views on Whether Pregnant Migrant Workers and Their Children Should Have
Access to the Same Social Welfare Resources as Nationals

According to Figure 9, among the 160 employers surveyed, 41% supported
the idea that pregnant migrant workers and their children should enjoy the
same social welfare benefits as nationals, 34% were opposed, and 26% were
unsure.
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Figure 10: Broker Views on Whether Pregnant Migrant Workers and Their Children Should Have
Access to the Same Social Welfare Resources as Nationals

In contrast, Figure 10 shows that among the 81 brokers surveyed, only 28%

supported equal welfare access, while 55% were opposed and 17% were
unsure.
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The views of employers and brokers are summarized according to
survey responses as follows:

Survey responses indicate that employers who opposed equal welfare access
believed it would encourage migrant workers to come to Taiwan not to
work, but to have children. They also cited concerns that domestic resources
are already stretched, and that most migrant workers send 90% of their
income back home while benefiting from favorable tax conditions. Some
questioned whether the children of migrant workers would contribute to
Taiwan’s workforce and whether they should be entitled to national-level
benefits.

Brokers opposing equal access argued that migrant workers typically stay in
Taiwan for only 5 to 6 years and should not have the same rights as
nationals, unless they hold long-term or permanent residency. They
emphasized a user-pays principle, suggesting it is unfair to fund migrant
workers’ benefits using taxpayers’ money.

Brokers also expressed concern over high social costs, cultural differences,
and a lack of local family support, stating that migrant workers are in Taiwan
on work visas and should prioritize employment. Additionally, since most
migrant workers do not pay income tax, some questioned why they should
be entitled to such benefits. They also feared that offering equal welfare
could encourage abuse of the system through word-of-mouth.

3. Brokers are more likely than employers to believe pregnant
migrant workers should handle their own prenatal and childcare
needs

Among the 129 employers surveyed (allowing multiple responses), 86%
believed migrant workers should handle these issues themselves, 39% felt
brokers should take responsibility, 39% thought the government should be
responsible, and 20% believed employers should provide assistance.

Among the 81 brokers surveyed, 96% believed migrant workers should
manage these issues independently, 40% felt the government should assist,
19% believed brokers should be responsible, and only 16% felt it was the
employer’s duty.

The views of employers and brokers are summarized according to
survey responses as follows:
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Overall, most survey respondents agreed that migrant workers should bear
primary responsibility for issues arising from pregnancy. Since migrant
workers are employed under the same labor framework as nationals, they are
expected to assess their own circumstances before deciding to have children,
rather than shifting the burden to employers or the government. Some
employers added that support could be offered within reasonable limits as part
of employee welfare.

Others pointed out that brokers, who collect high fees, should assume some
responsibility, and that the government should offer policy and resource-
based support. However, they emphasized that migrant workers must take the
initiative to seek out the resources available to them.

(i) Policy recommendations

1. Brokers were more likely than employers to oppose government
assistance and resources aimed at helping migrant workers in
Taiwan retain their jobs while also managing childrearing
responsibilities

Don’t know

22%

v

Sample size: 160 respondents (single choice)

W Aegree @ Disagree Don’t know

Figure 11: Employer Views on Government-Supported Measures and Resources to Help Migrant
Workers in Taiwan Maintain Employment While Raising Children

Figure 11 shows that based on responses from employers, support and
opposition were evenly split: 39% were in favor, 39% were against, and 22%
were uncertain.
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Figure 12: Broker Views on Government-Supported Measures and Resources to Help
Migrant Workers in Taiwan Maintain Employment While Raising Children

Figure 12 reveals that among brokers, only 24% supported such measures,
while 59% were opposed and 17% expressed uncertainty.

The views of employers and brokers are summarized according to
survey responses as follows:

Employers who opposed such policies believed they would shift the burden
onto employers and undermine the rights and interests of local citizens. Some
viewed this as an indirect encouragement for migrant workers to have children
in Taiwan, which could lead to more complications related to childbirth
among the migrant population.

Brokers who opposed the idea argued that the needs of local citizens should
take precedence, especially when even domestic families struggle to access
adequate care and support. They suggested that increasing subsidies for local
births would be more effective. However, some brokers did express support,
stating that if the government could provide childcare facilities or resources,
it would bring peace of mind to both workers and employers.
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2. A majority of employers were willing to continue employing
migrant workers under the condition that the workers could
manage pregnancy or childbirth on their own without affecting
their job performance

Specifically, 52% of employers expressed willingness to keep employing such

workers under tense conditions, while 38% indicated they would do so if the
government could help address labor shortages caused by the worker’s leave.

3. Employer recommendations on government policies regarding
migrant workers becoming pregnant (or giving birth) in Taiwan

® The government should provide measures or resources to address
labor shortages caused by maternity leave.

® Taiwan’s resources are limited; if migrant workers later obtain
ROC nationality, then they should be entitled to equal rights. But
if not, taxpayers’ money should not be used to raise other nation’s
children.

® Careful consideration is needed regarding -cultural and
educational impacts, which will inevitably influence Taiwan’s
future. Different living habits lead to rule-breaking.

® Supporting measures must be well thought out. Do migrant
workers truly identify with and contribute to Taiwan, or are they
here merely to benefit from its resources?

® Being too generous to migrant workers won’t earn their gratitude;
instead, it may encourage others to follow suit, exploiting
Taiwan’s welfare and leaving when it’s used up.

® Health insurance benefits should vary depending on how long a
migrant has worked for the same employer and whether they
have naturalized.

® Equal treatment is fine, but it shouldn’t increase the employer’s
burden. Employers with staffing needs should receive support.
The government should ensure proper postpartum care.

® Childbirth is a matter of life and death, and it is unrealistic for
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employers to shoulder that responsibility. The government
should consider allowing migrant workers to be accompanied by
family during this time, especially given cultural differences and
parenting challenges.

Employers will generally comply with government policy, but an
unwed pregnancy presents more complications.

Future problems may arise without proper planning for the
nationality, education, language, and cultural identity of migrant
children (e.g., ghost or undocumented populations).

Government agencies currently lack a comprehensive system and
capacity to manage this issue. Such policies may only burden the
country, employers, and lead to exploitation by opportunistic
migrants without sufficient preparation.

4. Broker recommendations on government policies regarding
migrant workers becoming pregnant (or giving birth) in Taiwan

The government should focus on how pregnant workers can
remain employed and receive proper prenatal care, while helping
employers with labor shortages. After childbirth, children should
ideally return to their home countries for care and education, as
Is currently practiced.

Since migrant and local pregnancies are treated the same, many
workers may deliberately plan pregnancies to claim labor
insurance benefits. This could lead to situations where employers
invest time and money to recruit workers from abroad, only to
have them leave within a year.

The government should establish a dedicated agency. Foreign
spouses or migrant volunteers could assist.

Helping expectant mothers return to their home countries is the
best solution for both mother and child, born or unborn.

Migrant workers are introduced to fill labor gaps. If pregnancy

causes work disruptions or social problems, no party—
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government, employer, or migrant—wants that outcome.
Therefore, the government should establish clear legal guidelines,
reaffirming that migrant work in Taiwan is for employment.
Pregnancies that occur should be handled in the home country.

There should be greater promotion of what migrant workers
should do if they become pregnant in Taiwan.

If a migrant marries a local or obtains residency through family
ties, then the government may provide support for childbirth and
childcare in Taiwan.

Basic human rights should be protected, but support must be
regulated. If Taiwan is to provide blanket support for all, perhaps
it should adopt jus soli (birthright citizenship), allowing children
born in Taiwan to obtain nationality. This is a potential strategy
to address the country’s low birthrate and national security
concerns.
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Figure 13: Employer Decision-Making Process for Hiring Migrant Workers and Managing Migrant Worker
Pregnancies (Self-Compiled)

The findings of the questionnaires show that employers hire migrant
workers primarily to address labor shortages, but are generally unwilling to
bear the additional costs associated with migrant workers’ pregnancies.
Taiwan’s labor laws apply uniformly regardless of company size, meaning
all employers must comply with regulations concerning pregnant workers,
including job adjustments, prenatal leave, maternity leave, and parental
leave without pay. However, small and medium-sized enterprises often find
it more difficult than large corporations to absorb these economic and
staffing burdens. As a result, larger enterprises tend to demonstrate a more
supportive attitude toward pregnant migrant workers. Moreover, employers
must not only fulfill legal obligations but also contend with the fact that
most migrant workers come to Taiwan alone without family support. This

raises concerns about who will care for them during pregnancy, delivery,
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and postpartum, including the childcare responsibilities that follow.

This burden is particularly heavy for employers of home-based caregivers.
These employers, often caring for aging family members, are essentially
taking on responsibilities that ideally should be borne by the state. They are
not equipped to manage both their caregiving duties and the obligations tied
to employing a pregnant worker. One employer of a domestic caregiver (B3)
described the dilemma as follows:

“You say migrant workers have legal protection if they become pregnant

in Taiwan—/I"m fine with that. But who’s going to pay for it? The real

problem is housing. For someone like Fia, a live-in caregiver, most

middle-class households already have tight living spaces, let alone room

for her and her child. Even if she rents a place herself, unlike factory

workers who can clock in and out, caregivers work around the clock and

can’t just take care of their child after work. Whether the salary is enough

to support a child Is the most pressing concern...” (B3)

When employers are unable to bear the costs associated with supporting a
pregnant worker, they often opt for contract termination and repatriation.
Under conditions of information irregularity and unfriendly workplaces,
migrant workers often have no choice but to “voluntarily” accept the
employer’s “well-meaning suggestion” to terminate the contract. The survey
also found that employers willing to retain pregnant migrant workers do so
only when the workers can manage their pregnancy and childcare without
affecting their job performance. Termination becomes a compromise
reached by both employer and employee due to these cost-related
concerns. This contradiction is further evidenced by survey responses: most
employers are aware of and support the legal protections for pregnant
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migrant workers, but do not fully implement them in practice.

Although the majority of employers and brokers are aware of the
“Guidelines for Handling Migrant Worker Pregnancies,” they
generally do not believe the policy helps resolve labor employment
issues. The key issue lies in the requirement for both parties to agree to
terminate the contract mutually. If a migrant worker fears difficulties in
finding new employment and refuses to agree, the matter typically reverts
to labor disputes. Even when mutual agreement is reached, a waiting period
still remains before new workers can be hired. If postnatal childcare
arrangements cannot be resolved for the pregnant worker, job transfer
remains difficult. Therefore, the government is advised to provide more
effective matching mechanisms or temporary staffing solutions. Job
matching efforts could begin early to avoid staffing gaps since there is
typically a gap between pregnancy and childbirth.

Comparatively, brokers are more strongly opposed to granting
pregnant migrant workers and their children the same access to
healthcare, childcare, and education as local citizens. Their objections
are based on perceived unfairness: migrant workers come to Taiwan for
work, stay only a few years, remit most of their earnings abroad, and often
pay little or no taxes. Furthermore, it is unclear whether their children will
contribute to the national workforce in the future.

Finally, survey responses reveal that most employers and brokers
believe migrant workers should be responsible for managing issues
arising from pregnancy, including health concerns, childbirth, and
childcare. Although some suggest the government, employers, or brokers
should share these responsibilities, these views are in the minority. The
prevailing opinion is that pregnant workers—migrant or local—should be
treated the same. However, this stance overlooks the structural challenges
faced by migrant workers, who lack the local support networks and family
assistance available to Taiwanese citizens.
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V. Conclusion

I. Investigative Findings
The Labor Standards Act and the Gender Equality in Employment Act

guarantee pregnant employees a range of entitlements, including
prenatal rest, leave for medical check-ups, maternity leave, parental
leave without pay, protection against pregnancy-based discrimination,
and the right to request reassignment to lighter duties. Yet migrant
workers often fail to realize these rights. Language barriers, limited
access to information, the legal constraints that prevent them from
freely changing jobs, and the absence of family support systems
collectively impede their ability to claim the protections to which they
are formally entitled.

Current laws assign employers specific responsibilities for maternal
health protection, but many employers see pregnancy among female
migrant workers as causing significant operational issues. This view
Is especially clear among employers of live-in care workers; the very
nature and setting of home-based care make it much harder than
industrial employers to shift labor. When conflicts occur over rights
because of pregnancy and childbirth, neither migrant workers nor their
employers can find practical solutions, and pregnant migrant workers
often face ongoing barriers to exercising their right to work.

(i) Female migrant workers do not, in practice, receive the
maternal protection guaranteed by law, and the plight of live-
in care workers is particularly severe

1. Implementation challenges leading to policy failure
Although the Labor Standards Act, the Gender Equality in

Employment Act, and other policies formally safeguard the
employment and parenting rights of migrant workers who become
pregnant in Taiwan, these measures fail to account for on-the-ground
realities and therefore remain largely ineffective. This is detailed as
follows:
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(1) Inadequate dissemination of legal information
The MOL repeatedly emphasizes that employers may not dismiss

migrant workers once they become pregnant and has promoted this
rule through entry-orientation courses, handbooks, websites, and
social-media channels. Yet the authorities overlook the linguistic and
cultural barriers faced by migrant workers, as this complex body of
regulations is, for many, literally “unreadable.”

Brokers rarely explain Taiwan’s legal protections in detail to avoid
extra costs; if they find out a worker is pregnant, they often terminate
the brokerage contract immediately. Employers, on their part, often
assume that migrant workers are here to work, not to have children,
causing many workers to believe they must return home if they
become pregnant.

(2) Complaint and advisory services lack sensitivity and proactivity
Most interviewees stated that the 1955 Hotline provides little prompt

or effective support. Local labor-affairs offices usually resolve
disputes by phone; whether such remote intervention can create a truly
fair platform for labor-management negotiations—and thus protect
workers’ rights—remains uncertain.

(3) A largely formalistic contract-termination verification mechanism
Intended as the final safeguard against unilateral dismissal of

pregnant workers, the contract-termination verification process
often falls short in practice. Migrant workers, under information
irregularity, can be persuaded to “agree” to termination without fully
understanding the consequences. Local governments, moreover,
tend to carry out the verification as a mere formality, making it
difficult to detect or too easy to overlook that a worker’s consent
results from pregnancy-related hardship rather than genuine
voluntariness.

(4) Pregnancy-handling guidelines that lack supporting measures
Since its enactment on October 25" 2019, through the end of August
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2022, the “Guidelines for Handling Migrant-Worker Pregnancies”
resulted in only 115 applications for employer or job transfers.™
However, during the same period, more than 2,000 pregnant migrant
workers per year on average terminated their contracts and returned
home, highlighting the limited impact of the guidelines.

Although well-intentioned, by allowing the employer and employee
to end the contract by mutual agreement when pregnancy renders the
work unsuitable, the guidelines can be exploited by employers already
intent on forcing a worker’s repatriation, thus providing legal cover
for what is essentially coercion.

The guidelines also ignore the workers’ need for accommodation
during the suspension of a job transfer and the risk that the transfer
may ultimately fail; even where an employer may immediately hire a
replacement, staffing gaps and training costs persist. Both migrant
workers and employers, therefore, confront practical difficulties that
the current framework does not address.

(5) Emergency shelter measures during pregnancy have produced
limited results
Only 12 pregnant migrant workers™ received emergency shelter from

October 18" 2021, to the end of September 2022. Under this program,
a migrant worker who, during pregnancy, cannot make her living
arrangements and does not meet the criteria for “temporary shelter”
may, if the local authority deems placement necessary, be granted up
to sixty days of emergency accommodation. However, very few
workers qualify since access depends on discretionary approval, and
no uniform criteria currently exist.

(6) Respite-care services are constrained by excessive limits
A 2020 MOL-commissioned study showed that up to 60% of

employers had never used respite care.” The MOHW reviews respite
care as a way to relieve long-term stress on family caregivers, not as
a substitute for the labor lost when a foreign home-care worker

becomes pregnant.
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For that reason, annual usage is capped at only fourteen to twenty-one
days. Although beginning in 2023, the MOL expanded a “Short-Term
Substitute Care Program”’ that combines with respite care to offer
each care recipient up to fifty-two days per year, even this total cannot
cover the fifty-six days of statutory maternity leave owed to a home-
care worker.

(7) Vague definitions of brokerage services and fees

The “Standards for Fee-charging Items and Amounts of the Private
Employment Services Institution” states brokers must provide daily-
life care services, travel to and from Taiwan, required health checks
and reporting of results, consulting, counseling, and interpreting.
Except for transportation and routine health checks, however, the
terms “daily-life care”, “consulting”, “counseling”, and “interpreting”
are undefined, which frequently sparks disputes.

Services that fall outside officially designated employment-service
businesses must be negotiated between the broker and the worker.
When a worker becomes pregnant, she often needs assistance with
prenatal visits, delivery, hospital interpreting, or securing a residence
permit or health insurance card for her child. Brokers may refuse
assistance or charge exorbitant fees, further worsening the

vulnerability of pregnant migrant workers.

2. The live-in care-worker hiring model: Practical barriers to
maternal protection for employers and migrant mothers

The Labor Standards Act and the Gender Equality in Employment Act
formally grant pregnant workers the right to prenatal rest, medical-
check-up leave, maternity leave, parental leave without pay,
protection against pregnancy-based discrimination, and the right to
request lighter duties. Yet, the present investigation reveals that most
employers and brokers will apply various forms of unfriendly pressure,
including persuasive dismissal, non-assistance, and workplace
harassment upon learning that a migrant worker is pregnant, to induce
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the worker to “voluntarily” terminate her contract.

Taiwan employs 362,219 female migrant workers as of December 2022, with
more than, 60% of whom were engaged in social welfare work (home
care and domestic service), amounting to 220,016 individuals; more
than 90% of these were live-in care workers who shoulder what should
be a state responsibility for long-term care. Although such employers
are exempt from the Labor Standards Act, they remain subject to the
employer obligations set out in the Gender Equality in Employment
Act.

Interviews with workers and employers reveal that households hiring
live-in care workers already face an urgent and ongoing need for long-
term care. Migrant carers must remain on call twenty-four hours a day,
and, even though one rest day per week is guaranteed, many in reality
work all year without a break and live with the care recipient.

Once a female worker becomes pregnant, the employer bears a double
burden: no one to care for their relative and the occupational risks of
a pregnant employee. Furthermore, most homes lack the space for a
worker who might later bring her child to work. These pressures can
push otherwise well-intentioned employers into “playing the villain.”
Resolving the staffing gap that arises when a

1 Ministry of Labor Official Letter No. 1110521887, dated September 29™, 2022.

2 Follow-up materials supplied by the Ministry of Labor in response to Control Yuan Investigation Report No. 108 (2011).
73 Workforce Development Agency, Ministry of Labor. 2020. “Commissioned Study: Evaluation of the Effectiveness of Admitting Foreign Home-
Care Workers and the Employers’ Reasons for Hiring them.”

4 Workforce Development Agency, Ministry of Labor. “’ Implementation plan for Short-Term Substitute Care Services
for Households Employing Foreign Home-Care Workers,” Effective January 1%, 2023. Retrieved from :
https://www.wda.gov.tw/News_Content.aspx?n=D33B55D537402BAA&sms=02E58F84AD3F3884&s=58A8
E69336C8269C.

5 Source: Ministry of Labor’s Statistical Information Database.

(if) Extension of permitted work years in Taiwan: Deepening the
dilemma between employment and family life for women
migrant workers

Taiwan admitted its first migrant workers on a special project in
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1989. Against the backdrop of population ageing and low fertility,
labor shortages have been intensified; recruitment has climbed, and
permitted service has gradually been extended to twelve or fourteen
years. This all serves as evidence of Taiwan’s structural dependence
on migrant labor.

