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Many Zambians are leaving the country to find “greener pastures” — | cannot
blame them. | would do the same in their place, but for me it's just too important to
do something here. | dont regret it, because there is no better place than home.

A young businessman in Lusaka






TABLE OF CONTENTS

Acknowledgements

Executive Summary

1. General Introduction

11
12

13

Background and objectives of the study

Regional context of the two countries

1.2.1 General migration trends and the issue of skills migration
1.2.2 Regional policy frameworks and migration policies
Methodological aspects of the study

2. Migration and Development: The Case of Angola

21

2.2

2.3

24

2.5
2.6

Overview of the development situation

2.1.1 Situation analysis

2.1.2 Government policy frameworks and priorities
Patterns and flows of migration

2.2.1 Inflows and outflows with special attention to skills migration
2.2.2 Outgoing mobility patterns and main countries of destination

2.2.3 Return, resettlement and reintegration

Human resources, migration policies and government capacity
2.3.1 Public policy initiatives affecting skills migration

2.3.2 Government structures and institutional capacity
Actions and views of other stakeholders

2.4.1 Programmes and projects of donor agencies

2.4.2 Initiatives of civil society organizations

Policy gaps regarding skills migration

Strategic outlook and practical recommendations

3. Migration And Development: The Case of Zambia

31

3.2

3.3

Overview of the development situation

3.1.1 Situation analysis

3.1.2 Policy frameworks and priorities

The situation of migration

3.2.1 Inflows and outflows of people

3.2.2 Brain drain and main countries of destination

3.2.3 Return migration and brain circulation

Migration policies and government capacity

3.3.1 Initiativesrelated to skills migration

3.3.2 Government structures and implementation mechanisms

11

15
15
16
17
20
22

25
26
26
29
31

32
34
38
39
43

45
46
46
50

53
53
53
57
58
59
61
63
65
65
67



3.4 Actionsand views of other stakeholders
3.4.1 Programmes and projects of donor agencies
3.4.2 Initiatives of civil society organizations

3.5 Policy gapsregarding skills migration

3.6 Strategic outlook and practical recommendations

. Summary, Conclusions and General Recommendations
Annexes

Persons and Organizations Consulted

Notes

Bibliography

69
69
71
71
74

78
82
85
89
92



AEC
ANIP
APAS
AU

b/d

BWI
CBOH
COMESA
DANIDA
DHRD
DRC
ECHO
EPC

GDP
GOA
GRZ
HIV/AIDS

IAECAE
IDA
IDPs
ILO
IMF
INAPEM
INE
IOM
ISCO

K

LSMS
MAPESS

MDGs
MFA
MoFNP
MHA
MIDSA
MININT

ACRONYMS AND ABBREVIATIONS

African Economic Community

National Agency for Private Investment

Annual Performance Appraisal System

African Union

Barrels per day

Bretton Woods institutions

Central Board of Health

Common Market for Eastern and Southern Africa

Danish International Development Agency

Department of Human Resources Devel opment

Democratic Republic of Congo

Humanitarian Aid Department of the European Commission
Angola Poverty Reduction Strategy

Gross domestic product

Government of Angola

Government of the Republic of Zambia

Human Immuno-Deficiency Virus/Acquired Immuno-Deficiency
Syndrome

Institute Providing Support to Angolan Communities Abroad
International Development Association

Internally displaced persons

International Labour Organization

International Monetary Fund

National Institute for Support to Small and Medium Entreprises
Instituto Nacional de Estatistica

International Organization for Migration

International Standard Classification of Occupations
Kwacha

Living Standards M easurement Surveys

Ministry of Public Administration, Employment and Social
Security

Millennium Development Goals

Ministry of Foreign Affairs

Ministry of Finance and National Planning

Ministry of Home Affairs

Migration Dialogue for Southern Africa

Ministério do Interior



MINPLAN
MINARS
MIREX
MIS
MLSS
NELMP
NEPAD
OECD
OAU
PSCAP
PREA
PRSP
PSRP
PSDA
PSMD
SADC
SADCC
SAMP
SAP
SEDB
SEDO
SIDA
SME
SMMEs
SWAp
TNDP
UN
UNDP
UNHCR
UNICEF
WHO
WHP
ZACCI
ZIC
ZNA