Unless industrial upgrading replaces labor-intensive sectors with
high-value-added industries, and the long-term care system
adequately meets the needs of families caring for the elderly or
disabled, that dependence will be difficult to reduce.

The migrant workforce had reached 728,081 by December 2022.7 This
confirms that migrants are no longer a “temporary” or merely
“supplementary” resource but are instead a necessity to fill chronic
vacancies in specific sectors.’’

These workers alleviate front-line labor shortages, slow the relocation
of small and medium-sized manufacturers abroad, protect domestic
employment opportunities, provide home-care labor, maintain family
life, and enable local workers to enter the labor market without domestic
burdens,”® making migrants indispensable to Taiwanese society.

The number of female migrant workers is around 362,219, almost half,
and nearly 80% (571,478) are aged between twenty-five to forty-four.
As migrant numbers grow and service terms lengthen, these workers
devote their prime years to Taiwan, yet still possess natural aspirations
for marriage and child-rearing. Inadequate policy support and
outreach mean that, as fertility inevitably rises, the severity of the
dilemmas they face becomes more apparent.

Migrant workers are human beings and not merely “machines”
supplying labor. Nevertheless, the prevailing “guest-worker system”"°
mindset leads employers to treat them as flexible, low-cost, short-term
labor. When a worker becomes pregnant and labor costs rise, she is
discarded like a pair of disposable chopsticks. Such disregard for
human dignity constitutes a serious violation of migrants’ rights.

In short, as work years extend, the tension between employment and

119



family life grows ever more acute, especially for female migrant
workers, and existing laws and policies offer them scant practical
relief.

76 Source: Ministry of Labor’s Statistical Information Database.
" Liu, Huang Li-chuan. The Protection of Human Rights of Foreign Migrant Workers, p. 142 (2012).
8 Ministry of Labor. “Report on Safeguarding Migrant Workers’ Rights,” revised January 2021, p. 2.

™ Tseng, Yen-Fen. The National Politics Behind the Introduction of Foreign Labor. Taiwanese Journal of
Sociology, no. 32 (2004): 39-40. The guest worker system refers to a model for introducing foreign labor that
allows migrant workers to stay and work in the host country only temporarily, without the possibility of permanent
residency. This contrasts with long-term immigration models.

(iii) Risks faced by migrant workers who rely on informal,

mutual-help child-care networks

1. Scarcity of child-care resources

Existing child-care subsidies and support programs are limited to
children with ROC nationality, which means the children of migrant
workers have no access to subsidized services. Migrant workers may
participate in Taiwan’s labor and health insurance systems and are, in
theory, covered by labor laws. Yet, when they need maternity or
childcare assistance, the help offered is often difficult to use.
Industrial-sector migrants usually work irregular, variable shifts with
no fixed hours or weekly rest days; social-welfare migrants, mostly
live-in carers, share the employer’s home, enjoy no private space, and
cannot simultaneously work and care for a child. Even the most
flexible and least expensive option—home-based care—costs roughly
NT$15,000-19,000 per month for ten hours a day.®

This amount exceeds half a migrant’s wage (NT$20,000 for domestic
work; NT$26,400 for the industry sector). Government officials cite
the availability of employer-provided daycares, a pregnancy-resource
platform, and an online caregiver-matching site. Yet, these schemes
overlook migrants' actual schedules and financial constraints, and
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therefore offer little practical benefit.

2. A fragile, informal support network
Migrant women often come to Taiwan alone to work, and when they

become pregnant, especially in cases of unplanned pregnancy, they
lack the emotional and material support that local workers typically
receive from family members.

Whether documented or undocumented, most continue to send money
home, and their greatest fear is how to navigate the difficult choice
between keeping their job and carrying the pregnancy to term.
Misinformation, limited legal awareness of their labor rights, and a
deep mistrust of government authorities leave most of them unlikely
to seek help from official channels.

Without access to childcare resources or family, most interviewees
were left with no choice but to send their children back to their home
countries and endure a painful separation. Others relied on fellow
migrant workers, new immigrants, or NGOs for help, though these
arrangements are rarely stable or long-term.

The health and safety of children in such informal care cannot be
guaranteed. Undocumented migrant workers, fearful of being
discovered and deported, are especially reluctant to reach out to the
government.

When informal care is their only option, they must shoulder the added
risk of their children suffering neglect or abuse. The Control Yuan has
investigated tragic cases, including an infant boy—born to two
migrant workers—who was allegedly abused to death by a foreign
caretaker, and five infant deaths at a Harmony Home within two years
due to “poor conditions and inadequate care” (2011 Investigation
Report No. 108).

In principle, local governments can provide placement or support for
the children of disadvantaged migrant workers under the Child and
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Youth Welfare and Rights Acts and its subsidy regulations. However,
during a March 2021 site visit to Harmony Home, staff reported that
most county governments are reluctant to open protection cases for
non-national children.

They often refuse assistance on the grounds that the child is not an
ROC national. At present, only Taipei City and New Taipei City
have relatively smooth referral and placement processes. If other
countries continue to apply discriminatory criteria based on
nationality, such practices would be a violation of the CRC, which
prohibits discrimination against children based on their or their
parents’ nationality, birth, or legal status.

(iv) Absent fathers who refuse to share parental responsibility
deepen the struggles faced by migrant mothers
Interviews and Control Yuan investigations reveal that many migrant

couples meet and fall in love while in working in Taiwan. Many
women become pregnant unintentionally, and in the face of an
unplanned pregnancy, they struggle to balance the demands of work
and child-rearing.

From the anxiety of pregnancy to the uncertainties of childbirth, these
women often face their challenges alone, without the support of family.
In such cases, mutual support between partners becomes a vital source
of strength that keeps them going.

However, some pregnant migrant women find themselves having to
navigate the breakdown of a second relationship or marriage. Many
of these women are slightly older and already have a spouse and
children in their home country. Long-term separation from their
families often takes a toll on their relationships.

Like many women around the world, these migrant workers may also
encounter partners who refuse to take responsibility. Some men
disappear without a trace after learning about the pregnancy, while
others go as far as to secretly report the woman to the immigration

authorities to avoid any further contact.
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For married migrant women involved in extramarital relationships,
choosing to keep the baby can bring intense pressure and difficult
decisions, such as whether to divorce or hide the pregnancy. However,
If already married, they cannot apply for travel documents for their
child, effectively rendering the child stateless. Meanwhile, unmarried
pregnant women often face rejection and moral judgement from their
families and conservative communities back home, adding emotional
strain to their already difficult situation.

One migrant mother housed at a shelter in Nantou shared her
experience, “I met my boyfriend while working in Nantou during my
undocumented period. | got pregnant and gave birth, but the hospital
reported me as undocumented, and | was taken to the shelter. After
that, I never heard from him again.”

Two other migrant mothers at a temporary immigration holding center
recounted their experiences: one was reported by her own husband for
being undocumented, and the other was pressured by her boyfriend to
get an abortion.

While local women may also suffer from relationship breakdowns and
similar emotional pain, they often still have access to family support
or financial safety nets. Migrant women, on the other hand, face
additional vulnerabilities, including the burden of exorbitant broker
fees, risk of contract termination due to pregnancy, restrictions on job
transfers, and a general lack of childrearing support. These
overlapping disadvantages make their situation all the more
precarious.

(v) Undocumented children living in hiding with absconded
migrant parents face lack of basic rights in Taiwan

A total of 1,269 children born in Taiwan to absconded migrant
mothers or mothers with falsified identities were recorded between
2007 and the end of June 2022.8! Of these, 758 were repatriated to
their mother’s country of origin with the assistance of the NIA, but
approximately 436 children remain unaccounted for.
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These children, whose nationality remains undetermined, were born
in Taiwan but lack legal identity. As a result, they are denied access
to healthcare, social welfare, and education. These stateless children
typically fall into four categories:
a. Children whose father is a Taiwanese national and mother is a
foreign national,
b. Children whose parents are unknown;
c. Children with unknown fathers and foreign mothers who are
missing, have left Taiwan, or were deported and cannot be traced,;
d. Children whose parents are foreign nationals living in hiding
in Taiwan.
The government has made some progress in recent years in addressing
this issue. For example, the MOHW has compiled a summary of
services and applicable laws for non-national children and youths.
However, the nationality and residency status of these children can
still face prolonged delays.
Even when the father is a Taiwanese citizen and wishes to claim the
child, the Civil Code’s presumption of legitimacy requires verification
of the mother’s marital status. If the mother is missing or married to
another person, it becomes legally difficult for the father to
acknowledge the child and secure their nationality.
Article 22 of the Children and Youth Welfare and Rights Protection Act
mandates that children should be provided with social welfare,
medical care, and education services, even before obtaining household
registration or legal residency. However, parents who are
undocumented migrant workers are afraid to come forward due to
debts, fear of deportation, and the need to earn money before returning
home.
As a result, they live in hiding with their children, working illegally
and avoiding contact with authorities. The government still has no
clear solution to this dilemma and lacks data on the number of such
children in Taiwan. Consequently, these children have no legal
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identity, must pay out-of-pocket for medical care, are unable to attend
school, and are often separated from their parents during work hours
with no access to proper childcare.

Control Yuan Investigation Report No. 111 CaiDiao 0044 (111 43

0044), published in December 2022, revealed that some rural areas in
Taichung were heavily reliant on undocumented migrant workers for
survival, particularly in traditional agriculture, where labor shortages
are severe.
These migrants often settle in mountain or farming communities,
forming families and raising children while remaining in hiding to
avoid raids and deportation. Both they and their children live without
access to medical care or basic services. The children are thus trapped
in a cycle of marginalization, unable to access early childhood
education, health services, or opportunities for social development.
Who, then, is accountable for these stateless children? Is it truly a
choice made by migrant workers? The report emphasizes that low
wages, poor working conditions, and deception by brokers often cause
migrant workers to leave their jobs. In doing so, they may find more
freedom, better pay, and the opportunity to live with their partner and
children, but at the expense of losing access to medical care, living in
constant fear, and struggling to raise their children in secrecy.
One notable case is that of Mozha, whose mother worked as a live-in
caregiver in Taipei for over two years under challenging conditions:
low wages, no basic supplies, and poor sanitation. Unable to endure
her situation any longer, she fled to a rural area. Mozha’s father, a
former migrant fisherman who had worked in Taiwan twice before,
also chose to abscond due to low wages. The two met through mutual
friends, married, and awaited the birth of their child at an NGO/shelter
in Taipei.
Until Mozha was over a year old, she was cared for by friends during
the day while her parents worked. However, Mozha's sudden
diagnosis of a brain tumor altered her mother's plans to return to their
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home country. With Mozha requiring constant care, her mother could
no longer work, leaving the family to rely solely on her father's income.
The brain tumor left Mozha weak and unable to move, with treatment
costs exceeding a million. Thankfully, fundraising efforts by NGOs
and hospital resources enabled Mozha to undergo surgery and
chemotherapy, though she still faces a long rehabilitation journey. In
conclusion, the rights of stateless children are often linked to the legal
status, nationality, and marital status of their parents. If policies
continue to treat the child’s rights as dependent on the parent’s
legal status, absent migrant parents will remain afraid to seek
help, and it is ultimately the children who suffer most.

This reality violates the principles of the CRC, which states that
children must not be discriminated against based on their parents’
nationality, birth status, or legal standing. Addressing this issue
requires separating the child’s welfare from the parents’ immigration
status—focusing on the child’s best interests in policy and practice.

80 Refers to the 2022 nationwide survey on childcare compensation across counties and cities in Taiwan (caretaker fees).
Retrieved from: https://www.parenting.com.tw/article/5086811.

81 Executive Yuan’s official reply regarding follow-up actions in response to the Control Yuan’s 2019 Investigation Report
No. 0100.

82 Refer to the website of the Social and Family Affairs Administration, Ministry of Health and Welfare. “Services and
Applicable Regulations for Non-National Children and Youth.” Retrieved from:
https:/Amww.sfaa.gov.tw/SFAA/Pages/List.aspx?nodeid=1175.
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(vi) Brokers exhibit less supportive attitudes toward pregnant migrant
workers than employers
This study used a questionnaire to better understand the perspectives

of employers and brokers on pregnant migrant workers continuing
employment in Taiwan. The results showed that brokers were
consistently less supportive than employers on several key issues,
including:
= Whether migrant workers should be allowed to become
pregnant while working in Taiwan.
=  Whether the “Guidelines for Handling Migrant-Worker
Pregnancies” help protect their right to stay employed.
=  Whether pregnant migrant workers and their children
should have access to the same healthcare, childcare, and
education resources as Taiwanese nationals.
= Whether it is the sole responsibility of the migrant worker
to manage issues related to pregnancy, childbirth, and
childcare.
= Whether the government should offer support measures
and resources to help pregnant migrant workers maintain
their employment while raising children.
Survey findings showed that brokers were more opposed to the idea
of migrant workers becoming pregnant and giving birth in Taiwan or
continuing their employment afterward compared to employers.
Brokers were also more reluctant to extend the same social resources,
such as medical care, childcare, and education, to pregnant migrant
workers and their children.
This is especially concerning because brokers are supposed to act as
the link between employers and migrant workers. When brokers hold
negative views toward pregnant migrant workers, how can they expect
these workers to get accurate information or real help when they seek
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assistance?

Interview data also showed that, in some cases, employers were
willing to let pregnant workers stay, but brokers refused to cooperate.
In other cases, when migrant workers asked NGOs for help, brokers
required them to sign statements taking full responsibility for all
pregnancy-related issues.

Even when brokers agreed to help, there were reports of them
charging unreasonably high service fees, which further worsened the
already vulnerable situation faced by pregnant migrant workers.

1. Recommendations
The challenges faced by pregnant migrant workers have become more

apparent as the number of migrant workers in Taiwan continues to
increase. They reveal significant gaps or inflexibility in the current
legal and policy frameworks.

Although laws allow pregnant migrant workers to keep their jobs and
let their children stay in Taiwan, practical obstacles often prevent
them from balancing work and childcare. These issues fall short of the
protections outlined in international human rights conventions and the
general comments referenced in Chapter I, Section ii of this report.
The following recommendations are based on findings from
interviews and consultations with experts.

(i) Grasp of the pregnancy and childcare status of migrant workers
The government should promptly start systematic data collection on the

living and childcare conditions of pregnant migrant workers, including
those who are undocumented. This involves gathering key baseline
information such as the number of pregnancies among migrant workers
(in industry and social welfare sectors) each year, rates of employment
contract continuation after pregnancy, and childcare arrangements (e.g.,
self-care, care by fellow nationals, or use of Taiwan’s childcare services).
This data will help identify specific needs and guide the development of
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suitable policy responses.

(if) Establish an inter-ministerial information and resource
integration platform

Issues involving migrant workers’ employment, pregnancy, and
childbirth span multiple agencies and legal areas. Currently, each
agency often lacks awareness of the others’ policies, creating
significant barriers for migrant workers seeking support.

For example, the MOL handles employment rights, the MOHW
oversees healthcare and childcare, the Ministry of Education (MOE)
manages schooling, and the NIA handles residence permits. Migrant
workers must navigate these departments separately without a
coordinated system, which can lead to confusion or fear that deters
them from seeking help, ultimately increasing the risk of becoming
undocumented.

The Executive Yuan should conduct a thorough review of all policies,
regulations, official letters, and responsibilities across relevant
agencies and NGOs related to pregnant migrant workers (including
residence, healthcare, education, and welfare services). Additionally,
they should develop a multilingual, integrated information platform
that consolidates this content in an accessible format for migrant
workers, employers, and brokers alike.

Although the MOL currently maintains the “Transnational Workforce
Rights Protection Information Website,” its content is limited and
overly fragmented. It is recommended that a dedicated section be
created to consolidate inter-agency resources related to the rights of
pregnant migrant workers, and that the usability of this platform be
significantly improved to facilitate easy access.

Additionally, the existing 1955 Hotline should be improved to offer
better referral services across agencies for all types of migrant workers,
including undocumented workers, facing pregnancy-related issues.
The hotline system should also be reviewed to determine how it can

provide more integrated services and establish a follow-up and
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accountability mechanism.

(ili) Strengthen existing legal safeguards

1. Ensure the accurate information of legal rights to prevent
information gaps
When a migrant worker becomes pregnant, they should be able to
freely decide—after careful consideration—whether to terminate their
contract or continue working. This decision should come from their
own accord and not be influenced by discrimination or workplace
pressure.
It is recommended to strengthen reproductive autonomy and raise
awareness about gender equality, in line with General Comment No.
24, Paragraph 31(c)® of CEDAW, to prevent workers from losing
their jobs or going missing due to fear or lack of understanding of
local laws. Outreach efforts should focus on migrants and ensure
workers have enough knowledge and awareness of labor rights so they
can recognize violations and protect their interests.
Although the MOL currently offers outreach through videos, entry
orientations, the 1955 Hotline, and its official LINE account, these
services are generally passive. Additionally, staffing constraints at
local governments limit the ability to expand inspections or outreach
efforts beyond initial entry visits.
The MOL’s “2022 Survey on the Management and Utilization of
Migrant Workers® reveals that 71% of employers in the industrial
sector and 42.8% in the domestic care sector cited “language barriers”
as their primary difficulty in managing migrant workers. Interviews
conducted for this report also found that most migrant workers remain
unaware of relevant laws. This shows that language barriers not only
hinder labor relations but also impede social integration and the
understanding of legal protections.
It is recommended that the MOL consider measures to enhance
migrant workers’ language skills and encourage employers to provide
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or allow participation in relevant courses. Additionally, a
communication registry should be established to proactively offer
support and assistance, especially in cases of labor disputes or
concerns about worker well-being.

For example, the New Taipei City Labor Department’s High-Risk
Workplace Migrant Worker Outreach Program® regularly partners
with NGOs to check on migrant workers and employers, providing
services such as legal advice, psychosocial support, and assistance
with workplace adaptation. Meanwhile, the Taipei City Labor
Department’s Migrant Family Co-Care Support Program® sends
professionals and interpreters to migrant worker households to
evaluate their needs and connect them with long-term care, social
services, training, and counseling resources, as well as organize
community events.

Employers must also continue to be educated about their
responsibilities and workers’ rights. It is recommended that cases
involving migrant workers who filed pregnancy-related complaints
through the 1955 Hotline be considered when making decisions
about whether employers should be permitted to recruit foreign
workers or have their employment permits revoked.

8 General Comment No. 24, Paragraph 31(c) of the Convention on the Elimination of All Forms of Discrimination Against
Women (CEDAW): Priority should be given to preventing unintended pregnancies through family planning and sex
education, and to reducing maternal mortality through safe maternity services and prenatal assistance. Laws that criminalize
abortion should be revised as far as possible to avoid punitive measures against women who undergo abortion.

8 Ministry of Labor. “2022 Survey on the Management and Ultilization of Migrant Workers.” Retrieved from:
https://www.mol.gov.tw/1607/1632/1633/57316/.

8 New Taipei City Government Labor Affairs Department. Foreign Workers High-Risk Workplace Care Service. Source:
https://ilabor.ntpc.gov.tw/page/foreign-workers-high-risk- workplace-care-service.

8 Taipei City Foreign and Disabled Labor Office. Service Information. Retrieved from:
https://fd.gov.taipei/cp.aspx?n=D59F3DEA85593DC7.

2. Enforce the employment termination verification mechanism
In response to a 2022 correction by the Control Yuan about the

MOL’s failure to monitor how migrant workers were forced to end
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their contracts and return home through local government checks,?’
the ministry said it had already issued administrative guidance.
Local governments were advised that during the verification process
for labor disputes involving contract termination, officials should
discreetly ask additional questions if a migrant worker appears
visibly anxious or uneasy. They were also reminded to confirm that
a mutual agreement to end the contract complies with laws and
public order. In case of a dispute, the case should be handled in
accordance with the Act for the Settlement of Labor-Management
Disputes.

Furthermore, when employers request unilateral termination of a
contract during local government verification, authorities must
follow the Labor Standards Act. If the employers’ supporting
documentation does not meet legal requirements for unilateral
termination, they must not issue a termination certificate. The MOL
also organized a 2022 training seminar for foreign labor consultation
and inspection, in which local governments were instructed to
rigorously implement the verification process to safeguard the rights
of pregnant migrant workers.

However, administrative guidance and training have been in place
for years, yet no cases of wrongful termination have been uncovered,
suggesting that current measures have not been effective.
Additionally, under the current “Verification Procedures for
Terminating Employment with Type Il and Type Il Foreign
Workers,” the process may be conducted via phone or in person. Still,
no clear methods are provided to discern between a worker’s
genuine or coerced decision.

It is recommended that standard inquiry questions be developed, not
only regarding the reasons for termination, but also probing whether
the worker has settled debts, what factors influenced their decision
to end the contract, and whether the employer or broker provided
assistance.
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Pregnant workers should also be informed about relevant labor
protections and available channels for compliance, with written
records kept. A supervisory system should be put in place to review
verification records and conduct follow-up interviews with workers
to enhance procedural quality.

87 Executive Yuan’s official response to the Control Yuan Investigation Report No. 111 SheDiao 0011 (111 4+ 0011),
with follow-up oversight.
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3. Strengthen consultation and complaint mechanisms

Migrant workers must often factor potential costs when choosing to
seek government assistance in the event of their rights being
violated, such as whether they can keep their job, switch employers
smoothly, or whether they have repaid their brokerage fees. Many
workers instead turn to fellow nationals or NGOs for help due to
unfamiliarity with or distrust of government agencies.

It is recommended that the 1955 Hotline be enhanced by ensuring
staff possess legal expertise and culturally sensitive communication
skills, so they can quickly identify core issues and provide practical
solutions. Standard operating procedures should be established for
handling complaints and inquiries related to pregnancy, including
mechanisms for compiling cases, conducting audits, and holding
reviews.

The complexity of issues will grow as the number of migrant
workers increases. The MOL should reevaluate the current
outsourcing model for managing the 1955 Hotline. While outsourced
staff might receive training, they often lack hands-on public service
experience or familiarity with real labor practices, which raises
concerns about their ability to manage complex cases. A move
toward hiring dedicated, professional consultants directly in-house
Is advised to develop a more experienced and stable workforce.
After a 1955 case is assigned to local government, most follow up
by phone to coordinate with workers, employers, and brokers, at
best, organizing in-person meetings. However, compared to
Taiwanese workers, who can apply for labor dispute mediation or
labor inspections, migrant workers face significantly weaker
protections.

The MOL is advised to evaluate the effectiveness of the current
complaint mechanism for migrant workers and consider aligning it
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with the procedures used for local workers. Additionally, to reduce
the financial risks faced by migrant workers when pursuing legal
remedies, litigation subsidies should be provided to encourage
greater access to justice.

In conclusion, the government should regularly evaluate and analyze
the challenges migrant workers encounter in accessing legal
information and protections, and implement targeted, customized
policy solutions to bridge these gaps in practice.

4. Support the formation of migrant worker unions and strengthen
cooperation with existing unions
According to their mandates, labor unions are authorized to help

members resolve labor disputes, offer labor education, and support
employment opportunities. Unions formed by migrant workers of the
same nationality (for example, the Taoyuan Domestic Caretakers
Union) often have a better understanding of their members’ cultural,
linguistic, and everyday needs. This familiarity makes communication
and consultation easier compared to the 1955 Hotline or Taiwan-
based NGOs.

Therefore, it is advised that the government offer more guidance and
support for establishing migrant worker unions. Additionally,
collaboration with existing unions should be enhanced, especially
regarding the support for pregnant migrant workers, such as legal
advice, temporary housing, and employer transfer services.

(iv) Protect pregnant migrant workers’ rights

1. Strengthen access to temporary housing measures for legally
employed pregnant migrant workers
It is recommended that the existing “emergency housing measures”

be made directly accessible to pregnant migrant workers who apply
based on individual need. Clear eligibility criteria should be
established, and the actual implementation by local governments
should be regularly reviewed to help remove any barriers to access.
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Public awareness should be increased through media campaigns and
training sessions targeting migrant workers, employers, and brokers.
Regular evaluations should be conducted to assess the effectiveness
of the measure and improve it over time to ensure its practical utility.

2. Expand assistance under the “Guidelines for Handling Pregnant
Migrant Workers”
Considering the uncertainty migrant workers face regarding job

transfers during pregnancy and their need for temporary housing, it
is recommended that “emergency housing measures” be provided
directly to those in need.

The government should proactively help these workers with job
placement and facilitate employer handovers through direct hiring
arrangements, thereby reducing reliance on brokers and preventing
illegal brokerage fees. These efforts would improve employer
willingness to hire and increase the success rate of job transfers for
pregnant migrant workers.

3. Continue expanding the migrant pregnancy resource platform
Since 2022, the MOL has been working with local governments and

private organizations, such as the Taoyuan City Government’s
partnership with the Garden of Hope Foundation to establish the
Integrated Service Center for Migrant Women and Children”®® on
January 1%, 2022, to build a pregnancy resource platform for migrant
workers. This platform offers integrated services, including maternity
shelters and emergency housing.

It is recommended that the effectiveness of this initiative be regularly
evaluated and that the program be strategically expanded to more
municipalities, especially in regions with large migrant worker
populations, to increase service capacity. In addition, a referral
mechanism should be established with employers and brokers,
making the platform a go-to resource for handling pregnancy-related
inquiries and allowing for referrals to shelter and care services when

needed.
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4. Remove barriers for migrant workers returning home to arrange
childcare
Many interviewed pregnant migrant workers expressed the desire to

return to Taiwan to work again after terminating their contracts and
returning home. So why not simply take a leave of absence to give
birth and then return home? As one employer (B1) stated, “When
they go back to give birth, it’s not like they’ll return immediately. It
could be a whole year before they come back. So, we don’t let them
take leave—we terminate the contract.” This reflects how little
choice migrant workers often have.

In fact, pregnant migrant workers should have the option to return
home to give birth or to go back postpartum so they can leave their
newborns in the care of family before returning to Taiwan to work.
However, travel plans can be affected by many uncertainties, such
as flight availability, ticket prices, public health restrictions, work
schedules, pregnancy conditions, and employer attitudes. All of
these factors influence the timing of their return home, the length of
their stay, and their ability to re-enter Taiwan.

Under current laws, including the Immigration Act and Article 20 of
the “Regulations Governing Visiting, Residency, and Permanent
Residency of Aliens”, migrant workers must apply for a re-entry
permit before departing Taiwan. However, they are currently only
eligible for a single-entry re-entry permit, which poses a significant
obstacle to planning return visits.

Article 38 of the International Convention on the Protection of the
Rights of All Migrant Workers and Members of Their Families states,
“States of employment shall endeavor to authorize migrant workers
and members of their families to leave temporarily without such
absence affecting their authorization to stay or to work, and shall
take into account their specific needs and obligations...”

It is recommended that the current regulations be revised to lift the
restriction limiting blue-collar migrant workers to single-entry re-
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entry permits with a default one-month validity. Instead, multiple-
entry permits should be made available, allowing migrant workers
to re-enter Taiwan multiple times during the validity of their ARC,
thereby improving flexibility and reducing the employment penalty
associated with returning home.

8 Ministry of Labor’s official response to the Control Yuan Investigation Report No. 111 SheDiao 0011 (111 4+ 0011),
with follow-up oversight.
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(V) Protect the rights of migrant workers’ children

1. Strengthen access to temporary housing measures for legally
employed pregnant migrant workers

In line with the principles of deepening democracy and human
rights, the rights of non-citizen migrant workers must be recognized.
As the CRC has been incorporated into domestic law, the
government is obligated to amend relevant legislation to provide
services that fulfill the children’s right to health, regardless of their
parents’ legal status, and to prioritize the child’s development and
best interests.

Currently, the Employment Stabilization Fund covers placement
costs for undocumented foreign children with no caregivers.
However, when subsidizing childcare and support services for
children of legally employed migrant workers who are non-citizens,
factors like resource capacity and equitable welfare distribution
must be considered. Nevertheless, from a human rights perspective,
the government should evaluate whether these subsidies are legal
under the fund’s scope, in accordance with Article 18(3) of the CRC.
State Parties shall take all appropriate steps to ensure that children
of working parents have access to eligible childcare services and
facilities. This report advocates for a compassionate
understanding of pregnant migrant workers and their children,
emphasizing the importance of gradually upholding the
principles outlined in international human rights treaties from
both a national interest and human rights perspective.

2. Helping undocumented stateless children and their absconded
migrant parents emerge from hiding

(1) Prioritize the best interest of the child over reporting and
deportation
Article 2 of the CRC requires respecting children’s rights without
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discrimination based on their parents’ or guardians’ race, color,
language, nationality, or ethnicity. Additionally, Article 3
emphasizes that the child's best interests should always be a top
priority in all decisions affecting them.

In November 2022, the IRC's Concluding Observations on the CRC
in Taiwan (Point 25) raised ongoing concerns about foreign
nationals, especially undocumented migrant workers, giving birth
there. The Committee urged the government to take all necessary
actions to address issues related to legal identity, residency, access
to services, and nationality, always prioritizing the child’s best
interests.

For children in Taiwan whose migrant parents have absconded, the
government should shift away from punitive strategies. When such
parents seek help from labor, social welfare, education, or healthcare
authorities, they should not be deported solely because they are
undocumented.

Instead, a case tracking and support system should be established.
This issue involves multiple agencies, so inter-ministerial
collaboration and legal reforms are necessary to create a safe
environment where undocumented migrant parents can seek help
without fear, ensuring that public resources benefit these children,

(2) Enforce the rights of vulnerable migrant children as stated in the
Children and Youth Welfare and Rights Act
The current Children and Youth Welfare and Rights Act ® clearly

stipulates that, prior to household registration or acquisition of
residency or settlement permits, children and youths shall still be
entitled to legally guaranteed access to social welfare services,
medical care, and education. For children and youths who lack
parental care or face major family disruptions—whether they have
guardians or not—relevant placement and assistance measures are
already in place.%

However, in practice, implementation remains inconsistent. It is
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recommended that local governments must not discriminate during
case initiation or assessment on the basis that a child’s parents are
migrant workers, or even undocumented migrant workers. The
Ministry of Health and Welfare should provide oversight and
assistance to ensure that all applications related to the children of
migrant workers are handled in full compliance with the Act.

89 See Articles 22, 23, and 62 of the Children and Youth Welfare and Rights Protection Act.
% See the “Regulations on Living Assistance, Childcare, and Medical Subsidies for Disadvantaged Children and Youth.”
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3. Establish bilateral cooperation mechanisms for childcare placement
with the home countries of migrant workers.

The government should work with embassies and representatives from
migrant-sending countries to organize the placement and care of their
children. When legal restrictions exist, flexible policies should be
considered to allow foreign offices to take responsibility for caring for
these children.

(vi) Urge brokers to fulfill their mandated responsibilities and clarifying
service scope and fees

Article 53, Paragraph 4 of the Employment Service Act restricts
migrant workers' ability to freely change employers. Along with
complex regulations, language barriers, and an underdeveloped direct-
hire system, both employers and workers rely heavily on brokers for
processes like applications, job changes, and accessing government
resources. This dependence has resulted in brokers dominating the
migrant labor market. Some brokers have now become the primary
link between employers and migrant workers. The government needs
to strengthen oversight to ensure service quality and that brokers
fulfill their responsibilities. This is crucial to prevent rights violations
of migrant workers, which can happen if brokers prioritize employer
demands or cost savings. The MOL has already included the
dissemination of information on migrant pregnancy rights in the
evaluation criteria of the “Guidelines for Quality Assessment of
Private Employment Service Agencies Engaged in Transnational
Labor Brokerage.” Additionally, it is advised that the outcomes of any
1955 Hotline complaints or reports involving brokers in pregnancy-
related disputes also be taken into account during the evaluation.

Additionally, to prevent disputes due to unclear service items and fees,
the following steps are advised.
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= Clearly specify the core content of statutory service items
(e.g., living care services).

= For non-statutory items that can be freely agreed upon
between the employer and employee, issue administrative
guidelines defining allowable service categories, fee
structures, billing methods, scope of services, and
responsible parties.

This will help ensure that the needs of pregnant migrant workers are
met with proper support and transparent, fair pricing.

(vii) Fill staffing gaps during migrant caregivers’ maternity leave

As of 2023,% Taiwan offers various respite care options, including in-
home care, day-care centers, institutional facilities, small-scale multi-
functional services, and neighborhood-based care stations, which can
be combined as needed. These services provide up to 52 days of
support. However, the program does not account for staffing shortages
that occur when a migrant caregiver takes maternity leave.

L Workforce Development Agency, Ministry of Labor. “Implementation Plan for Short-Term Altemative Care Services for
Households Employing Foreign Care Workers Effective from January 1%, 2023.” Retrieved from
https:/Amw.wda.gov.tw/News_Content.aspx?n=D33B55D537402BAA&smMs=02E58F84AD3F3884&s=58A3E 69336C8269C.

The government is advised to implement the following measures to
protect the rights of care recipients and migrant caregivers.

e Develop flexible substitute staffing solutions to address
the 56-day maternity leave gap.

e Provide additional respite service days during this period
to ensure continuous caregiving and reduce stress for both
parties.
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(viii) Safeguarding migrant workers’ rights to marriage and family
reunification

Article 67 of the “Regulations on the Permission and Administration
of the Employment of Foreign Workers” states that Class II foreign
workers (including migrant workers) are generally not allowed to
bring family members to live in Taiwan. However, this restriction is
lifted if the worker gives birth during the employment period and has
the financial means to raise the child.

The original legislative intent of this article was to prevent
complications in employer supervision caused by migrant workers
having children in Taiwan. However, the conditional restriction
contradicts international human rights conventions, including:

= Article 17°2 and 23 of the ICCPR, and

= Article 10% of the ICESCR highlights the right to family
protection.

Furthermore, in a March 14", 2022, response, the MOL stated, “The
Ministry does not maintain statistics on the number of underage
children born to migrant workers in Taiwan.”%

This indicates that Article 67 lacks effective enforcement mechanisms
and mainly functions as guidance. Therefore, updating the article to
align with international human rights standards is advised to ensure
migrant workers’ rights to family life and reunification are properly
protected.

% Article 17 of the Intemational Covenant on Civil and Political Rights: ““1. No one shall be subjected to arbitrary or unlawful interference with his privacy, family,
home, or comespondence, nor unlawful attacks on hishonor and reputation. 2. Everyone has the right to the protection of the law against such interference or attacks.”
% Article 23(2) of the Intemational Covenant on Civil and Political Rights: ““The right of men and women of marriageable age to marry
and to found a family shall be recognized.”

% Article 10(1) of the Intemational Covenant on Economic, Social and Cultural Rights: “The widest possible protection and assistance
should be accorded to the family, which is the natural and fundamental group unit of society, particularly for its establishment and while
it isresponsible for the care and education of dependent children.”

% Ministry of Labor Official Letter No. 1110155358 dated March 14", 2022. Data collected for the discussion
meeting on independent expert review of Taiwan’s 4" CEDAW National Report.
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Additionally, Article 23 of the Immigration Act states that spouses and
minor children of foreign nationals with residence approval and a stay
longer than 60 days can apply for dependent residence.

However, this does not include migrant workers employed under
Article 46, Paragraph 1, Subparagraphs 8 to 10 of the Employment
Service Act—specifically those working in offshore fishing, domestic
work, caregiving, or as blue-collar laborers assigned by the central
authority for specific construction or factory jobs. As a result, spouses
and minor children of blue-collar migrant workers who remain in their
home countries are currently ineligible to apply for dependent
residence in Taiwan.

For example, Migrant Worker A33, interviewed for this study, lost her
job after the person she cared for passed away. Since she cares for her
two children born in Taiwan, returning to work is difficult. She hopes
to stay in Taiwan temporarily until her husband’s work contract ends
in a year, so the family can return home together. However, due to
current legal restrictions, she cannot obtain a residence permit except
through employment.

Challenges related to family reunification for migrant couples and
children are likely to grow as Taiwan admits more migrant workers
and extends their permitted stay durations. This issue cannot be
overlooked.

In this regard, Article 10 of the CRC states that when a child or their
parent applies to enter or leave a country for family reunification, the
application must be processed in a positive, humane, and prompt
manner, per the obligations under Article 9(1).

Similarly, Article 44 of the International Convention on the Protection
of the Rights of All Migrant Workers and Members of Their Families

(ICMW) calls on signatory states to take appropriate measures, within
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their authority, to help reunite migrant workers with their spouses or
partners (with relationships considered equivalent to marriage under
applicable law) and dependent unmarried minor children.

ILO Convention No. 143 (Migrant Workers Convention) also urges all
member states to facilitate family reunification, including the spouses,
dependent children, and biological parents of migrant workers.

Additionally, Taiwan and Germany have adopted guest worker policies
to address labor shortages by bringing in foreign workers. In Germany,
family reunification is seen as an important step for integration and
social inclusion.

Germany also permits migrant workers to reunite with their families
under specific conditions. After one year of employment, if they have a
stable income and housing, they can apply for their family members to
join them.%

In Taiwan, the allowed duration for foreign labor employment has
gradually increased—from 3 years to 6, 9, and now 12 years for
industrial workers, and 14 years for domestic care workers.®” Since
April 30", 2022, the MOL has implemented the “Long-Term Retention
Program for Migrant Workers,”% encouraging employers to retain
qualified, experienced migrant workers who have been in Taiwan for
more than 6 years by allowing them to be reclassified as mid-level
skilled workers.

After working in such positions for five years and earning a monthly
salary at least twice the minimum wage, these workers become eligible
to apply for permanent residency under the Immigration Act, and they
can then apply to bring family members to Taiwan.

These policies show a shift from a short-term guest worker system to
one that allows longer-term residence. However, these workers are

still not considered “immigrants” and barriers to family reunification
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remain high, with eligibility limited to those classified as mid-level
technical personnel.

It is therefore recommended that legal reforms or supportive measures
be adopted to expand family reunification rights for migrant workers,
enabling them to stay in Taiwan with peace of mind and contribute as
a stable, long-term workforce.

% Gong, You-Chien. A Requiem for the Guest Worker System? A Comparative Discussion of Guest Worker Policies in

Taiwan and Germany.

9 Refer to Article 52 of the Employment Service Act.
% NOWnews. (December 21, 2022). “Evaluation of the Retention and Long-Term Employment Plan’ Employers Share
Their Views.” Retrieved from: https://times.hinet.net/news/24318677.
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Appendix

Appendix A: Interview Outline

(i) Migrant women who are living with their children after going
missing
|. Background Information
1. Could you tell us a bit about your family background and marital
status before coming to Taiwan for work?
2. Why did you choose to come to Taiwan to work? How long did you
originally plan to stay?
3. What procedures did you go through before coming to Taiwan?
Approximately how much did you pay in total, including medical
checkups, training fees, police clearance certificates, airfare, passport
and visa fees, departure tax, headhunting fees, and local government
introduction fees? How much did you borrow to cover these costs?
4. After arriving in Taiwan, how much did you continue to pay?
(Include items such as income tax, brokerage service fees, health
checks, labor and health insurance, food and lodging, etc.)
5. Who was your original employer in Taiwan? What kind of work
did you do? How did your employer treat you? What was your
approximate take-home salary each month? What was your housing
situation like?
6. Did you plan to become pregnant? When did you find out you were
pregnant? Had you considered contraception? Did you ever think
about not keeping the baby? What worried or scared you the most
after becoming pregnant? Did you reach out to anyone for help?
7. Who is the father of the child? How did you meet? Are you still
together? What is your current relationship?
8. Did you inform your employer about your pregnancy and
childbirth? If not, why? Did you inform anyone else?
9. If you did tell your employer, how did they respond? Did they offer
you any help?
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10. Did you seek help from your broker/agency? If so, how did they
respond? Did they provide any assistance?