Ministry of Planning

Ministry of Assistance and Social Reinsertion

Ministry of Foreign Affairs

Management information systems

Ministry of Labour and Social Security

National Employment and Labour Market Policy

New Partnership for Africa Development

Organisation for Economic Co-operation and Development
Organization for African Unity

Public Services Capacity Building Project

Administrative Reform Programme

Poverty Reduction Strategy Paper

Public Service Reform Programme

Private Sector Development Association

Public Service Management Division

Southern Africa Development Community

Southern Africa Development Coordination Conference
Southern African Migration Project

Structural Adjustment Programme

Small Enterprises Development Board

Small Enterprise Development Organization

Swedish International Development Co-operation Agency
Servico de Migracédo e Estrangeiros

Small, micro and medium enterprises

Sector-Wide Approach

Transitional National Development Plan

United Nations

United Nations Devel opment Programme

United Nations High Commissioner for Refugees

United Nations Children’s Fund

World Health Organization

Wider Harmonization Program

Zambia Association of Chambers of Commerce and Industry
Zambia Investment Center
Zambia Nurses Association



ACKNOWLEDGEMENTS

This study was carried out during the months of November and December 2004.
Asthe lead consultant, the author of this report conducted aten-day visit to Angola
and Zambia, respectively. The purpose of the field missions was to gather informa-
tion through individual and group interviews and meetings with key stakeholders, as
well asto assemble official publications and statistical data from various secondary
SOUrces.

Several persons have contributed in a meaningful way to the successful outcome
of thisresearch project. Their generous assi stance and support are gratefully acknow-
ledged.

The author is grateful to Liselott Jonsson (IOM/MRF Pretoria) and Sofia
Warttmann, (IOM Geneva) for commissioning and coordinating this study.

Specia recognition goes to Sofia Warttmann who provided effective support
throughout the entire assignment. She took part in the field missions, provided many
useful ideas and suggestions, and al so made some contributions to this report.

Particular thanks also go to Mike Pillinger, Chief of Mission (IOM Luanda) and
Josiah Ogina, Chief of Mission (IOM Lusaka) and to their country teams for the
precious support they provided inthefield. Nilo Barrios of the AngolaField Mission
assembled some data included in this report.

Valuable assistance was extended by Romulo Peixoto in Angola and by Owen
Mgemezulu in Zambia. Their help was instrumental in assembling relevant back-
ground information and to prepare interviews and meetings in Luanda and Lusaka.
Their guestions and thoughts during interviews and informal brainstorming sessions
inspired the author. The research assistants also made some inputs into this report.

The author would like to thank the |OM staff in Geneva and Pretoriawho briefed
her prior to her field missions: Liselott Jonsson, Meera Sethi, Damien Thuriaux,
Mariko Tomiyama, Sofia Warttmann and Erica Usher.

Sheis particularly grateful to all those who participated in interviews and meet-
ingsin Luandaand Lusaka. Their interest in this study was greatly appreciated.

The contributions of Ilse Pinto-Dobernig (IOM Geneva) and her team who
reviewed the report and managed the steps leading to its publication are also grate-
fully acknowledged.






EXECUTIVE SUMMARY

The complex reciprocal relationships between migration and development are
raising growing interest among policy makers. Though the analytical understanding
of these links remains somewhat limited, there is today a greater awareness that
devel opment affects migration and that migration influences devel opment. The major
challenge for policy makersisto find innovative and effective ways to enhance the
benefits of migration whilst mitigating its adverse development implications for
emigration countries.

For this purpose it is important to distinguish between different groups of mi-
grants based on their level of skills. Governments of emigration countries|ook upon
the permanent departure of highly educated and trained nationals with considerable
concern. Thiskind of emigration in fact tends to translate into negative phenomena
such as brain drain and consequent human resources shortages. However, this kind
of emigration does not only have adverse effects. It may also have positive conse-
guences for the development of emigration countries. These benefits can be trig-
gered through temporary returns and other diaspora options facilitating the transfer
of human, financial and social capital back to the country of origin.

This study represents afollow-up activity to the MIDSA Workshop on Migration
and Development in Southern Africathat took placein Zanzibar (Tanzania) in 2004.
It assesses and anal yses the migration and devel opment situation of Angolaand Zam-
bia, with a special focus on skills migration. Field research was conducted in both
countrieswhereinformation was collected through consultations and interviewswith
key officials and various stakeholders as well as from arange of secondary sources.