11. What thoughts or considerations led you to leave your legal
employer?

12. Did you make a plan for how you would live afterward before
deciding to leave?

1. Employment Rights

1. Has the Labor Bureau ever visited you for an inspection or
interviews? Do you think such visits helped protect your labor rights?
Do you know how to seek help from the government when you
encounter problems at work? Have you ever sought assistance? What
was the outcome?

2. Are you aware of the protections Taiwan’s laws provide to pregnant
migrant workers? For instance, you are entitled to two months of
maternity leave, and your employer cannot terminate your contract
simply because you are pregnant or have given birth. They may face
fines if they do.

3. If you had known about these legal protections, would you have
asserted your rights with your employer? Why or why not?

4. Are you aware that the MOL has issued the “Guidelines for
Handling Pregnant Migrant Workers”? (This guideline allows you, if
your employer is unwilling to continue the employment, to mutually
terminate the contract and temporarily wait until after childbirth to
transfer to another employer.)

5. Would you have used this mechanism if you had known about this
policy? Please explain why or why not.

6. Did your broker or agency ever inform you about this regulation?

I11. Social Support Networks

1. Could you describe your life after leaving your legal employer?

How you lived and worked, where you gave birth, and who has helped

take care of your child? Have you experienced difficulties with

finances, healthcare, or other matters? How did you resolve these
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issues, and who or what resources did you rely on?

2. After your child was born, did you think about their future? What
would happen if the child became sick or needed to attend school?
Did you ever consider sending your child back to your home country
to be raised by relatives? Why did you ultimately choose to keep your
child with you while living without legal status?

3. Did you work in other places during the time you were on the run?
Was the pay better than with your legal employer? Approximately
how much did you earn each month?

4. What kind of conditions or support would have convinced you not
to leave your legal employer? For example, are there any specific
measures or resources that, if provided by the employer or
government, would have encouraged you to stay in legal employment
and raise your child?
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(i) Female migrant workers in shelters or detention centers

(Questions selected based on the circumstances of individual cases)

|. Background Information

1. Could you tell us a bit about your family background and marital
status before coming to Taiwan for work?

2. Why did you choose to come to Taiwan to work? How long did you
originally plan to stay?

3. What procedures did you go through before coming to Taiwan?
Approximately how much did you pay in total (including medical
checkups, training fees, police clearance certificate, airfare, passport
and visa fees, departure tax, headhunting fees, and local government
introduction fees)? How much did you borrow to cover these costs?
4. After arriving in Taiwan, how much did you continue to pay?
(Include items such as income tax, brokerage service fees, health
checks, labor and health insurance, food and lodging, etc.)

5. Who was your original employer in Taiwan? What kind of work
did you do? How did your employer treat you? What was your
approximate take-home salary each month? What was your housing
situation like?

6. Did you plan to become pregnant? When did you find out you were
pregnant? Had you considered contraception? Have you ever
considered not keeping the baby? What worried or scared you the
most after becoming pregnant? Did you reach out to anyone for help?
7. Who is the father of the child? How did you meet? Are you still
together? What is your current relationship?

8. Did you inform your employer about your pregnancy and
childbirth? If not, why? Did you inform anyone else?

9. If you did tell your employer, how did they respond? Did they offer
you any help?

10. Did you seek help from your broker/agency? If so, how did they
respond? Did they provide any assistance?
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11. What thoughts or considerations led you to leave your legal
employer?

12. Did you make a plan for how you would live afterward before
deciding to leave?

1. Employment Rights

1. Has the Labor Bureau ever visited you for an inspection or
interviews? Do you think such visits were helpful in protecting your
labor rights? Do you know how to seek help from the government
when you encounter problems at work? Have you ever sought
assistance? What was the outcome?

2. Are you aware of the protections Taiwan’s laws offer to pregnant
migrant workers? For example, you are entitled to two months of
maternity leave, and your employer cannot terminate your contract
simply because you are pregnant or have given birth. They may be
fined if they do.

3. If you had known about these legal protections, would you have
asserted your rights with your employer? Why or why not?

4. Are you aware that the MOL has issued the “Guidelines for
Handling Pregnant Migrant Workers? (This guideline allows you, if
your employer is unwilling to continue the employment, to mutually
terminate the contract and temporarily wait until after childbirth to
transfer to another employer.)

5. Would you have used this mechanism if you had known about this
policy? Please explain why or why not.

6. Did your broker or agency ever inform you about this regulation?

I11. Social Support Networks

1. Could you describe your life after leaving your legal employer—
how you lived and worked, where you gave birth, and who helped
take care of your child? Have you faced difficulties with finances,
healthcare, or other issues? How did you resolve these challenges, and
what resources or support did you rely on?

2. After your child was born, did you think about their future? What
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would happen if the child became sick or needed to attend school?
Did you ever consider sending your child back to your home country
to be raised by relatives? Why did you ultimately choose to keep your
child with you while living without legal status?

3. Did you work in other places during the time you were on the run?
Was the pay better than with your legal employer? Approximately
how much did you earn each month?

4. What kind of conditions or support would have convinced you not
to leave your legal employer? For example, are there any specific
measures or resources that, if provided by the employer or
government, would have encouraged you to stay in legal employment
and raise your child?
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(ili) Private employment service agencies (brokerage companies)

(Questions selected based on the circumstances of individual cases)

I. Employment Rights

1. Is your company aware of the legal protections in Taiwan for
pregnant migrant workers? For example, the entitlement to two
months of maternity leave and the prohibition against dismissal due
to pregnancy or childbirth?

2. Do you think these legal protections are reasonable? Why or why
not?

3. When your company becomes aware that a migrant worker you
represent is pregnant, what kinds of support services do you
proactively provide? Are these services charged? If so, what are the
fees and rates? (Note: Please retain documentation of service fees and
standards.) If no assistance is provided, what are the reasons?

4. Have any pregnant migrant workers brokered by your company
ever approached you (or your company) for help? If so, what kind of
support did they request? Did you (or your company) provide any
assistance? Were any fees charged for these services, and if so, what
were the amounts? (Note: Please retain documentation of any
applicable service fee standards.) If no assistance was provided, what
were the reasons for refusal?

5. After a migrant worker gives birth, what kinds of support does your
company proactively provide? Are these services charged? If so, what
are the fees and rates? (Note: Please retain documentation of service
fees and standards.) If no assistance is provided, what are the reasons?

6. Have any postnatal migrant workers you brokered ever asked you
(or your company) for assistance? If so, what kind of help did they
need? Did you (or your company) provide support? Were any fees
charged for these services, and if so, what were the amounts? (Note:
Please retain documentation of any applicable service fee standards.)
If no assistance was provided, what were the reasons for refusal?

7. Does your company proactively assist postnatal migrant workers in
connecting with childcare support resources in Taiwan? If so, what
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types of services are offered? Are these services charged? If so, what
are the fees and rates (Note: Please retain documentation of any
applicable service fee standards.) If not, what prevents your company
from offering such support?
8. Does your company proactively offer assistance to migrant workers
preparing to return to their home country after giving birth? If so, what
services are provided, and what are the fees and rates? (Note: Please
retain documentation of any applicable service fee standards.) If not,
what are the reasons for not offering such assistance?
9. Have any migrant workers you brokered who were preparing to
return home after giving birth approached you (or your company) for
help? If so, what kind of help did they request? Did you (or your
company) provide support? Were any fees charged, and if so, what
were the amounts? (Note: Please retain documentation of any
applicable service fee standards.) If not, what were the reasons for
refusal?
10. Based on your experience as a broker, why do you think some
employers agree to let their migrant workers take maternity leave?
What are the reasons some employers refuse? What do you think
could be done to encourage more employers to approve maternity
leave for migrant workers?
11. Similarly, based on your experience, why do some employers
agree to let migrant workers take parental leave? What are the reasons
for employer refusals? What can be done to increase employer
willingness to approve parental leave for migrant workers?
12. Have any employers ever discussed with you (or your company)
how to handle the situation after a migrant worker becomes pregnant?
What issues were discussed, and what decisions were made? Were
services related to this charged? If so, how much? (Note: Please retain
documentation of any applicable service fee standards.)
13. Are you aware of the “Guidelines for Handling Pregnant Migrant
Workers” issued by the MOL? If yes, these are some follow-up
questions:

= Based on your understanding, what provisions are included in
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these guidelines?

= Has your company ever assisted employers in applying to the
MOL to recruit or replace a migrant worker through this
mechanism?

= Were there any difficulties encountered during the application
process?

= From your experience, do you believe these guidelines
effectively protect the rights of migrant workers?

= Do you see any areas that need improvement?

= What steps do you think should be taken to implement these
protections better?

I1. Social Support Networks (Including Formal and Informal Systems)
1. Does your company agree that pregnant migrant workers and their
children should have access to the same healthcare, childcare, and
educational resources as Taiwanese citizens? Why or why not?

2. If your company agrees, are you aware of which social welfare
resources migrant workers currently have access to? (Please provide
examples.) Has your company ever applied for such resources on
behalf of migrant workers? Are these services charged? If yes, what
are the fees and fee standards? (Note: Please retain documentation of
any applicable service fee standards.)

3. Based on your company’s experience in providing brokerage
services, what are the most critical resources needed at each stage—
during pregnancy, childbirth, and postnatal childcare (including
schooling)? How do migrant workers usually address these needs?
What difficulties do they commonly encounter, and what solutions do
you recommend?

I11. Policy Recommendations

1. Does your company believe that migrant workers who become
pregnant and raise children in Taiwan should be supported and
protected? Why or why not?

2. If your company agrees with the need for such support, who do you
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believe should be responsible: the government, employers, or both?
In what ways should this support be provided? Please explain your
reasoning.

3. From the standpoint of a brokerage agency, what policy
recommendations would your company make to the government
concerning the issue of migrant workers becoming pregnant (or
giving birth) while in Taiwan?

4. What measures or resources do you believe the government should
provide to encourage employers to continue hiring pregnant or
postpartum migrant workers? What supports are needed to prevent
migrant workers from running away?
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(iv) Employers of legally employed migrant workers who remain in
Taiwan after receiving maternity benefits

(Questions selected based on the circumstances of individual cases)

I. Background Information

1. How did you (or your company) learn about the process for hiring
migrant workers? What were your reasons for hiring one?

2. What are the typical cost items and total expenses involved in hiring
a migrant worker?

3. After hiring a migrant worker, what benefits did it bring to you (or
your company)? Were there any downsides?

4. Please explain why you (or your company) would be willing to
continue employing a pregnant migrant worker.

5. Have you (or your company) ever terminated a labor contract with
a pregnant migrant worker? If so, what were the reasons behind this
decision?

6. In your opinion, what kind of impact does a pregnant migrant
worker have on you (or your company)?

1. Employment Rights

1. Are you (or your company) aware of the legal protections in Taiwan
for pregnant migrant workers? For example, two months of maternity
leave and the prohibition against dismissal on the grounds of
pregnancy or childbirth.

2. Do you (or your company) believe these legal protections are
reasonable? Why or why not?

3. When you (or your company) learn that a migrant worker is
pregnant, how do you handle the situation? What factors do you
consider in your decision?

4. In such cases, did the pregnant migrant worker request any form of
assistance? If so, what kind of support did she need, how did you
respond, and what considerations informed your approach?
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5. How do you (or your company) handle the situation after a migrant
worker gives birth? What are the considerations behind this
approach?

6. After childbirth, did the migrant worker request any assistance? If
so, what kind of help did she need, how did you respond, and why?
7. Are you (or your company) willing to support migrant workers in
balancing work and childcare while in Taiwan? If yes, what forms of
support would you provide? If not, why?

8. Have you (or your company) ever helped a postpartum migrant
worker access childcare services while staying in Taiwan? If yes,
what services were provided, and how did you learn about them? If
no, what were the reasons for being unable to assist?

9. To the best of your (or your company’s) knowledge, how did your
pregnant migrant worker deliver her baby and care for her child?

10. Have you (or your company) ever approved a migrant worker’s
request for maternity leave? If not, why?

11. Have you (or your company) ever approved a migrant worker’s
request for parental leave? If not, why?

12. Have you (or your company) ever discussed with a broker how
to handle a migrant worker’s pregnancy and the follow-up
arrangements? What topics were discussed, and what decisions were
made?

13. Are you (or your company) aware of the MOL’s “Guidelines for
Handling Pregnant Migrant Workers”? If yes, what key points are you
aware of? Have you ever applied to the MOL to replace or hire a new
migrant worker under these guidelines? Did you encounter any
challenges during the application process?

I11. Social Support Networks (Including Formal and Informal
Support Systems)

1. Do you (or your company) agree that pregnant migrant workers and
their children should have equal access to healthcare, childcare, and
education resources as Taiwanese nationals? Why or why not?

2. If you (or your company) agree, are you aware of any current social
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welfare resources that migrant workers are eligible to access? (Please
give examples.) Have you ever applied for such resources on behalf
of your migrant workers?

V. Policy Recommendations

1. Do you (or your company) believe that migrant workers who
become pregnant and raise children in Taiwan should receive
support and protection? Why?

2. If you agree, who do you believe should provide this support: the
government, employers, or both? What forms of support should be
provided, and why?

3. As an employer, what policy recommendations would you offer the
government regarding the issue of migrant workers becoming
pregnant (or giving birth) while in Taiwan?

4. What measures or resources do you think the government should
provide to help you feel more willing to continue employing a migrant
worker who becomes pregnant or gives birth?
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(v) Legally employed female migrant workers who remain in Taiwan
after childbirth

(Questions selected based on the circumstances of individual cases)

I. Background Information

1. Could you tell us a bit about your family background and marital
status before coming to Taiwan for work?

2. Why did you choose to come to Taiwan to work? How long did you
originally plan to stay?

3. What procedures did you go through before coming to Taiwan?
Approximately, how much did you pay in total, including medical
checkups, training fees, police clearance certificate, airfare, passport
and visa fees, departure tax, headhunting fees, and local government
introduction fees? How much did you borrow to cover these costs?
4. After arriving in Taiwan, how much did you continue to pay?
(Including items such as income tax, brokerage service fees, health
checks, labor and health insurance, food and lodging, etc.)

5. What are your current job responsibilities and working hours? How
much is your monthly take-home pay? Do you work overtime? If so,
how much is the overtime pay? What is your housing like? How many
people share a room?

6. Was your pregnancy planned or unintentional? At how many
months did you find out you were pregnant? Had you considered
using contraception? Had you considered not having the child? After
learning you were pregnant, what worried or scared you the most? Did
you seek help from anyone?

7. Is the child’s father your boyfriend or husband? How did you meet
him? Where did you meet? Do you live together? If so, where?

8. Did you inform your employer about your pregnancy and childbirth?
If not, why? Did you tell anyone else?

9. If you did inform your employer, how did they respond? Did they
offer you any support or assistance?

10. Did you seek help from your employment agency? If so, how did
the agency respond? Did they offer any assistance?
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1. Employment Rights

1. Has the Labor Bureau ever visited you for an inspection or
interviews? Do you think such visits helped protect your labor rights?
Do you know how to seek help from the government when you
encounter problems at work? Have you ever sought assistance? What
was the outcome?

2. Are you aware of the protections Taiwan’s laws offer to pregnant
migrant workers? For example, you are entitled to two months of
maternity leave, and your employer cannot terminate your contract
simply because you are pregnant or have given birth. They may be
fined if they do.

3. If you had known about these legal protections, would you have
asserted your rights with your employer? Why or why not?

4. Are you aware that the MOL has issued the “Guidelines for
Handling Pregnant Migrant Workers”? (This guideline allows you, if
your employer is unwilling to continue the employment, to mutually
terminate the contract and temporarily wait until after childbirth to
transfer to another employer.)

5. Would you have used this mechanism if you had known about this
policy? Please explain why or why not.

6. Did your broker or agency ever inform you about this regulation?

I11. Social Support Networks

7. Did you receive prenatal checkups during your pregnancy? How

many times did you go? After your child was born, did they receive

an NHI card and a residence permit? Did they receive vaccinations?

Where were the vaccines administered, and did you have to pay?

8. Who is currently taking care of your child? How much do you

spend on childcare each month?

9. Have you experienced any difficulties balancing work and

childcare? Have you faced any challenges financially, medically, or

in other areas? How did you resolve them? Who or what resources

helped you?

10. After your child was born, did you start thinking about their

future? What do you do when your child gets sick? What are your
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plans for your child’s education? Have you considered sending your
child back to your home country to be raised by relatives?
11. What kind of support or resources from your employer or the

government would help you better manage both your work and
parenting responsibilities?
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Appendix B: Questionnaires

(i) Employer Questionnaire

Dear Respondents,

We sincerely thank you for taking the time out of your busy schedule to complete this
questionnaire.

This research aims to understand the real-life experiences of female migrant workers in
Taiwan who become pregnant while abroad. It focuses on their labor rights and access to
social support networks. The goal is to identify common issues and patterns to suggest
solutions and create a report that can serve as a reference for the government and
lawmakers.

This questionnaire is designed to gather insights from private employment service agencies
involved in transnational labor brokerage regarding their views and practices regarding
pregnant migrant workers. There are no right or wrong answers. Please respond based on
your actual experiences and opinions. Your responses will serve as valuable references for
future policy research. All information collected will be used solely for this research and
will not be used for any other purpose. Please feel assured in providing your responses.

% To complete the questionnaire, please scan the QR code and fill out the online form.

Wishing you wealth, health, and happiness,

The National Human Rights Commission (NHRC)

[Part 1] Basic Information (Total: 4 Questions)

1. Employer type (Check one): o Individual o Business Entity

2. Number of migrant workers currently employed (Check one): o 1-10 o 11-50 o 51-100 o 101-500
o Over 500
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3. Occupational category of migrant workers currently employed (Check one): o Manufacturing
o Caregiver in a long-term care facility o Home-based caregiver o Domestic helper o Construction
industry o Other:

4. Nationalities of migrant workers currently employed (Check all that apply): o Indonesia o Vietnam
o Philippines o Thailand o Other:

[Part 2] Migrant Workers: Employment Issues (Total: 15 Questions)

1-1. Do you agree that migrant workers should be allowed to become pregnant while working in
Taiwan? (Check one): o Yes o No o Yes, under certain conditions

1-2. If yes, please explain your reasoning:

2-1. Have any of your migrant workers ever become pregnant while working in Taiwan? (Check one):
o0 Yes o0 No
2-2. If yes, how did you handle the situation? (Check all that apply)
0 Terminated contract and arranged return to home country
0 Negotiated a job or employer transfer
0 Continued employment
o Other:

2-3. Please explain the considerations behind your handling of the situation and describe the worker’s
preferences:

3-1. Have you ever experienced a labor dispute due to a migrant worker’s pregnancy? (Check one):

O Yes 0 No
3-2. If yes, please describe the reason for the dispute and how it was resolved:

4-1. Are you aware that migrant workers are also protected under the Gender Equality in Employment
Act, meaning employers cannot dismiss or treat them unfairly due to pregnancy, and that they are
entitled to 7 days of prenatal leave and 8 weeks of maternity leave? (Check one): o Yes o No

4-2. Do you think these regulations are reasonable? (Check one): o Yes o No

4-3. Please explain your reasoning:

5-1. Are you aware of the MOL’s “Guidelines for Handling Pregnant Migrant Workers?”” (Check
one): o0 Yes o No

(Note: According to the guidelines, if a migrant worker becomes pregnant, both employer and worker
can mutually agree to terminate the contract. The worker may switch employers or jobs, and the
employer may hire a new migrant worker.)

5-2. Do you think these guidelines help employers address workforce

management challenges? (Check one): o Yes o No o Not sure

5-3. Please explain your reasoning:

5-4. Do you think these guidelines help protect the rights of pregnant migrant workers to continue
employment? (Check one): o Yes o No o Not sure
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5-5. Please explain your reasoning:

[Part 3] Migrant Workers: Social Support Networks (Total: 8 Questions)
1-1. Have any of the migrant workers you have employed ever given birth in Taiwan? (Check one):

O Yes o0 No

1-2. If yes, to the best of your knowledge, how was the child cared for afterwards? (Check
all that apply):

o I don’t know

0 Sent back to the home country to be cared for by relatives

o Cared for by the mother in Taiwan

o Placed with an NGO

o Cared for by a fellow national or friend in Taiwan

0 Used childcare resources in Taiwan (e.g., caretaker, public or private childcare

centers)

o Other:

2-1. Do you agree that pregnant migrant workers should be entitled to prenatal checkup leave
and 8 weeks of maternity leave, just like other pregnant workers? (Check one):
O Yes 0 No o Not sure

2-2. Please explain your reasoning:

2-3. Do you agree that children born in Taiwan to migrant workers should have access to the
same healthcare (e.g., NHI), childcare (e.g., childcare subsidies), and education resources as
other children? (Check one): o Yes o No o Not sure

2-4. Please explain your reasoning:

3-1. In your opinion, who should be responsible for helping migrant workers manage issues
related to pregnancy, childbirth, and childcare? (Check all that apply):

o The worker o The employer o The employment agency o The government o NGOs

o Other:

3-2. Please explain your reasoning:

[Part 4] Policy Recommendations (Total: 4 Questions)

1-1. Do you agree that the government should provide support measures and resources to
help migrant workers in Taiwan balance their employment and childcare responsibilities?
(Check one): o0 Yes 0 No o Not sure

1-2. Please explain your reasoning:
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2-1. Under what conditions would you be willing to continue employing a migrant worker who
becomes pregnant or gives birth while in Taiwan? (Check all that apply):

o The worker can manage pregnancy/childbirth without it affecting work

o The government can help address staffing shortages during the worker’s leave

0 Other:

3. What policy recommendations do you have for the government regarding migrant workers who
become pregnant or give birth while in Taiwan?

(if) Broker Questionnaire

Dear Respondent,

We sincerely thank you for taking the time out of your busy schedule to complete this
questionnaire.

This research aims to understand the real-life experiences of female migrant workers
in Taiwan who become pregnant while abroad. It focuses on their labor rights and
access to social support networks. The goal is to identify common issues and patterns
to suggest solutions and create a report that can serve as a reference for the government
and lawmakers. This questionnaire is designed to gather insights from private
employment service agencies involved in transnational labor brokerage regarding their
views and practices regarding pregnant migrant workers. There are no right or wrong
answers. Please respond based on your actual experiences and opinions. Your
responses will serve as valuable references for future policy research. All information
collected will be used solely for this research and will not be used for any other
purpose. Please feel assured in providing your responses.

% To complete the questionnaire, please scan the QR code and fill out the online
form.

Wishing you wealth, health, and happiness,

The National Human Rights Commission (NHRC)
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[Part 1] Basic Information (Total: 3 Questions)

1. Number of migrant workers currently employed (Check one):
o1-10o011-50 o 51-100 o 101-500 o Over 500

2. Occupational category of migrant workers currently brokered (Check all that
apply):: o Manufacturing o Caregiver in a long-term care facility o Home-based caregiver o

Domestic helper o Construction industry o Other:

3. Nationalities of currently brokered migrant workers (Check all that apply):

0 Indonesia 0 Vietnam o Philippines o Thailand o Other:

[Part 2] Migrant Workers: Employment Issues (Total: 12 Questions)

1-1. Do you agree that migrant workers should be allowed to become pregnant while working in Taiwan?
(Check one): o0 Yes o0 No o Yes, under certain conditions

1-2. Please explain your reasoning:

2-1. Have any migrant workers you assisted as an agency ever become pregnant while working in
Taiwan? (Check one): 0 Yes o0 No

2-2. If so, how did you assist the employer in handling the situation? (Check all that apply):
oTermination of contract and return to home country

0 Agreement to transfer employer or job

o Continued employment

o Other:

2-3. Please explain the considerations behind your response and describe the preferences of both the
employer and the worker:

3-1. Have you ever had a negative experience with an employer or migrant worker due to a worker’s
pregnancy? (Check all that apply): o Yes, with the employer o Yes, with the migrant worker o No
negative experiences with either employer or worker

3-2. If yes, please describe the reason and the outcome:

4-1. Are you aware of the “Guidelines for Handling Pregnant Migrant Workers” issued by the MOL?
(Check one): o Yes o0 No

(Note: Under these guidelines, if a migrant worker becomes pregnant, the employment relationship may
be mutually terminated, allowing the worker to change employers or jobs. The employer may still
introduce or hire a new migrant worker.)

4-2. In your opinion, do these guidelines help employers resolve
manpower challenges? (Check one): o Yes o No o Not sure

4-3. Please explain your reasoning:
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4-4. In your opinion, do these guidelines help protect the rights of pregnant migrant workers to remain
employed? (Check one): o Yes o No o Not sure

4-5. Please explain your reasoning:
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[Part 3] Migrant Workers: Social Support Networks (Total: 6 Questions)

1-1. Have any of the migrant workers you assisted as an agency ever given birth in Taiwan? (Check
one): 0 Yes 0 No

1-2. If yes, to your knowledge, how was the child cared for afterwards? (Check all that
apply)
o I don’t know
0 Sent back to home country to be cared for by relatives
0 Cared for by the mother in Tiawan
0 Placed with an NGO
0 Cared for by a fellow national or friend in Taiwan
0 Used Taiwan’s childcare resources (e.g., caretakers, public or private childcare centers)
o Other:

2-1. Do you agree that pregnant migrant workers and their children should have access to
the same healthcare, childcare, and education resources as Taiwanese citizens? (Check one):
O Yes 0 No o0 Not sure

2-2. Please explain your reasoning:

3-1. In your opinion, who should be responsible for assisting with health issues during pregnancy,
childbirth, and childcare? (Check all that apply):

oThe worker o0 The employer 0 The employment agency o The government o NGOs

o Other:

3-2. Please explain your reasoning:

[Part 4] Policy Recommendations (Total: 3 Questions)

1-1. Do you agree that the government should provide support and resources to help migrant
workers in Taiwan balance their work and family responsibilities, including raising
children? (Check one): o0 Yes o No o Not sure

1-2. Please explain your reasoning:

2. What policy suggestions do you have for the government regarding migrant workers who become
pregnant or give birth while in Taiwan?
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Appendix C: Overview of Interviewed Migrant Workers’ Basic
Information Over

NO. |interview [Sex |Age [Nationality Type of Work |Marital No. of Status on Day of
Date Status Pregnancies |Interview
Live-in Unmarried 2 \Waiting to
Al |2021.7.30 | F | 26 |Indonesia |caregiver transfer
employer
Dental clinic
A2 [2021.7.30 | F | 40 |Philippines |Unauthorized |Married 2 |Missing
work)
Live-in Married
A3 |2021.8.13 | F | 36 |Philippines |caregiver 2 Waiting to
transfer
employer
Factory worker [Unmarried
A4 12021.8.13 | M | 27 |Philippines 1 Waiting to
transfer
employer
Live-in Unmarried
A5 12021.8.13 | F | 27 |Philippines |caregiver 2 \Waiting to
transfer
employer
AL F 36 Phl|lpp|nes Factoryworker Unmarried 1 In Taiwan
2021.10.1 (legally)
AT M | 30 |Philippines  |opened a tattoolUnmarried 1 In Taiwan
parlor (legally)
A8 F | 35 |Philippines  |Factory worker Married - In Taiwan
(legally)
Factory worker [Unmarried
A9 |2021.10.1 | F | 26 |Philippines - In Taiwan
(legally)
Factory worker [Unmarried
A10 F | 33 |Philippines 3 In Taiwan
(legally)
Factory worker [Unmarried
All F | 27 |Philippines - In Taiwan
(legally)
L Factory worker [Unmarried ]
A12 F | 32 [Philippines - In Taiwan
(legally)
2021.10.1
Al3 F | 32 |Philippines  [Factory worker [Unmarried - In Taiwan
(legally)
Ald F | 37 |Philippines |Factory worker [Unmarried - In Taiwan
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(legally)

Unmarried
A15 |2021.10.1 38 |Indonesia Live-in Located and
caregiver placed after
going missing
Unmarried
A16 (2021.10.21 34 |Philippines |Factory In Taiwan
worker (legally)
Married
A17 (2021.10.24 24 |Vietnam Factory In Taiwan
worker (legally)
Al18 |2021.10.24 26 |Vietnam Factory Married In Taiwan
worker (legally)
A19 (2021.10.24 33 |Philippines |Factory Unmarried In Taiwan
worker (legally)
A20 [2021.10.24 32 |Philippines  [Live-in Unmarried \Waiting to
caregiver transfer
employer
A21 [2021.10.25 29 |Indonesia Live-in Married \Waiting to
caregiver transfer
employer
A22 [2021.10.25 33 |Indonesia Live-in Married \Waiting to
caregiver transfer
employer
A23 2021.12.8 27 |Indonesia Live-in Married \Waiting to
caregiver transfer
employer
A24 2021.12.15 28 |Indonesia Factory Married In Taiwan
worker (legally)
A25 [2022.1.1 29 |Indonesia Live-in Unmarried Missing
caregiver
A26 2022.1.1 31 |Indonesia Fisher Unmarried Missing
A27 [2022.1.1 27 |Indonesia Live-in In Taiwan
caregiver Married (legally)
A28 [2022.1.1 N/A |Indonesia Factory Married In Taiwan
worker (legally)
A29 2022.1.1 35 |Indonesia Live-in Married Missing
caregiver
A30 [2022.1.1 34 |Indonesia Factory Married In Taiwan
worker (legally)
A31 2022.1.1 N/A |Indonesia Live-in Married Missing
caregiver
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A32 2022.1.1 M | 29 |Indonesia Factory Married In Taiwan
worker (legally)
Live-i Married
2022.8.8 _ Ve-In |
A33 2022.8.18 F 34 |Indonesia caregiver In Taiwan
(legally)

Source: Compiled by this investigation.
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Appendix D: Overview of Interviewed Migrant Workers in the Control

Yuan Investigation Case

No. [Investigation Case [Sex |Age [Nationality [Type of Marital  [No. of Status on Day of
Number Work Status Pregnancies |Interview
F1 E 39 | Indonesia Live-in Married 3 Located and
caregiver placed after
going missing
. |Live-in Unmarried Located and

F2 F - Indonesia caregiver 1 olaced after

going missing

F3 E ) Indonesia Live-in Married 1 Located and

caregiver placed after
going missing
Control Yuan - ! o _

F4 Investigation = 35 |Philippinesiactory nmarrie 2 In Taiwan
Report No. 111 PP worker (legally)
SheDiao 0011
(111 A3 0011)

F5 = 29 |Philippines Live-in Unmarried ) In Taiwan

PP caregiver (legally)

F6 = 33 |Philiopines Factory Unmarried 1 In Taiwan

PP worker (legally)
F7 = 42 |Philiopines Live-in Unmarried 3 In Taiwan
PP caregiver (legally)

F8 = 26 | Indonesia Live-in Unmarried 2 In Taiwan

caregiver (legally)

F9 Control Yuan = } Indonesia Live-!n Married Missing
Investigation caregiver
Report No. 111 1
CaiDiao 0044

F10 (111 p43% 0044) M ) Indonesia Fisher Married Missing
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Attachment: The Stories of Migrant Mothers Torn Between Work and
Family
(All interviewees have been given pseudonyms)

I.  Hiding out of fear! “Survival” vs. “life”: The painful choice
faced by pregnant migrant workers.

In recent years, there has been a growing number of cases
involving unintended pregnancies among female migrant
workers, yet their journey through pregnancy and childbirth
in Taiwan remains extremely difficult. Despite seemingly
comprehensive legal protections, various gaps and
shortcomings in Taiwan’s regulatory framework leave both
employers and pregnant migrant workers in precarious
situations. The government must urgently address the rights of
pregnant migrant workers and establish practical, well-
rounded support measures to ensure legal compliance without
disrupting industry operations, enabling a win-win situation
for employers and migrant workers.

My name is Ai-hua. I’ve been working in Taiwan for five years.
Back in the Philippines, | had two children with my boyfriend, but
we never got married and eventually separated. To support my
family, I left my 11-year-old son and 10-year-old daughter in my
parents’ care and came to Taiwan alone. I work at a tech company
in Taichung assembling ink cartridges. | work 8 hours a day and
live a stable, routine life, which allows me to send money home.
Later, through a friend, I met a new boyfriend in Taiwan. The
pregnancy wasn’t planned. I didn’t feel sick during pregnancy, and
my belly didn’t grow much, so I kept it a secret. I was too scared
to tell the company or go for prenatal checkups. I have two kids
and aging parents to support back home, so I couldn’t afford to be
afraid of getting sent back. | needed this job to survive. Then one
day, my water broke in the dorm, and | realized | could no longer
hide it...
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Accidental Mother: Isolated and Desperate with Nowhere to Turn

Recollecting that moment, Ai-hua’s face still shows signs of panic and
fear. She said that on the way to the hospital, what flashed through her
mind were stories of her coworkers and friends. Some had gotten
abortions out of fear of losing their jobs; others ran away and went into
hiding; some knew about the church in Tanzi, Taichung, where they could
seek help from Father Joy, a Filipino-American priest.

Many of her coworkers, she said, were forced to leave once their
pregnancy became visible—some as early as six months into it. The
company would find excuses, or no reason at all, to make them quit and
return to their home countries.

Another worker, Joy from Indonesia, also hid her pregnancy out of fear:

I didn’t tell my boss I was pregnant or go for checkups. One day,
while delivering lunch with my boss, | went into labor in the
building lobby...

Some migrant mothers chose abortion to keep their jobs:

| had to help the elderly woman | cared for go to the bathroom
every day. After | got pregnant, the job became even more difficult,
and I was afraid I might get fired...

The boss noticed | often felt unwell and asked the agency to take
me to the doctor. When they found out | was pregnant, the boss
said I couldn’t care for the elderly woman properly and wanted to
terminate my contract. Even though the labor bureau stepped in to
mediate, everyone kept asking if I’d consider an abortion...
Eventually, I chose to end the pregnancy.

Fortunately, these fearful scenarios remained just images in Ai-hua’s
mind. After giving birth, her company did not terminate her contract or
send her home. Instead, they gave her two months of paid maternity leave
and even allowed her to care for the child in the dormitory.

The company also helped her apply for two months of childbirth benefits

176



through the Labor Insurance Bureau. Her agency was equally supportive,
helping her obtain the child’s birth certificate, passport, and residence
permit free of charge

“Honestly, I never intended to get pregnant again—it was because
[ didn’t use contraception... If the company and agency hadn’t
offered support, I would’ve been lost. I was able to give birth
without worrying about losing my job or having nowhere to go. If
they hadn’t helped, I wouldn’t have known what to do,” Al-huasaid
with heartfelt gratitude.

I’m Pregnant: Caught Between the Pain of Giving Birth and Not
Giving Birth

Indeed, not every pregnant migrant worker is as lucky as Ai-hua. They
cannot keep their jobs, receive paid maternity leave, or collect two months
of childbirth benefits through labor insurance. Unlike many others, Ai-
hua also had help; a fellow Filipino dorm supervisor assisted her with
caring for the child, and the agency helped, free of charge, with paperwork
for the birth certificate, passport, and residence permit.

However, most pregnant migrant workers are forced to end their contracts
once their pregnancy is discovered. Employers often pressure them with
excuses like “failing performance evaluations” or claims that their
services are no longer needed. For example, a caretaker was told,
“Grandpa has been sent to a care facility, so we no longer need you.” With
limited options, these workers end up terminating their contracts.

As soon as they find out they’re pregnant many face the agonizing
dilemma between choosing survival or choosing life.

Employers and agencies often hide these issues as well. Zeryx, a
Filipino production line worker at an electronics factory in
Taoyuan, shared: 'My girlfriend told her employer and agent about
the pregnancy at four months. She ended her contract and returned
home, thinking that was the only option. We didn’t know we had
the legal right to stay in Taiwan and give birth until we came across

an NGO that explained everything...”
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He emphasized that he also had no idea that workers could call the 1955
Hotline for help when encountering workplace issues, reflecting a serious
lack of government outreach. As a result, well-intentioned policies fail to
reach those they’re meant to protect, leaving migrant workers uninformed
and unprotected due to the information gap.

Article 11 of the Gender Equality in Employment Act states that
employers are prohibited from dismissing, forcing the resignation of, or
discriminating against workers based on pregnancy or childbirth.
Violations may result in fines, revocation of hiring permits, and a two-
year ban on hiring migrant workers.

While there are no “’pregnancy bans” for migrant workers in Taiwan’s
laws, they are entitled to the same rights as local workers under the
Gender Equality in Employment Act, and the Labor Standards Act. These
include the right to:

e Request job adjustments during pregnancy,

e Refuse night shifts,

e Apply for childbirth benefits, and

e Receive paid prenatal leave and maternity leave (including
in cases of miscarriage).

In practice, however, these protections are poorly enforced, and pregnant
migrant workers continue to suffer.

“I told my company I was pregnant at two months and expressed a
desire to continue working in Taiwan. HR even switched me to the
day shift. But by the seventh month, they started making things
difficult by pressuring me to return home, increasing my workload,
and telling me I had to use personal leave for prenatal checkups...”

“Even though I was pregnant, the employer still made me work
overnight shifts...”

“After the company found out I was pregnant, they didn’t adjust
my job. I still had to carry heavy loads. | even had bleeding, and
my doctor issued a note, but the company ignored it...”
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Reports to the 1955 Hotline show that neglecting or deliberately violating
pregnant migrant workers’ rights remains widespread, whether due to
ignorance or willful disregard by employers and agencies.

Shockingly, some agencies even demanded penalty fees from pregnant
workers, deepening their distress and forcing them further into an
impossible situation where they must choose between their livelihood and
their child’s life.

Legal Protections vs. Harsh Realities: Enforcement Remains a
Challenge

Although the law clearly outlines protections and penalties, enforcement
in practice remains limited. In 2019, the MOL issued a reminder
reaffirming that if a migrant worker becomes pregnant and both parties
agree to terminate the contract, the employer can immediately recruit or
hire a new worker to prevent labor shortages.

Meanwhile, the pregnant migrant worker is exempt from the usual
requirement to find a new employer within two months and can apply for
a “temporary deferral of transfer” to safely wait for childbirth and return
to work after delivery.

Although the law clearly outlines protections and penalties, enforcement
in practice remains limited. In 2019, the MOL issued a reminder
reaffirming that if a migrant worker becomes pregnant and both parties
agree to terminate the contract, the employer can immediately recruit or
hire a new worker to prevent labor shortages.

Meanwhile, the pregnant migrant worker is exempt from the usual
requirement to find a new employer within two months and can apply for
a “temporary deferral of transfer” to safely wait for childbirth and return
to work after delivery.

However, the reality is far more complex—a written policy or mutual
agreement alone cannot resolve the underlying difficulties.