After an introduction focusing in general terms on skills migration in the South-
ern Africaregion, the report analyses the situation of development and migrationin
Angolaand in Zambia. It reviews government policies and capacity related to skills
migration and initiatives of various stakeholders, including donors and civil society
organizations. Based on this review some major policy gaps are identified, and a
strategic outlook as well as recommendations for the future formulated. Practical
measures and consecutive steps are suggested in order to attenuate the negative effects
of skillsmigration and to amplify its positive development impactsin the two national
contexts.

The findings of the study confirm the usefulness of adopting a country-specific
assessment approach. It is pointed out that the historical backgrounds as well as the
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future prospects concerning migration and development for Angolaand Zambia dif-
fer in many respects. National peculiarities and priorities need therefore to be
adequately factored into the design of policiesand into the formulation of programmes
directly or indirectly affecting migration.

In Angolathe long and devastating war provoked the flight of several thousands
of Angolans across national boundaries and constituted an important push factor for
skillsemigration. But the process of recovery and reconciliation, aswell asthe coun-
try’simmense stock of natural resources, represent afertile ground for the expansion
of opportunities. The latter can pull some of the educated and highly qualified
Angolans back home on a permanent or temporary basis.

It istherefore advisable to strengthen the links between Angola and its diaspora,
and to adopt policiesfacilitating in the medium term the spontaneous return of skilled
and highly skilled expatriate nationals. Human resource needs arising in the short
termin relationship with the reconstruction and rebuilding of the country can instead
be addressed through temporary return schemes and other measures harnessing the
development potential of the diaspora. These measures require of course a prelim-
inary assessment of capacities in-country, as well as among Angolan emigrants. In
the longer term, opportunities should be created based upon public-private partner-
ships regarding the reconstruction of infrastructure and the provision of servicesin
order to attract highly skilled expatriate national s back home.

In Zambiathe situation of migration and development is different because skills
migration is more of a structural problem. In contrast with Angola, the country has
been enjoying peace and stability. Despitethis, it experienced steady trends of decline
in socio-economic conditions. For thisreason it is unlikely that significant spontan-
eous return migration will occur in the near future. Here the problem of the brain
drainismore acute and deeply rooted, areason why in Zambiaeffective policy meas-
ures need to be adopted in order to retain essential skills and capacity in-country.

In particular, the emigration of health workers and the resulting health sector
crisis are issues that must be dealt with urgently if the MDGs are to be achieved in
Zambia. Retaining capacity in the public sector through incentive schemes and
bonding mechanisms are measures that require immediate support. Concurrently,
innovative ways need to be found to expand domestic educational or training outputs
in spiteof thecritical shortage of teaching personnel. Thismeansthat human resources
gaps need to be filled through diaspora options and replacement policies.

Another initiative which has good potential in Zambia is the involvement of the
Zambian business diasporain private sector activities back home. The private sector
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could draw great benefits from the transfers of financial, human and social capital
operated and/or facilitated by the diaspora. Measures facilitating the transfer and
productive use of migrant remittances should be given due consideration. A major
constraint is given by the lack of data on the scale and nature of these monetary
transfers.

In both countries abetter coordinated and more coherent action is needed grounded
inreliable statistical and solid empirical evidence. Without timely and reliable, com-
prehensive and possibly harmonized migration datait isdifficult to devel op effective
policies and programmes to manage skills migration. Substantial efforts are needed
to improve quantitative and qualitative data collection and analysis and to dissem-
inate lessons learned. The development of an integrated migration data management
system is a priority in each national context which, taking into account regional
initiatives, should be adequately supported.

In more general terms there are two objectives requiring special attention. There
isacritical need to factor migration into just about all national and sectoral develop-
ment policies. This can only be achieved if migration is perceived as avariable able
to make a substantial difference with respect to development outcomes and if it is
systematically integrated into development assessment models and policy frame-
works. Migration should represent a cross-cutting issue in PRSPs, national devel op-
ment plans and sectoral policy documents, as is already the case concerning issues
such as gender, governance and HIV/AIDS.

For migration to be systematically examined for its implications and adequately
dealt within al the different policy sectors, governments will have to work towards
the establishment of a centralized structure or agency dealing with migration as a
multi-sectoral issue. Thisbody could assume different forms depending on the national
context, but it must be sufficiently flexible and dynamic in order to allow hetero-
geneous perspectives to be taken into consideration. Thisiswhy it should be com-
posed of representatives of different government departments and other stakeholder
institutions, and be connected with the leading policy decision making, planning and
coordination structures.

This study confirmsthat skilled and highly skilled migrants can play aroleinthe
devel opment of their home country, even when they decide not to return on aperman-
ent basis. However, reversing the brain drain through permanent return migration
remains an objective which should not be ignored. Past return programmes have
often been criticized because of their alleged low cost effectiveness. One problemis
that the outcomes of such programmes were evaluated too early and did not leave
return migrants enough time to make an impact. Evidence from the field suggests
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that some of the highly skilled migrants whose return was supported in the 1990s,
are indeed making a difference today. A well designed follow-up evaluation in dif-
ferent countrieswhich benefited from return programmeswould be valuablein order
to reassess their effectiveness and impact and draw more reliable conclusions that
would allow to improve future policies and programmes.
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1.0 GENERAL INTRODUCTION

1.1 Background and objectives of the study

This study was planned as a follow-up activity to the MIDSA Workshop on
Migration and Development in Southern Africa, which took place in Zanzibar, Tan-
zania, from 17 to 19 March 2004. Several general recommendations were formu-
lated during the workshop encouraging governments and other stakeholders to take
concrete steps to mitigate the negative effects in particular of skills migration for
national development, and to find innovative waysto foster its positive devel opment
implications.

Emphasis was placed upon human capital and upon the enormous devel opment
potential the region forgoes when many of its best educated and ambitious men and
women emigrate, alone or with their families, to find work and make a career abroad.
Governments were called upon to devise measures which are basically oriented in
threedirections: to promote cooperation on migration issues at hational, regional and
international level, to develop strategies for the retention of human resources and
promotion of return migration of highly skilled migrants, and to harness the know-
ledge, skills, technology and remittances of the diaspora.

However, aware of the often heterogeneous and sometimes even contradictory
evidence, the workshop participants concluded that the challenges related to migra-
tion and development need to be further assessed and addressed in each specific
national context. Thisiswhy IOM decided to undertake studiesin selected countries
in the Southern Africa region. Focusing on Angola and Zambia, the overall aim of
this study was to gain a better understanding of the general migration and devel op-
ment situation of these two countries, and to formulate recommendations regarding
the steps that needed to be taken in order to minimize its negative impacts on devel -
opment while maximizing its positive implications for sending countries.

The specific objectives of the study were:

» Toassessand analysethe migration and devel opment situation in these two coun-
trieswith a special focus on skills migration;

* To undertake an assessment of government capacity related to skills migration;

» Toproduce an overview of initiatives of various actors/stakeholders (e.g. govern-
ment, donors, civil society) regarding skills migration; and
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e To identify priority themes and sectors and formulate recommendations for ini-
tiatives and actions addressing skills migration.

The methodol ogy used for this study involved consultations and discussionswith
key officials and various stakeholders, individual and group interviews, areview of
policy documents and relevant literature, and the analysis of statistical information.
Official documents, quantitative and qualitative data, records of interviews and meet-
ings were collected during a permanence in the field in December 2004.

1.2 Regional context of the two countries

Angola and Zambia are neighbouring countries situated in the Southern Africa
region. They havewidely different historical and development backgrounds. Angola
was a Portuguese colony beforeit becameindependent in 1975. Zambiagained inde-
pendence from Britain more than a decade earlier, in 1964. Since independence,
Angola has been affected by along and devastating civil war. Zambia has instead
benefited from peace and relative stability. Angola is a coastal country with an
immense stock of natural resources (petroleum), while Zambiaisaland-locked country
with much more limited resources.

Angolahasalarger population than Zambia, but both countries are highly urban-
ized. Life expectancy at birth isdlightly higher in Angolathanin Zambia, partly due
tomuch higher HIV/AIDS preva enceratesregistered in thelatter country. But, overall
social indicators are poorer in Angolathan in Zambia. The share of total population
having access to improved water sources in Angola is aimost half that of Zambia.
Infant mortality is much lower in Zambiathan in Angola and education indicators,
such as gross primary enrolment, significantly higher. In contrast Angola has better
economic indicators than Zambia. Angola’'s gross domestic product was 13.8 mil-
lion against Zambia's 4.3 million (World Bank, 2004a; 2004b). A very important
share of Angola's revenues comes from the oil-industry, while Zambia has more
diversified sources of income. Yet, both countries remain dependent on exports of
primary commodities.