“It’s inevitable that some migrant workers will become pregnant.

Most of them tell us when it happens, and we adjust their duties,
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like avoiding heavy lifting.” said a supervisor at the tech company
where Ai-hua works. “Honestly, we’re not afraid of pregnancy
affecting their performance. After all, local workers get pregnant
too. However, in Taiwan, having and raising a child is challenging
and complicated, especially when there is no family support
available. That’s a real challenge for them...”

The supervisor added that they should explain the situation clearly: a child
born in Taiwan cannot obtain Taiwanese citizenship, and it’s extremely
difficult to balance childcare and work, let alone consider long-term
parenting. As a result, their company prefers that pregnant workers return
home before their third trimester, when they are still able to fly, and then
come back to work after giving birth.

Ai-hua’s employment agency echoed the same stance:

“We usually suggest that pregnant workers go back home to give
birth. You just don’t know what might happen if they stay.
Honesty, I rarely meet anyone who refuses to go back...”

This agency’s staff members, who have worked in the field for two years,
admitted they were unaware of the “Guidelines for Handling Pregnant
Migrant Workers” and the employment protections afforded to pregnant
workers.

They explained that their orientation for migrant workers generally
focuses on daily life matters, such as traffic safety, and rarely, if ever,
covers information about contraception, pregnancy, or related rights.

The Burden of Childrearing: Separation as the Only Option

Even if pregnant migrant workers avoid deportation and successfully give

birth in Taiwan, the challenges of raising a child still exist. Taiwan’s

nationality law follows the principle of jus sanguinis (right of blood),

meaning that if neither parent is Taiwanese, the newborn cannot get a

national 1D. However, if the parents have the financial means to support
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the child, the child can be granted residency.

Under current law, migrant workers who give birth in Taiwan are entitled
to the same maternity leave and childbirth benefits as local workers,
provided they are enrolled in labor insurance, such as factory workers.
Live-in caregivers are not covered under the Labor Standards Act.
Although they are entitled to maternity leave under the Gender Equality
in Employment Act, employers are not obligated to provide paid
maternity leave.

Additionally, childcare allowances, nursery subsidies, caregiver grants,
and access to public preschools and daycare centers, whether managed by
the central or local governments, are limited to Taiwanese nationals.
Parent leave wage replacement benefits, governed by the Employment
Insurance Act, are also generally tied to labor insurance coverage.

However, the act does not apply to foreign nationals whose spouses are
not Taiwanese, restricting its coverage to Taiwanese citizens or foreigners
married to Taiwanese citizens. As a result, even if migrant workers are
insured, they cannot apply for parental leave benefits during their unpaid
leave if neither they nor their spouse has ROC nationality.

Consequently, migrant workers who want to raise a child in Taiwan have
to depend entirely on monthly wages of NT$20,000 to NT$35,000, while
often still having to send money home to support their families. The
financial pressure often forces them to turn to fellow migrants or
unlicensed underground caregivers, or, overwhelmed by these tough
realities, to send their child back to their home country, enduring painful
long-term separation.

Take Ai-hua, who works in Wugi, Taichung, as an example. Her monthly
base wage is NT$24,000, with an additional NT$9,000 in overtime. She
pays NT$1,500 in brokerage fees and NT$1,500 for food and lodging.
She leaves her child in the care of a foreign friend living in Changhua,
who charges NT$700 per day. This totals over NT$21,000 a month for
childcare.

“I know some pregnant moms go to Tanzi in Taichung, where Father Joy offers shelter
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and care. But in the end, most of them still choose to send their child home and give up
working in Taiwan...”” Ai-hua explained.

The Father Joy she refers to is a Filipino-American priest who turned the
Sacred Heart of Jesus and the Immaculate Heart of Mary Church into a
shelter for migrant workers. The church charges NT$600 per day for
childcare, excluding diapers, which adds up to around NT$12,000 per
month.

Although Ai-hua’s ex-boyfriend—the child's father—agreed to help pay
part of the babysitting costs, and although the child could get a residence
permit, vaccinations at the health center, and a NHI card, the next
challenge will be at age seven: the child’s education.

Ai-hua ultimately decided to ask a friend to help send her child back to
the Philippines, given the high costs of raising a child in Taiwan, where
her parents could take over caregiving responsibilities.

Fulfilling Rights Through Comprehensive Support Measures

By the end of October 2022, the number of industrial and social welfare
migrant workers in Taiwan had exceeded 700,000, with women making
up 356,555 of them. Nearly 80% of these women are of childbearing age,
between 25 and 44.

Statistics show that about 4,000 migrant workers give birth in Taiwan
each year, but the percentage of pregnant migrant workers forced to end
their contracts and return home has increased from 40% to 60% over the
past three years.

Combined with limited sex education and a lack of awareness about
contraception, the number of unintended pregnancies among female
migrant workers continues to grow.

Although Taiwan ratified the ICCPR and the ICESCR in 2009 through
domestic legislation, it has not yet incorporated the ICRMW into
domestic law. As a result, legal protections for migrant workers remain
inadequate.
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Many of Taiwan's current laws and regulations governing foreign
workers are inconsistent with provisions in the ICRMW. For example,
strict limits on the residency duration of migrant workers’ family
members, and restrictions on job mobility and freedom to change
employers during their stay in Taiwan.

The rights and protections that migrant workers should be entitled to
remain incomplete. If the government does not urgently review existing
policies and address critical gaps in implementation, it will fall behind in
aligning with international human rights standards.

In particular, as unintended pregnancies among migrant workers become
increasingly common, the absence of appropriate legislative and policy
frameworks means that the basic human rights and parenting rights of
pregnant migrant workers cannot be truly upheld.

Providing targeted support to meet the needs of pregnant migrant
workers, such as foster care services, childbirth subsidies, or a well-
designed parental leave system, can help protect their employment rights
and ensure genuine safeguards for migrant mothers. Only then can we
prevent further harm and ensure dignity and fairness for all workers,
regardless of nationality.

Support Programs: Building a Social Safety Net

“I’ve heard of the ‘Guidelines for Handling Pregnant Migrant
Workers’, but to be honest, who would be willing to take on a
pregnant migrant worker? That’s just not practical. Even after
giving birth, I wouldn’t accept a transferred worker. My first
reaction is, ‘If she’s a good worker, why was she transferred out?’
So, the company would still prefer to bring in a new hire,” said the
manager of the tech company where Ai-hua works.

Even when employers understand that pregnant migrant workers are
entitled to the same legal protections as pregnant local workers,
implementation remains difficult due to entrenched attitudes and biases.
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Every migrant worker leaves her home country hoping to earn a living,
support family, and raise the children she was forced to leave behind. But
if she becomes an “unexpected mother,” and legal protections are either
lacking or not enforced, then isolation and helplessness may be the final
straw that breaks her.

Numerous social welfare organizations have stepped in to support
pregnant migrant workers. For example, the Garden of Hope Foundation
launched the Foreign National Women and Children Consultation
Service Center, offering multilingual and interdisciplinary services that
include legal guidance, job transition assistance, case assessments, and
psychological support.

The center also facilitates discussions with migrant workers and their
partners on childbirth-related decisions. If needed, they offer shelter
services, connect workers to healthcare providers, and enhance neonatal
care, helping to prevent pregnant workers from fleeing due to fear or
confusion and thereby avoiding the birth of undocumented children.

Additionally, the Serve the People Association in Taoyuan, a nonprofit
organization, has initiated the Pregnant Migrant Mothers Assistance
Program. This project offers shelter, emergency medical care, postnatal
support, and assistance with job transitions.

With backing from social service agencies, it is hoped that the goodwill
behind government policy can be more fully realized, empowering more
pregnant migrant workers to face the future with courage. Only then can
their path to motherhood in a foreign land be met not with fear and
hardship, but with hope and joy.

You came to Taiwan to work, not to get pregnant!

There are nearly 220,000 female migrant care workers in Taiwan.
These women devote the prime of their lives to supporting Taiwan’s
long-term care needs. While working in a foreign land, they too
dream of love, family, and motherhood.

Yet the harsh reality is that they often cannot reconcile their work
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with becoming a mother. Brokers threaten them with deportation if
they become pregnant, employers terminate contracts as soon as they
hear the news, and even the women themselves may internalize the
blame for an unplanned pregnancy.

If migrant workers are indispensable to Taiwan’s labor force, then
the government must acknowledge the vulnerable position of
pregnant migrant workers, review flawed policies, and create
conditions that allow them to welcome both a new life and a new
chapter without fear. Only then can Taiwan’s industries, plagued by
labor shortages, continue striving toward economic resilience and
innovation.

“My name is Xiao-lei. 'm 29 years old and have been working in Taiwan for 7
years. | take care of an elderly man and his wife, who had a stroke. My
employers treat me well on my birthday, they buy me a cake and give me a red
envelope. They take me along wherever they go. I never planned on becoming
pregnant. | just wanted to work hard. But one day, | fainted while grocery
shopping at the market, and that’s when I found out I was already four months
pregnant.

| was happy, but also scared. My employer had once said that pregnancy during
employment was not allowed. Sure enough, as soon as they found out, they
started looking for ways to terminate my contract. The broker also told me | had
to go back to Indonesia. ..”

Another 29-year-old care worker from Indonesia, Chloe, shared a
similar experience. “I already knew that I was coming to Taiwan to do
caregiving. [ was sent to Yunlin to care for an elderly woman. I've been with her for
three years. After discovering my pregnant, | started wearing loose clothes to hide it.
But one day, | forgot and wore something more fitted—my employer saw my belly
on the surveillance footage. The next day, he told me to leave the house and had the
broker come pick me up. After that, he never contacted me again. . .”

Chloe and Xiao-lei’s stories are not isolated cases. In fact, many pregnant
migrant workers face the same ordeal. Investigations conducted by

Taiwan’s Control Yuan and data from the 1955 Hotline reveal that fear of
185



contract termination or non-renewal is widespread.
“I"'m pregnant, but I haven’t told my employer yet. What if they fire me?”

“I"'m five months along. I want to stay and work in Taiwan, but my brokers
says that I have to abort the baby or go back to Indonesia. . .”

Many pregnant workers are forced to hide their pregnancies to keep their
jobs. But once their growing bellies can no longer be concealed, they are
left with uncertainty and fear about what lies ahead.

These women, who shoulder the burden of long-term care for Taiwan’s
families, can work here for as long as 12 years. Over such an extended
period, it’s only natural that some might fall in love, settle down, or
become mothers. Yet the moment that joyful new life arrives, a host of
difficulties also begin to surface.

Contract Termination as the Only Option: The Dilemma of
Employers of Live-in Caregivers

In 1992, Taiwan formally began hiring foreign labor through the
Employment Service Act. Over the past 30 years, nearly 700,000 migrant
workers, both industrial and social welfare workers, have become an
indispensable part of Taiwan’s labor force.

Among them, more than 350,000 are women. These women leave their
home countries and dedicate their lives to Taiwan’s economy and long-
term care system. Many are of childbearing age (25 to 44), with hopes of
love, family, and motherhood—just like anyone else. But in a foreign
country, with unfamiliar laws and a vastly different culture, they are
forced to choose between work and having a child.

Xiao-lei, a migrant caregiver who has worked in Taiwan for 7 years, used
to care for an elderly man with dementia and his wife, who had suffered
a stroke, in Tainan. Before her pregnancy, she had a close and warm
relationship with her employers—Iike family. But once she became
unexpectedly pregnant, everything changed.
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“The broker kept telling me to go back to Indonesia because I was pregnant,
and even persuaded the employer to send me home. | had just undergone
heart surgery, and the broker had already booked a plane ticket for me on the
second day after |1 was discharged. I didn’t want to go, so I contacted the
Taoyuan-based Serve the People Association for help. They placed me in a
maternity shelter in Zhongli.

| had done my own research and found that I could legally stay in Taiwan
during pregnancy and childbirth. | contacted the Indonesian representative
office and the 1955 Hotline, but they both told me it all depended on the
employer and broker—if they said | had to return home, then I had to go. With
the NGO’s help, I terminated the contract with my employer and was still
able to stay in Taiwan to give birth.”

Xiaolei’s story reveals that her employer’s concern wasn’t hostility but
worry: how could she continue providing care to two elderly people while
pregnant? This highlights a key issue facing many families who hire live-
in caregivers: they must bear the dual burden of having no one to care for
their loved ones and the increased risks that come with a pregnant worker.

“After my employer found out I was pregnant, they immediately called the
broker to take me to the hospital to confirm. He wasn’t actually mad—but he
did ask why I didn’t say something sooner. He was mainly afraid that taking
care of the elderly might cause complications for the baby...”

Live-in caregivers often work 24/7 and frequently care for patients with
severe disabilities. If a caregiver is unwell during pregnancy or must take
maternity leave after giving birth, who will look after the person in need
during that period?

In many households, there's neither space nor capacity to accommodate a
caregiver and their newborn. In the end, this forces both the employer and
the migrant worker into an unfair and painful standoff.

The Control Yuan, in interviews with Dbrokerage agencies, also
acknowledged this dilemma:

“Many caregiving tasks are physically demanding—such as moving
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bedridden patients. Many pregnant migrant workers know they simply can’t
handle the workload and are forced to return home after terminating their
contracts.”

“From the employer’s side, if a caregiver becomes pregnant and gives birth
while in Taiwan, the employer may not be able to help care for the child and
will face a care void at home. Though the contract can be temporarily
suspended, allowing the worker to return post-childbirth, the minimum three-
month gap poses a serious issue for caregiving needs.”

For Xiaolei, who chose to stay in Taiwan, pregnancy was not the only
challenge as she now had to navigate everything alone. Her employer
claimed they wanted her to return to Indonesia “for her own good,” while
the broker pressured her into signing a so-called voluntary resignation
form. Desperate, Xiao-lei turned to official institutions for help, only to
receive generic responses and no clear guidance on how to protect her
rights.

Ultimately, it was only with the assistance of an NGO that she was able
to secure a place to stay and give birth. But even though she remained in
Taiwan, new questions emerged:

e Where would her baby go after birth?
e How much would childcare cost?

e What does “the best interest of the child” look like when the
baby grows up without either parent?

These are the urgent and real questions Taiwan’s government must face
If it wants to provide genuine protection and equity for its essential
migrant workers.

Deported for Being Pregnant: The Inhumane Pregnancy Ban

Chloe, a migrant worker caring for an elderly woman in Yunlin, had a

friend who was forced to return home after becoming pregnant. So, when

Chloe found out she was pregnant, she kept it a secret, wearing loose

clothing every day to hide her belly. But in her eighth month, her

employer found out and immediately asked the broker to remove her from
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the household.

“I was almost due at the time. I begged my employer to give me just one more
month. | told them | could continue taking care of the elderly woman after
giving birth, but they refused. | had no choice but to say a tearful goodbye to
the grandmother | had cared for.”

Chloe thought the broker would help her find shelter, but instead, she was
told to make her own arrangements. She initially stayed with a friend, and
eventually found support through an NGO in Taoyuan. At first, she had
even considered running away due to fear of deportation since she didn’t
understand Taiwan’s legal protections and her broker had warned her that
pregnancy would lead to immediate repatriation.

Fortunately, her friends persuaded her otherwise. Through an online
community of fellow migrants, she learned about the NGO in Taoyuan,
which had helped many pregnant migrant workers like her. She quickly
reached out and was able to safely give birth and care for her baby there.

Chloe is currently in a deferred job transfer period, and once she finds a
new job, she plans to place her child in the care of the Harmony Home
and visit on her days off.

Even though migrant workers who become pregnant in Taiwan are
protected under the Gender Equality in Employment Act, and the
Ministry of Labor has reiterated that employers cannot arbitrarily
terminate a pregnant migrant’s contract, the reality remains harsh.

For many migrants unfamiliar with local laws, brokers are their main
source of information and trust. However, to avoid the burden of
supporting pregnant workers, many brokers fail to clearly communicate
about their rights—or worse, intentionally withhold the information. As a
result, some brokers terminate their service contracts and arrange
deportation as soon as a pregnancy is discovered.

Some employers feel the same way:

“Migrant workers are here to work—If they get pregnant, they should be
terminated immediately.”
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And even the migrants themselves often believe this. Chloe shared:

“I didn’t dare fight back, because I felt like it was my fault. I came to Taiwan
to work...”

As it stands, the burden of pregnancy falls entirely on the migrant worker.
With no official support, some choose to run away, give birth to
undocumented children, or undergo unsafe abortions—sacrificing their
own health.

Abortion or Birth: Only Seven Months to Decide

Once a pregnancy is discovered, employers and brokers often pressure
workers to return to their home countries before the 7th month—the latest
point at which they can still safely fly. If persuasion doesn’t work, they
may intensify pressure, or even trick the worker into signing a so-called
“voluntary resignation” agreement.

Some may ask, “Aren’t they here to work? Why didn’t they use
contraception?”

But many of these women are of marriageable age, and some have even
held religious weddings in Taiwan. Wanting children is entirely natural.
Yet what should be a joyful event, pregnancy, becomes a source of fear:
fear of job loss, deportation, and separation from their children.

A report published by the Control Yuan in May 2022 revealed that the
percentage of pregnant migrant workers forced to terminate contracts and
return home has increased from 40% to 60% in the past three years.
Without access to childcare resources, many are forced to leave their
children behind to continue working in Taiwan, sacrificing parental bonds
for survival.

Migrant workers are forced to make impossible choices framed by two
667899:
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1. Whether to return home before the 7th month of pregnancy,
2. How to address schooling for their children when they turn 7, if they
remain in Taiwan.

For Taiwan’s labor policy to be humane and consistent with the CRC,
agencies like the MOL and MOHW must not only focus on employment
and health rights, but also recognize the parental needs of migrant workers
living in Taiwan.

The Convention clearly states that children have the right to parental care,
early childhood services, and educational support.

“We fled to the mountains to help farmers plant vegetables and fruit. After the
baby was born, we were too busy during harvest season to care for him, so
the elderly couple we worked for helped watch over him...”

In a bamboo fruit basket, the baby cried loudly. The undocumented
migrant mother, heartbroken, had no choice but to sacrifice time with her
child for survival.

While undocumented families may avoid the discriminatory treatment
faced by legal migrants, they suffer a more gut-wrenching pain: their
children lack any legal right to parental care or early education services.

Choosing Between Work and Family: Dysfunctional Policies Push
Migrant Workers into Hiding

The Taiwanese government has indeed introduced measures for migrant
workers who become pregnant and give birth while in Taiwan. These
include: removing pregnancy tests as an employment condition, not
forcing deportation, requiring Vverification procedures when employers
seek to terminate contracts to ensure the worker's consent, and
establishing complaint hotlines, emergency shelters, and resource
platforms for pregnant workers.

Additionally, if a migrant care worker needs rest due to pregnancy,
employers with long-term care needs can apply for respite services under
the Ministry of Health and Welfare's “Expanded Respite Service Program
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for Families Employing Migrant Caregivers.”

These policies may look comprehensive on paper, but how many are
actually useful and truly implemented?

Take the respite program as an example. According to a 2020 MOL-
commissioned study, 60% of employers had never used it. Moreover, the
program'’s subsidies are insufficient to fill the labor gap during a migrant
caregiver’s maternity leave.

The MOHW has also stated that the program is meant to relieve family
caregivers' stress and is not a substitute for providing personnel coverage
when a migrant caregiver takes maternity leave. But with nearly 210,000
migrant caregivers across Taiwan, even one day’s absence can leave tens
of thousands of dependent families without care.

As for contract termination, local governments are supposed to conduct a
“termination verification” to confirm the worker’s intent, and migrant
workers are entitled to employer transfers or temporary suspension of job
changes.