Based upon these markedly different characteristics, both countries count today
among theworld’s severely indebted low-income countries. While at present neither
can be considered as a major country of immigration or emigration, their current
situations differ especially in so far asthe relationship between migration and devel-
opment is concerned. Zambia was an important country of destination for labour
migrants before its economy collapsed due to a sharp decline in the copper price.
Angolawitnessed significant displacements and cross-border refugee outflows due
toits protracted armed conflict.
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Nowadays both countries share avery relevant problem: they suffer from alack
of qualified labour in key sectors of their economy and public administration. This
problem has been exacerbated by rapidly growing emigration rates of skilled and
highly skilled nationals who go abroad to improve their working and living condi-
tions. The deteriorating situation in the two countries constitutes an important push
factor for skillsmigration, whereasthe growing demand for skilled and highly skilled
labour in richer countrieslocated within and outside the Southern Africaregion rep-
resents an important pull factor.

The phenomenon of skills migration needs to be seen as a special manifestation
of general migration trends on the one hand and, on the other, in relation to a geo-
graphical horizon which takes regional population movements and socio-economic
factors into account. In fact, Southern Africais aregion of considerable migration,
and wars and civil unrest have triggered significant population displacements not
only across but also within national boundaries.

1.2.1 General migration trends and theissue of skillsmigration

Multifaceted demographic, economic, political, social and cultural transformations
that have occurred during the last decades have had a profound impact on the pat-
terns and dynamics of population distribution and movements in the region. But
devel opment policies and programmes, including structural adjustment and resource
allocation, have also affected migration of various population groups.

From a demographic point of view, three kinds of population flows have to be
distinguished: internal, intra-regional and extra-regional migration.

Population mobility in Southern Africa continues to occur primarily internally,
that is within national borders in the form of rural to rural and rural to urban migra-
tion. These movements concern mostly internally displaced people! and what is gen-
erally referred to as economic migrants.2 For both categories natural disasters, such
as drought and famines, low agricultural productivity and poverty represent critical
push factors. Better employment and income-generating opportunities and access to
basic social services pull rural people towards towns. However, urban poverty and
unemployment have also been on the rise in cities pushing people to move on in
search for alternative sources of income and better living conditions.

Migration across national boundaries occurs predominantly intra-regionally and
concernslegal labour migrants, undocumented migrants and refugees.® Legal cross-
border labour migration has increased during the last ten years, especialy since the
end of apartheid in South Africain 1994.* Thisform of population mobility involves
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temporary aswell as permanent migration. It consists both in contract migration and
individually initiated migration. The latter is directed mostly to commercial farms
(South Africaand Swaziland) and to the mines (South Africaand Zambia).

Irregul ar and undocumented migration has also grown inimportancein theregion
during the last two decades (Black et al., 2004).5 This phenomenon is spurred by
growing poverty and unemployment characterizing many countries of theregion, as
well as by growing development disparities and widening gaps in individual and
social welfare. Irregular migrants are particularly vulnerable to violations of human
rights and labour standards, and economic and sexual exploitation. They can become
the victims of migrant traffickers and smugglers and face the risk of expulsion or
deportation. These measures, a common feature in the Southern Africaregion, are
fuelled by negative attitudes towards foreigners that are amplified in situations of
socio-economic crisis, increasing unemployment and political uncertainty.

Finally, extra-regional population flows have also expanded as growing numbers
of skilled and highly skilled migrants seek to maximize the return on investment in
their education and training and search for better paid and more rewarding jobs and
working conditions that would allow them to apply their skills and to evolve profes-
sionally. In fact, it is fundamental to distinguish between unskilled and skilled or
highly skilled labour migrants.® Compared to low- or unskilled, skilled and highly
skilled individuals have a greater propensity to emigrate because they can better
afford it, their skillsare in demand abroad and they tend to benefit more from such a
move. Skilled and highly skilled migrants are generally granted preferential treat-
ment regarding admission and stay in receiving countries. Most major countries of
immigration have already changed, or have at |east started to consider changing their
migration policies and laws in order to facilitate the entry, work and residence of
highly skilled professionals (McLaughlan and Salt, 2002).