Yet the numbers speak for themselves: between 2020 and 2021, 5,179
pregnant migrant workers had their contracts terminated and left Taiwan.
Among them, not a single case was officially deemed an improper
termination by an employer. Furthermore, case reviews from the Control
Yuan and the 1955 Hotline show how ineffective these systems are.

One hotline case noted: the employer asked a worker who was four
months pregnant to “voluntarily resign and return home.” The worker
agreed, thinking the employer would cover the plane ticket. But after the
“verification,” the broker claimed the employer refused to pay.

Although the worker believed she could continue working, she was still
unfairly dismissed. In another case, a broker forced a migrant to sign an
early termination form but made her write that she was returning home to
care for family, not because of pregnancy. Clearly, the so-called
“verification” process is merely a formality.

Other hotline complaints also show the discrimination pregnant migrants
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face:

“I was already very tired due to the pregnancy and told the company I
couldn’t work overtime, but they didn’t accept it and still made me work
until 9 p.m., even assigning heavy labor...”

“T used to work in the quality control department. After getting pregnant,
they temporarily reassigned me to a less physically demanding position,
but then suddenly moved me back to QC, which requires long hours of
standing—very hard on my big belly...”

Even the 1955 Hotline, intended to support workers in cases of unfair
dismissal, appears ineffective. Between 2020 and 2021, there were 226
related complaints, but over 60% ended with the migrant having already
left the country, was about to leave, or had “agreed to close the case.”
With high withdrawal rates and no spot-check mechanism to verify
employer misconduct, the usefulness of this complaint system is
questionable.

The number of pregnant migrants placed in shelter due to labor disputes
Is also low. The MOL reports that only 10 were placed in shelters in 2021,
and 6 more between January and June 2022. Compared to the number of
complaints, this is minimal. And even for those placed in shelters,
securing a new job remains a challenge.

“I can leave my child in a shelter for six months, but after that I don’t know
what to do...”

“My husband earns enough now to support the child, but when I find work
again, I’ll have a friend care for the child...”

“My boyfriend and I still hope to stay in Taiwan to work and raise our child.
We’re trying hard to find a new job, otherwise we’ll be forced to return to the
Philippines by January, which we really don’t want...”

“I wanted to keep our family together in Tatwan, but I can’t work while caring
for the baby. Nanny fees are too high, so | had to send my child back to the
Philippines to be raised by grandma...”
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“I didn’t want to leave my child in Taiwan because it would mean relying on
someone else long-term, or sending them to an institution, and I just don’t feel
safe doing that...”

These migrant mothers, waiting to transfer to new employers, cannot
return to work without first resolving childcare issues. Even if they secure
a new job, they might be forced to give it up if no one can care for their
child. As for those not placed in shelters, most end up running away.

The combination of ineffective government institutions, poorly
implemented policies, pressure from brokers and employers, and fear of
job loss leaves pregnant migrants in despair. Many take enormous risks,
skipping prenatal care, hiding their pregnancies, and gambling with the
lives of both mother and child, because what they fear even more is losing
their job, or being sent home in debt.
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Pregnant in Taiwan, But Can’t Afford to Raise a Child

The Executive Yuan’s Department of Gender Equality
recently released the “2022 Gender Atlas.” Using this data to
calculate the UNDP’s 2019 Gender Inequality Index, Taiwan
ranked sixth among 163 countries and first in Asia. Protecting
and promoting women’s rights and welfare, and achieving
gender equality, has long been one of Taiwan’s key policy
objectives. However, these seemingly impressive achievements
and lofty ideals often fail to translate into meaningful
guarantees for female migrant workers, especially when it
comes to something that should be joyful: pregnancy. Instead,
race, skin color, and class push their lives and jobs into a
disadvantaged corner.

“I’m Bebe, from Indonesia. When | found out | was pregnant, | told
the company right away. I didn’t try to hide it because I thought it
would be like what happened to my other pregnant colleagues—
we’d be ‘terminated’ and sent back home by the sixth month. That’s
what the company told me too.

But after | spoke with an NGO in Taoyuan, | learned that Taiwan
actually does not ban migrant workers from getting pregnant and
giving birth while working here. The law protects us. So, | went back
to talk to the company again.

They didn’t outright refuse, but they also didn’t want to help with
my child’s documentation after birth. The broker sided with them
and tried everything to pressure me to go back to Indonesia.
Thankfully, the NGO was willing to help.

At the broker’s insistence, I signed a waiver saying I’d take full
responsibility for everything, and only then did the company agree
to let me stay and promised I could return to work after giving birth.

I’m seven months pregnant now. What worries me most isn’t the

breech position that might require a C-section, or even the costs of

raising a child—it’s that my company won’t let me live in the dorm
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after the baby is born. I still have over a year left on my contract,
and my husband works in a textile factory in Pingzhen, Taoyuan.
So, who’s going to take care of the baby during this time...?”

Supposed Protections: Silenced and Hidden

Taiwan is grappling with low birth rates and an aging population. As of
2022, the number of migrant workers in Taiwan exceeded 710,000. These
workers take on blue-collar jobs that many locals shun and help care for
tens of thousands of families. Nearly half (49.7%) are women and most
are aged between 25 and 44—prime reproductive years.

Article 52 of the Employment Services Act states that migrant workers
may work in Taiwan for a maximum of 12 years; caregivers with
professional training and exceptional performance may extend their stay
to 14 years. In other words, many women spend their youth working in
Taiwan return home past their ideal childbearing age.

These young women leave their home countries to work in Taiwan, and
just like anyone else, they long for connection, romance, and
companionship. Yet past policies made it clear: if a female migrant
worker got pregnant in Taiwan, she would be deported immediately.
Before entering the country, women were required to provide proof of
non-pregnancy; once in Taiwan, they were subjected to biannual
pregnancy tests.

Under this so-called “pregnancy ban,” many pregnant workers, desperate
to keep their jobs, resorted to legal or illegal abortions, endangering their
health and raising serious human rights concerns. Others went into hiding,
gave birth to undocumented, stateless children, and survived doing illegal
jobs. Some were even forced to abandon their children just to survive.

Eventually, laws like the Gender Equality in Employment Act and the
Labor Standards Act began to protect women workers’ rights to
pregnancy and childbirth. Amendments to the “Regulations Governing
the Health Examination of Employed Foreigners” in 2007 and 2016
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officially removed pregnancy checks from required health exams.

Yet many employers, like Bebe’s company, still attempt to silence or
dismiss pregnant workers, even if they know it violates the law. Why?
Because they worry that if they make an exception for one, others will
follow suit, hurting productivity, complicating management, and
potentially creating ripple effects.

This is especially true for families employing caregivers who already
have pressing long-term care needs. Employers often fear pregnant
workers won’t be physically able to perform demanding caregiving tasks
or handle the risks of pregnancy while working. So they pressure brokers
to terminate contracts, or coerce the worker into signing “voluntary
resignation” papers. These situations happen all too often.

The Handbook: Hard to Read, Harder to Understand

“I was given a thick handbook that said I could call 1955 if I
had any issues. But | never called. The first time | had a problem,
[ just went straight to the NGO...”

Living in a foreign country is already difficult, and over 80% of
misunderstandings and conflicts stem from language barriers and cultural
differences. While the handbook—translated into various languages—
was thoughtfully designed to outline “rules of engagement,” how many
migrant workers actually read through it in detail?

For minor everyday issues, workers might rely on friends or senior
coworkers for advice. But for life-changing decisions—ones that might
involve legal rights—hearsay and informal “advice” are no substitute for
clear, accessible guidance.

After all, even locals struggle to understand the law; how can we expect
one booklet to offer real help? As a result, migrant workers often rely on
word of mouth, piecing together information from various sources.

“We found out about the Taoyuan NGO because one of my husband’s
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coworkers had asked them for help before...”

For Bebe, learning about the NGO was a stroke of luck. It meant she
wasn’t deported due to misinformation, and she was given the chance to
renegotiate with her company.

According to MOL statistics, from 2018 to 2021, more than 15,000
female migrant workers in Taiwan received maternity benefits. Yet 50%
of them did so after being terminated and returning to their home
countries. Because many migrant caregivers are not protected under the
Labor Standards Act, the real numbers might be much higher and
undocumented.

It’s impossible to know how many of these terminations were truly
mutual agreements, but it’s clear many were the result of
misunderstanding the law—or never being told their rights in the first
place. Is this not a failure of government outreach and implementation?

When facing problems that require extensive communication and clarity,
it becomes even harder to seek help. Who can these women trust? And
will asking for help just anger their employer? These concerns cause some
to quietly agree to go home, while others, still burdened by heavy broker
fees, feel they have no choice but to abort or go into hiding.

Entitled to Benefits? Visible, But Unattainable

Thanks to NGO assistance, Bebe was able to keep her job and her baby.
She no longer had to worry about her child’s documents, accessing
benefits, or being separated from her baby.

“I'm seven months pregnant now. My workload is about the same
as before. If I don'’t feel well, I can submit a leave request and go
rest at the dorm. What worries me more is that the baby is in breech
position and | might need a C-section, which would mean I'd have
to take a longer break and lose time earning money...”
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According to Taiwan’s Labor Insurance regulations, both local and
migrant workers are eligible for maternity benefits as long as they meet
the insurance requirements. Even if a worker leaves their job after
becoming pregnant, they can still apply for benefits if they give birth
within one year of leaving their labor insurance coverage.

Bebe was one of the lucky ones. As a factory worker, she qualified for
labor insurance, which means she didn’t have to worry about income loss
during maternity leave. But this also required her employer’s cooperation
in submitting the necessary paperwork.

Even though Taiwan does not follow jus soli (birthright citizenship),
newborns can still access NHI and lawful residency rights. But Bebe still
faced major challenges: Where would the baby live? She and her husband
were barely scraping by, sending less money home to Indonesia to make
ends meet. Even local families find raising children in Taiwan financially
difficult—and Bebe was left with less than NT$25,000/month after
deductions for labor insurance, health insurance, income tax, and lodging.
Her company refused to let her stay in the dorm with a baby, meaning
she’d have to rent a place and pay for childcare during work hours.

“We live outside the dorm now because the company said no
children allowed—even though they still deduct NT$2,100 every
month for room and board...”

“During the day I pay a church sister to look after the baby—around
NT$600 a day—and take the child home myself at night.”

“We’re only allowed to switch to day shifts right before giving birth.
But prenatal appointments don 't always line up with our scheduled
restdays...”

“We work 12-hour shifts on a rotating 2-on-2-off schedule. A lot of
pregnant coworkers rely on church members to help with
childcare.”

Eight Filipino workers at a tech company in Taichung described similar
experiences. Despite being entitled to prenatal leave and maternity
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protection, their employers often failed to respect these rights.

The company still deducted full lodging fees even though the women
weren’t allowed to live in the dorms. These examples highlight the severe
power imbalance between employers and migrant workers and show how
even supposedly legal benefits can be rendered meaningless through
subtle but systematic noncompliance.

Even with support from coworkers or church communities, these migrant
mothers face difficult trade-offs. Irregular shifts, lack of accessible and
affordable childcare, and limited workplace flexibility mean that even
informal support systems can only go so far.

The Joy of Pregnancy: Betrayal and Legal Jeopardy

In many ways, Bebe is lucky. Unlike other pregnant migrant workers, she
didn’t have to make a life-altering choice between ‘“‘opportunity” and
“fate.” She has a husband in Taiwan who can share the burden and
support her through the challenges of parenthood. But for some women
who become pregnant after arriving in Taiwan, religious beliefs or home
country laws leave them no choice but to keep the baby, only to be
abandoned by irresponsible partners, plunging them into crisis.

“After switching brokers, my wages were underpaid or randomly
deducted, so | ran away and picked up short-term factory or
caregiver jobs to earn a living. Then | found out | was pregnant. |
never considered an abortion. | only had two prenatal checkups
before | was caught by immigration at my rented apartment. My
husband reported me... we kept fighting after the baby was born, and
he didn’t want to take responsibility. Now he’s missing too—he ran
away.”

“I came from Indonesia to care for an elderly woman in Tainan, but
her daughter-in-law treated me badly. | asked the broker for a
transfer, but they refused, so I ran away... When | got pregnant, my
boyfriend pressured me to have an abortion and even told others the
baby wasn’t his—that I’d been sleeping around... I couldn’t
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terminate the pregnancy, but | was too afraid to tell my family. |
wanted to turn myself in, but then my money was stolen, and |
couldn’t afford a plane ticket back to Indonesia... I'm waiting for
deportation now, but | only have NT$6,000, not even enough to pay
for childbirth...”

These are real testimonies collected by the Control Yuan from two
migrant women housed in temporary shelters run by the immigration
agency and the Garden of Hope Foundation. After running away and
becoming pregnant, they were betrayed by their partners and now face an
uncertain future.

Another woman at a shelter in Nantou met her boyfriend while working
undocumented in the area. She became pregnant and gave birth, but when
the hospital reported her undocumented status, she was sent to the shelter
and has been unable to contact him since. Now facing deportation, she’s
worried about how she’ll care for her child once back in Indonesia.

In December 2022, Indonesia passed a new criminal code (RKUHP) that
criminalizes all non-marital sexual relations and elective abortions.
Returning home, these women face not only parenting challenges but the
possibility of prosecution, social stigma, and family rejection.

Promised Rights: Allowed to Give Birth, but Unable to Raise the
Child

International human rights conventions affirm the right of all people to
marry and have families. The CRC further guarantees a child’s right to
parental care and access to childcare services. But in Taiwan, without
family support, migrant mothers like Bebe are often forced to choose
between unaffordable legal childcare or relying on unlicensed caregivers.

Even if willing, migrant workers are typically paid far less than locals, and
many institutions refuse to accept their children. To stay in Taiwan and
keep working, many migrant mothers must leave their children with
relatives back home, splitting families across borders.

“I have a 14-year-old son, currently cared for by my mother. We stay
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in touch through daily video calls. Every time I think of him, I cry...”
— Mayla, in an interview with the Control Yuan.

For those unwilling to send their children home, they must rely on
informal networks of fellow migrants or unlicensed caregivers in
underground childcare arrangements.

For those unwilling to send their children home, they must rely on
informal networks of fellow migrants or unlicensed caregivers in
underground childcare arrangements.

While Article 67 of the ‘“Regulations on the Permission and
Administration of the Employment of Foreign Workers” prohibits
migrant workers from bringing dependents to Taiwan, exceptions are
made if the worker gives birth during employment and is capable of
raising the child. But what does “capable of raising” mean? It implies the
ability to balance work and childcare.

Yet realistically, even for laborers like Bebe, who earn less than
NT$30,000/month, the average cost of childcare—NT$15,000 to
NT$25,000/month—is overwhelming. Although the monthly wage for
live-in caregivers has increased to over NT$20,000 in recent years due to
the COVID-19 pandemic, many still struggle to afford the additional
Costs.

Some migrant parents try to manage by having friends take turns caring
for their children—one watches in the morning, another in the afternoon,
and the parents take over in the evening. But with such an unstable
arrangement, the child’s safety and well-being are a constant concern.

“Can they really care for my child as lovingly and carefully as I would?”

These lingering doubts and fears don’t go away until migrant parents
return home each day and hold their children in their arms.

A Reliable Support Network: More Education, More Collaboration
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“Our plan for now is to rent a place near my husband’s factory,
keep our baby in Taiwan, and take the child back to Indonesia
after our contracts end...”

Unable to accept the thought of watching her child grow up from behind
a phone screen across the sea, Bebe and her husband chose to grit their
teeth and persevere. This is their second time in Taiwan, and though
there’s just over a year left on their contracts, that period still feels long
and uncertain—how many more challenges lie ahead?

Among migrant workers, there's a kind of oral survival guide:
“There’s a shelter in Taipei that helps care for children.”

“In Tanzi, Taichung, the Sacred Heart of Jesus and the Immaculate Heart
of Mary churches take in migrant children.”

But whether NGOs or churches, their operations rely entirely on public
donations. While their compassion is invaluable, they cannot bear the
weight of this systemic issue alone.

Everyone says Taiwan’s labor shortage is a national security crisis, urging
the government to attract more foreign workers to drive the economy. But
If we fail to address these real-life challenges—if we don’t ensure that
female migrant workers can raise children in a safe, supportive
environment, then how can Taiwan compete globally in the post-
pandemic hiring wave?

One possible solution could be to consolidate resources and financial
support from both labor-sending and labor-receiving countries, and create
transnational mutual-aid mechanisms. For example, the representative
offices of migrant-sending countries could establish childcare facilities in
Taiwan to support migrant parents who are working here legally.

Still, at the core of this issue is a need for stronger education and outreach.

The government must enhance legal awareness and guidance for migrant

workers, expand and improve consultation channels, and collaborate

more closely with NGOs to build a robust safety net—one that includes

emotional support, emergency shelter, and problem-solving assistance.
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Only then can female migrant workers feel truly safe while working in
Taiwan, able to welcome new life with joy rather than fear, and avoid the
heartbreak of being torn apart from their children.

Treat Like Family: Pregnancy and Work Can Coexist for
Migrant Workers

Migrant caregivers leave their homes to work in a foreign land,
stepping into households where their presence often becomes a
turning point for everyone involved. In the best of cases, employer-
worker relationships evolve into something more—mutual support
that feels like family. Some women even get to experience the joy of
becoming a wife and mother. In more difficult situations, some
workers may flee, while others continue to silently care for their
employers, clinging to the hope that someday, when they leave this
borrowed home, they can finally build a home of their own.

“My name is Bonnie, and I’'m from Surabaya, Indonesia. Most
people in my hometown go to Hong Kong or Malaysia for work,
but a friend who had worked in Taiwan told me this place was
better. So, | sold my land and scraped together 8 million rupiah
to come to Taiwan. It’s been 12 years now.

My first job was caring for an elderly woman for three years. | had to help
her sort recycling, I wasn’t allowed to take any days off, and I couldn’t
use a phone. The grandmother had a bad temper. If she was unhappy,
she’d kick me. Most people would have run away from a job like that.
But I didn’t, because if I ran, the NT$2,000 the broker saved for me every
month would be forfeited.

“Thankfully, I made it through and got lucky with my second

job. I’ve been in this job for 9 years now. I’m still caring for

another elderly woman, but she’s very kind, and the employer

IS good to me too.

| planned my first pregnancy carefully—I even discussed it
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with my employer beforehand. Not only did he not object, he
took me to my checkups and helped with postpartum care. My
second pregnancy, though, was unexpected. | worried it might
affect my work, especially with a child already in tow, and |
considered terminating the pregnancy. But my employer
encouraged me to keep the baby. The grandmother even gave
me money to buy land and build a house for my mom back in
Indonesia...”

Is Pregnancy Allowed? Many Employers and Migrant Workers
Still Don’t Know

You may already know that Taiwan’s population is in decline as deaths
now outnumber births. And in the post-pandemic era, the global labor
shortage has become more than just a familiar warning; it’s now a
looming national security crisis. Migrant workers, in this context, are
often seen as an emergency fix for the workforce gap.

You may also agree that these young men and women coming to Taiwan
are human beings with emotional needs, not machines. But you might still
say, “I’m paying for a worker, not someone to fall in love and have a
baby.” It’s true—every year, around 10,000 migrant workers give birth to
children in Taiwan.

While that number may be just the tip of the iceberg, the government has
long granted migrant workers the legal right to get pregnant and have
children while working in Taiwan, along with access to related benefits.
The issue is that many people are unaware of this. Or worse, they don’t
want to know.

“Before coming to Taiwan, no one told me if I could get

pregnant or have a child while working here. But | heard from

friends that i1f I did, I’d be sent back to Indonesia. Even after

learning that the law allows it, many of my friends are still too

scared to get pregnant. They think their boss would get angry,
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or they just run away...”