There are estimates suggesting that overall 23,000 qualified professionals emi-
grate each year from Africa (Pang et al., 2002) and data from Europe and the United
States show that international migration is quite selective toward highly skilled mi-
grants (Carrington and Detragiache, 1998; Dumond and L emaitre, 2004). Consider-
ing the consistency of the phenomenon, it is quite understandabl e that the permanent
emigration of highly educated and trained people, which can translate into the so-
called “brain drain”, raises serious concerns in sending countries.

Indeed, the mgjority of sub-Saharan African countries are today confronted with
problems related to a shortage of human resources. This is why governments are
anxiousto identify effective measuresto stem skills emigration, to reverse the brain
drain and to harness the contributionsto be made by their diasporas. Of course, some
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sectors are harder hit than others by skilled labour shortages. The loss of qualified
professionalsin critical social sectors, such as health and education, is increasingly
viewed as one of the most important obstaclestoward the achievement of the Millen-
nium Development Goals (MDGSs). Apart from extra-regional skillsmigration, skills
migration and brain drain which occur between rural and urban areas, and between
the public and the private sectors are a problem. The emerging shortages in human
capital represent amajor challenge in most countries of the region.

The main countries of immigration in the Southern African Development Com-
munity (SADC) are South Africa, Namibia and Botswana, while the main countries
of emigration are the DRC, Angola, Mozambique and Malawi.” However, intra-
regional migration circuits and extra-regional mobility patterns have changed con-
siderably over time (Adepoju, 2001). It has become more difficult to operate a clear
distinction between migrant-receiving and migrant-sending countries. Anincreasing
number of countriesfall into both categories, asfor example Botswanaand L esotho.
South Africawith its more advanced economy and higher per capitaincome remains
the most important labour-importing country in the region. But this country is con-
currently amajor source of international skilled labour migration to moreindustrial-
ized countries in other parts of the world (e.g. Western Europe, North America,
Australia). Another country that fits both categories is Zambia, where immigration
has stabilized and emigration concerns mostly highly skilled nationals.

The position of governments in the SADC region regarding immigration and
emigration levelshas not changed much over thelast 15 years. Accordingto UNDESA
(2002), most governments remained satisfied with the level of immigration in their
country.® The only exceptions are Botswana, where immigration levels were con-
sidered satisfactory in 1990 and too high in 2000, and Zambia, where the situation
was the reverse. Similarly, ailmost all governments in the SADC region found that
their levels of emigration were satisfactory. This was not the case in Lesotho and
Zimbabwe in 1990, but both changed their views, which, in 2000, corresponded to
that of other governments.

In 2000 the great majority of governments in the SADC region pursued |ai ssez-
faire policies regarding the emigration of nationals. Thiswasin contrast to ten years
earlier, when Botswana, Lesotho, Mozambique and Zimbabwe applied policies to
lower such outflows. Another series of countries, including the DRC, Mauiritius,
Namibiaand the Seychelles, had adopted measuresto maintain their level of emigra-
tion (see Annex).

Over the years there has been a clear trend in the region towards the tightening
and control of immigration. In 1990 three countries (Mauritius, Zambiaand Zimbab-
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we) had introduced policies aimed at lowering immigration. By 2000 seven coun-
tries had adopted such restrictive policies. At that date only Angola, Lesotho and
Mozambique were neither maintaining nor limiting migrant inflows. Instead, the
Seychelles, South Africa and Swaziland had policiesin place to maintain immigra-
tion at their current levels.

1.2.2 Regional policy frameworksand migration policies

Most governments consider human resource development and |abour markets as
key areas requiring regional cooperation and integration in order to enhance eco-
nomic growth and sustainable development in the region (ECA, 2003). Thisiswhy
the free movement of people and rights of residence and establishment are objectives
proclaimed in various treaties and protocols by regional economic communities and
organi zations. These obj ectiveswereto be attained gradually through different stages,
but so far little progress has been achieved regarding their implementation. The strong
reservations of the major immigration countries in the region (e.g. South Africa,
Namibia and Botswana) have significantly hampered efforts to develop a regional
migration regime. The implications of more liberal migration policies, which are
hard to control, are amain concern of these countries.