Bonnie had no idea she had the legal right to become a mother while
working in Taiwan. She simply stayed in her job because she didn’t want
to lose the savings her broker was deducting every month. But how many
other pregnant migrant workers are denied the joy of motherhood and
instead forced to choose between survival and life itself?

International human rights conventions have made it clear: governments
must take measures to prevent women from being dismissed due to
pregnancy or maternity leave. Taiwan’s Gender Equality in Employment
Act and Employment Service Act both prohibit employers from
unilaterally terminating a migrant worker’s contract simply because she
IS pregnant.

“Father Ruan told us Taiwanese law allows us to get pregnant
and give birth. He said we don’t need to be afraid. But after I
got pregnant, my broker and company both refused to help and
kept pressuring me to go back to Vietnam. | knew my rights,
so | refused!”

Du Thi Phuc, on her second stint in Taiwan, was able to safely give birth

and obtain legal documents for her child thanks to help from the Office

for Vietnamese Migrant Workers. Her husband, Pham Van, added:
“Whether it's the Ministry of Labor or local labor departments,
they always say ‘come to us if you have a problem,’ but they
never tell you how to apply for help. By the time there’s an
actual 1ssue, 1t’s already too late...”

Between the difficulties imposed by employers and brokers and a lack of
trust in the government, many migrant workers turn instead to private
organizations or informal support networks, but how many are left with
no help at all and forced to make desperate decisions?

“She’s Family!” Easy to Say, but Hard to Do
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“I first noticed Bonnie working diligently on recycling for her
elderly employer. | asked the broker to arrange a job transfer,
and later we hired her directly to assist with my mother’s care.
Now that she’s pregnant with her second child, she continues
to work here with her firstborn, “Kerry”. I don’t think it’s
inconvenient at all—we help each other out. I’'m retired now
and have time, so after her second child is born, I’ll help look
after the child too...”

Bonnie’s employer, Mr. Lin, is like a guardian angel, easing her fears and
providing a sense of security for both her and her children. To him, it’s
simple: “Bonnie is family!”
But how many employers would be willing, or able, to say and mean the
same?

“I think migrant workers should receive the same maternity

benefits as Taiwanese workers. After all, many industries in
Taiwan depend heavily on them to fill labor gaps. If we
provided them with more support, perhaps fewer would run
away. Of course, I know it’s hard actually to make that
happen...”

Bonnie endured abuse from a difficult employer without fleeing. Because
she stayed, she was eventually hired by a more compassionate family and
granted rights she never thought possible, to work, give birth, and raise
children in Taiwan.

Start a Positive Cycle: Treating Each Other with Sincerity and
Respect

“I know there are laws that protect migrant workers, but I’'m
not too clear on the details. That’s why I strongly suggest the
government strengthen education for employers and improve
outreach to migrant workers. | also hope all employers will
treat these isolated and vulnerable workers kindly. If both sides

can get along, there wouldn’t be so many problems that seem
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impossible to solve.”

Bonnie’s case is not unique, but it’s still rare. Her story shows us that
perhaps the best way to build a healthy employer-worker relationship is
to treat each other like family. That foundation of mutual respect could be
the key to a more sustainable future.

“One time, Bonnie and I had just come back from shopping in
Dihua Street. From a distance, we saw black smoke coming
from our alley. When she realized it was our house on fire, she
didn’t even wait for me to park—she ran straight upstairs and
carried my mother out on her back...”

Mr. Lin and his family treated Bonnie with genuine care, and Bonnie’s
instinctive act of bravery was the most evident proof that, to her, they were
family too.

Taiwanese families rely heavily on migrant caregivers. Today, nearly
260,000 migrant workers are employed in caregiving roles. With an aging
population and declining birthrate, these numbers are expected to
continue growing.

As families evolve and their needs increase, our society’s dependence on
foreign caregivers becomes deeper. If employers and society at large
cannot treat these workers with sincerity, understanding, and respect, the
entire caregiving system, built on migrant labor, will struggle to survive.

Abandoned Children: The Tragedy of Stateless Infants

Bonnie was lucky as she had an employer who treated her like family.
But not every migrant worker’s story ends so well. Bonnie’s friend,

Lynn, came to Taiwan with the same broker 12 years ago. She gave birth
to a baby boy named Marcus at a veterans’ hospital using someone else’s

NHI card. Because the card was expired, the hospital reported her. Lynn
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told Bonnie she needed to run an errand and asked her to look after
Marcus for a few days, but she disappeared and never came back.

At the time, Bonnie was four months pregnant. She took Marcus in and
raised him at her employer’s home. Mr. Lin, without hesitation, agreed to
care for himtoo. Later, as Bonnie became pregnant with her second child
and had to care for both Marcus and her own son, “Kerry”, plus the aging
grandmother, space and capacity at Mr. Lin’s home became stretched to
the limit. Even though Bonnie and Marcus had formed a close bond, she
had no choice but to seek help from outside.

Marcus was eventually placed in the Harmony Home in Nangang by the
Social Affairs Bureau. Authorities called on his birth mother to return and
take him back. Failing that, the state would help naturalize and put him up
for adoption. Mr. Lin and Bonnie visited Marcus after he was taken in,
but Marcus was upset and refused to be held.
“This is what’s best for him,” Mr. Lin said. “Even if he’s angry
with us for leaving him there, it’s better that he doesn’t grow
too attached to us...”

Although the Gender Equality in Employment Act guarantees maternity
rights for migrant women, and the Ministry of Labor issued official
reminders in 2019 and 2021 that employers cannot fire pregnant migrant
workers, the truth is that many workplaces simply don’t allow these
women to both work and be mothers.

As a result, pregnant migrant workers, afraid of losing their jobs or being
deported, often flee and go into hiding. They give birth to stateless,
undocumented children, excluded from Taiwan’s healthcare, social
services, and education systems. And some, like Marcus, are simply
abandoned.

From 2007 through June 2022, there were 1,269 stateless children born in
Taiwan to migrant mothers who either went missing or used false
identities. Of these, 758 were repatriated with their mothers, but around
436 children remain in Taiwan, still waiting to be claimed.

209



Respite Services: A Temporary Fix or the Right Solution?

For many employers, even if they want to keep a pregnant migrant worker
on staff, the reality of caregiving responsibilities can be overwhelming.
Who will take over during the worker’s pregnancy and postpartum
period? Most families lack the manpower to share the workload or the
space to accommodate a caregiver with a child.

When faced with this dilemma, employers often feel they have no choice
but to terminate employment. If the government could offer more
comprehensive subsidies or support for employers, it might reduce the
likelihood of dismissal and improve protection for pregnant migrant
workers.

In light of this, the government expanded eligibility for the “Respite Care
Service Program for Employers of Migrant Care Workers” as of
December 1st, 2020. Families caring for someone assessed at long-term
care level 2 through 8 can now apply for respite services if their migrant
caregiver is on leave, without needing to meet the previous 30-day
waiting period. Depending on the care recipient’s disability level, 14 or
21 days of respite care are covered. In 2023, the Ministry of Labor
proposed increasing this to 52 days.

While 52 days still fall short of the 56-day statutory maternity leave, the
service helps ease the labor gap for employers.

For migrant workers, if they choose not to give birth in Taiwan due to
financial or support limitations and wish to return home temporarily, they
can apply for re-entry permits through the National Immigration Agency.
These are valid for one month by default, but the duration can be
extended, as long as it’s within the period of their valid ARC, through a
mutual agreement with the employer.

Despite these arrangements, Bonnie’s employer, Mr. Lin, believes the
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government still hasn’t addressed the root problem. He suggests the most
effective solution would be to provide free replacement workers to cover
the duties of pregnant migrant caregivers. This would directly ease
employer concerns over who will care for their loved ones and make them
more willing to keep pregnant workers on staff.

Competing for Talent: From “Guest Workers” To National Assets

The government's ongoing efforts to retain pregnant migrant workers are
commendable, but the underlying issue remains: domestic caregivers and
household helpers are still not protected under the Labor Standards Act,
and their jobs are physically demanding with long hours. According to a
2020 report by the Ministry of Labor, social welfare migrant workers
average 10.4 hours of work per day, and only 11.4% of domestic helpers
receive weekly rest days. For live-in caregivers, 34.4% have no rest days
atall.

To break through this labor shortage, the government must rethink its
labor policies. Rather than viewing migrant workers as cheap labor,
Taiwan should begin treating them as partners in national development.
Countries like Germany have already shifted their stance, transforming
guest workers into national talent. Japan’s Immigration Control Act takes
it a step further by emphasizing education for migrant workers as an
investment in the future.

Taiwan is starting to follow suit. The MOL has introduced the “Long-
term Retention Program for Migrant Workers,” allowing migrant workers
who have worked in Taiwan for more than six years, and who have passed
training and language tests, to be hired for mid-level skilled positions.
Each permit lasts up to three years, with no limit on renewals.

Though still in its early stages, this policy aims to make Taiwan more
competitive in the global race for caregiving talent, ensuring that foreign
workers are not just filling gaps but building long-term futures, both for
themselves and for Taiwan.
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When Migrant Workers Become Mothers, Who Cares for
the Caregivers?

Everyone agrees that being alone in a foreign country can be
isolating, and that long work hours without rest are
unsustainable. But for migrant caregivers, especially those
who are pregnant, these principles often remain empty slogans
rather than realized rights.
“When Fia was pregnant, I had no idea at first. I just noticed
she had gained a bit of weight during that period and jokingly
asked 1f she’d been eating more lately. She’d just laugh or
pretend not to understand. It wasn’t until she was five or six
months along that she finally told me.
| knew she and her husband had come to Taiwan together from
the Philippines. | assumed having each other here would make
their lives more stable and allow for better planning, so it never
even crossed my mind that she might get pregnant. Even
though I had my doubts, I didn’t feel it was my place to pry.
Perhaps as the pregnancy progressed and she started to feel
more fatigued—after all, she was caring for my elderly, post-
stroke mother with paralysis on one side—she decided to come
clean.
Honestly, when 1 first found out, | wanted to scold her. But |
realized it wouldn’t help either of us. So I simply asked what
she wanted to do. Fia said she wanted to return to the
Philippines to give birth, so we immediately contacted the
labor union for assistance, because my mother can’t go without
care.”

Rising Long-Term Care Demands and the Dilemma of Rights
Awareness

The NDC reports that within five years, over 20% of Taiwan’s population
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will be 65 or older. If this trend continues, by 2065, seniors will make up
over 40% of the population. That means each 1.2 working-age individuals
will need to support one elderly person.

The Executive Yuan also estimates that the number of people needing
long-term care in Taiwan has already reached 840,000. And that's without
counting those with physical or cognitive disabilities, many of whom will
also require care.

Unfortunately, Taiwan’s dwindling demographic dividend (set to end in
2028) will be of little help. Government planning and facility rollouts are
also far too slow to match the urgency of the coming wave of demand. As
a result, foreign caregivers have become a critical emergency resource.
During the COVID-19 pandemic, migrant worker entry was restricted,
and now Taiwan must compete globally to attract labor in a post-
pandemic economy. These compounding challenges lay bare the
desperation of families with urgent care needs.

Meanwhile, growing awareness of human rights and gender equality has
led to a more comprehensive and diverse legal framework for protecting
migrant workers. These efforts have shown the world Taiwan’s “most
beautiful scenery”—its people. But for employers with pressing long-
term care needs, the good intentions of better protections and rights, if
poorly communicated or poorly supported, can feel like a waking

nightmare when their caregivers suddenly become pregnant.

Mr. Hsueh, a Chiayi resident, is one such employer. His 90-year-old
mother requires round-the-clock care due to hemiplegia caused by a
stroke. Through casual conversations with friends, he learned about a
migrant workers’ union, composed of Filipino and Indonesian caregivers,
that helps with direct hiring, bypassing traditional brokers. After
submitting the necessary forms, he was matched with Fia, who had
recently been “transferred out” by her previous employer.

“The union first assessed our care needs and family situation. Then, as
long as we filled out the right paperwork, they helped us with the
application and even arranged an interview with the caregiver. Unlike
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brokers, they didn’t charge extra fees—it felt more like a matching
platform. As the employer, | only had to cover her health check and ARC
application fees,” Mr. Hsueh explained.

Preventing Exploitation Through Direct Hiring: Complex
Procedures, Low Awareness, Limited Impact

Looking back at the journey of the migrant workers who support
Taiwan’s 3D (Dirty, Difficult, and Dangerous) industries, it becomes
clear that many of them endure layers of unreasonable exploitation. Even
before leaving their home countries, they must pay an “introduction fee”
to local recruiters, who connect them with brokerage agencies.

These agencies then charge hefty intermediary fees to match them with
employers. Once in Taiwan, migrant workers continue to pay monthly
“service fees” to brokers for handling documents and daily matters. As a
result, many arrive already burdened with debt before they’ve earned a
single dollar. And if they want to switch jobs, they often must pay a
sizable “placement fee” again.

The MOL established the Direct Hiring Service Center to give
migrant workers a safer, more direct path to employment and a greater
share of their wages. This center helps employers hire migrant workers
without going through a broker, offers multilingual consultation, and does
not charge any service fees.

However, according to data from the Workforce Development Agency,
despite the center being established for over 15 years, only 1.58% of
Taiwan’s total migrant workforce (10,597 out of 669,000 people in 2021)
were hired through this system. This suggests that broker-related
exploitation remains widespread.

Why is the direct hiring system so underutilized?
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The Taiwan International Workers’ Association’s (TIWA) one major
flaw is that the Direct Hiring Center functions more like a document
processing office than an active support agency. The application process
is complex and paperwork-heavy. Employers must handle the migrant’s
health checks, visa renewals, and other responsibilities on their own.
Mistakes can result in penalties, which deters most employers.

By contrast, brokers can communicate easily in multiple languages, are
well-versed in regulations, assist with workers’ daily life needs, and even
offer mental health support. Naturally, employers find brokers more
convenient and hands-off.

No Strong System for Managing Pregnant Migrant \Workers:
Better Outcomes Require Connecting Direct Hiring with Private
Organizations

Mr. Hsueh was one of the lucky few. He found a labor union that helped
him directly connect with a caregiver, facilitated communication, and
handled the cumbersome direct hiring process. When Fia’s unexpected
pregnancy created a gap in care, the union found another migrant
worker—recently “transferred out” after their care recipient had passed
away—who could take over immediately. This seamless transition
avoided what could have been a crisis for both Fia and her employer.

Under current rules, migrant workers must find a new employer before
their original employer can hire someone else. However, as Fia entered
mid-pregnancy and could no longer physically manage the demands of
elder care, the MOL’s 2019 interpretation allowed for a "mutual
termination of contract." As long as both worker and employer agree, the
contract can be ended without needing a new job lined up, allowing the
employer to recruit a replacement right away.

Despite this flexibility, most pregnant migrant workers report not
knowing about these provisions, formally titled the “Guidelines for
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Handling Pregnant Migrant Workers During Employment.” Most only
learn about their options during labor disputes. From October 25th, 2019,
to the end of August 2022, only 115 migrant workers applied for job
transfers under the guidelines, even though the Control Yuan reports that
around 2,000 pregnant migrant workers terminate contracts and return to
their countries each year.

Why is the usage rate so low? Mr. Hsueh’s case offers some insight: not
all migrant mothers are as fortunate. Many lack access to a place to await
childbirth, assistance with paperwork, or help finding replacement
workers, which causes severe disruptions for both employers and
workers.

Fia was also fortunate to avoid broker-related salary deductions. Though
she is not protected under Taiwan’s Labor Standards Act, her salary
reached NT$30,000, far higher than the MOL’s recommended wage of
NT$20,000 for domestic caregivers. Mr. Hsueh raised her pay during the
pandemic to keep her from being “poached” by factories experiencing
labor shortages.

Taiwan’s direct hiring policies may fall short, but Fia’s story shows that
cooperation with private organizations may be key to improving the
system and achieving the policy’s original, well-intentioned goals.
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Giving Birth Is Easy, But Placement Is Hard: Establishing Shelters
Is the Way To Bridge the Gap

“Respite services? That kind of temporary replacement for a few hours,
half a day, or even a whole day doesn’t help me—my mother needs 24-
hour care...” For families that depend heavily on migrant caregivers,
survival and practical daily needs leave no room to “catch a breath.”

Yet according to a 2020 MOL-commissioned study, only 15% of
employers used government-provided long-term care services while
hiring a foreign caregiver. A full 60% said they were aware of the services
but had never used them, mainly citing “lack of information” (34.1%) and
“insufficient service hours” (29.7%) as their reasons. Others noted
“scheduling conflicts” (14.8%) and ‘“complicated, inconvenient
application procedures” (12.1%).

As Swiss author Max Frisch once said, “We wanted workers, but we got
people instead.” Mr. Hsueh understands this: migrant workers are
human—capable of fatigue, joy, sorrow, and frustration—and they, too,
need rest. He was willing to arrange a substitute caregiver on Fia’s days
off. But once she told him about her pregnancy, even though they agreed
to end the contract amicably, he still needed someone to care for his
mother immediately. Before the termination took effect, he quickly
contacted the union to find a replacement and arranged for Fia to rest at a
shelter managed by the union while applying to delay her transfer and
prepare to return to Taiwan after giving birth.

“You say migrant workers in Taiwan are legally allowed to get pregnant
and have children—that’s fine. But who pays for everything else?”” Mr.
Hsueh points out that placement is the biggest challenge. Most middle-
class families already struggle with living space How can they provide
room for a caregiver and her child? Even if caregivers rent their own
place, they can’t work 9-t0-5 like factory workers and still care for a baby.
Affordability becomes the most immediate concern.
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In Hsueh’s case, his elderly mother required 24/7 care, so Fia lived in the
same room to quickly respond at night. While Mr. Hsueh’s financial
situation and home size made this possible, Fia couldn’t continue to
provide 24-hour care while also raising a newborn. Unfortunately, the
MOL still lacks a comprehensive strategy. Employers and migrant
workers are left to handle things privately. As a result, even legally
employed migrants may go undocumented—just to stay in Taiwan, repay
debts, and support families back home. Their children may then become
stateless, undocumented children.

“If the government could establish transitional shelters for pregnant
migrant workers, helping them get through pregnancy and childbirth, then
those who still want to work could be matched with employers through
direct hiring platforms like labor unions,” Mr. Hsueh suggests. Taiwan
has plenty of vacant spaces. Instead of leaving them idle, why not put
them to good use?

He further proposes that these shelters could be run by foreign spouses
already living in Taiwan, who not only understand the language and
physical demands of pregnancy but are also familiar with their home
cultures and cuisines. What’s more, under the Employment Service Act,
employers must pay employment stability fees, and according to reports,
Taiwan’s Employment Stability Fund had accumulated NT$7.23 billion
(approx. USD 220 million) as of May 2022. “Wasn’t this fund created to
enhance worker welfare and support foreign labor management?”” Hsueh
asks.

After giving birth back home, Fia was able to return to Taiwan during her
deferred transfer period and found work in a factory, continuing to support
her family across the sea with her husband. Though the separation from
her child is painful, not all pregnant migrant workers are as fortunate as
Fia. Many don’t even have the luxury of choice.

Mr. Hsueh, too, was lucky. With support from a labor union that

connected him directly with workers, he was able to swiftly hire a new

caregiver to care for his mother. However, across Taiwan, there are
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approximately 210,000 households that rely on live-in caregivers. How
many are currently dealing with or about to face disruptions due to a
migrant worker’s pregnancy?

Protecting and enhancing reproductive rights for migrant workers—and
retaining this vital labor force—requires joint efforts from the government
and employers. Only then can we create a system that is both
compassionate and sustainable.
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