When tracing devel opments over the last two decadesit appearsthat policy state-
ments at various levels have tended to remain confined to documents and did not
easily find their way into practice. The reason for this was that the aims were too
general and therefore governments failed to follow suit. The following short review
shows that recently a new approach, promoted, among others, by |OM, was chosen
that placed emphasis on assisting governments in the implementation process of
purposefully circumscribed projects. Among the latter, return migration of skills,
and thus curbing the brain drain, has become a priority issue.

The free movement of people within Africais an objective of the African Union
(AU, which in 2003 replaced the Organization for African Unity (OAU)). TheAU is
expected to accel erate the achievement of this aim by providing assistance to mem-
ber states. It recently established a strategic framework for a policy on migration in
Africa(Black et a., 2004).

Also Article 43 of the Abuja Treaty, establishing the African Economic Commu-
nity (AEC), recognizes the importance of strengthening regional cooperation with a
view to devel oping acommon market with the freeflow of capital, goodsand labour.

Pooling resources and promoting regional integration isalso an aim of the South-

ern AfricaDevel opment Coordination Conference (SADCC).° These objectiveswere
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defined in 1980 to reduce economic dependence on apartheid South Africa. Among
its priorities was the need to reduce the vulnerability of labour-exporting countries
and to progressively eliminate labour supply to South Africa. In 1992 with the con-
clusion of the Windhoek Treaty, SADCC was replaced by the Southern Africa
Development Community (SADC).* The progressive elimination of obstaclesto the
free movement of |abour, capital, goods, servicesand peoplein theregion and among
member states is an objective which is clearly stated in the treaty (Article 5). Visa
reguirements were to be dropped by SADC member states by mid-1994. This plan
did not materialize and several countries failed to ratify the SADC Protocol on Free
Movement of Persons. This protocol was replaced in 1997 by a more cautious Draft
Protocol on the Facilitation of the Movement of People. However, this latter was
also rejected in 2000 by the SADC Council of Ministers. In the meantime, SADC
has continued organizing meetings at ministerial level with a focus on migration.
SADC asoissued a Regional Indicative Strategic Development Plan in 2002 which
identifies migration as akey cross-cutting issue.

The Common Market for Eastern and Southern Africa (COMESA),* founded in
1994, al so seeks to enhance economic cooperation and integration and the develop-
ment of acommon market. In the pursuit of thisaim, COMESA developed a Proto-
col on the Free Movement of Persons, Labour and Services, Right of Establishment
and Residence. Similar to the SADC protocoals, this protocol wasnever ratified because
of reservations among some member statesto modify domestic laws and administra-
tive practice and to subordinate their national political intereststo long-term regional
goals. Thereisaconsiderabl e reluctance among member statesto surrender essential
elements of their national sovereignty, especially in such acritical areaasmigration.
Another challengeto regional integration has been the multiple and overlapping mem-
bership of statesin different economic communities whose mandates and objectives
are not necessarily consistent. A country like Angola, for example, is a member in
SADC and in COMESA as well as in the Comunidade dos Paises da Lingua
Portuguesa (CPLP)*? and in the community of Paises Africanos de Lingua Oficial
Portuguesa (PALOP).23

In 1998, when it became apparent that efforts to promote the free movement of
people were not fruitful, IOM and the Southern African Migration Project (SAMP)
launched the Migration Dialogue for Southern Africa (MIDSA). The purpose of
MIDSA is to keep international migration and labour mobility issues high on the
policy agenda. Thisforum has proven effective, but has al so shown somelimitations
due to its informal and non-binding nature. To overcome this problem, MIDSA
organizers are planning to hold aministerial session at aregional summit of heads of
government. Several MIDSA workshops have already taken place on a range of
issues such as border management, trafficking and smuggling, forced migration, har-
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monization of migration policies and laws, migration and health. These have in-
volved senior government officials and contributed to the exchange of information
and experience on migration policy and practice.

Reversing the brain drain isone of the priorities of the New Partnership for Africa
Development (NEPAD). The objectives of thisinitiative isto turn the African brain
drain into “brain gain”, to strengthen and retain human capital for Africa's develop-
ment and to enhance the latter by harnessing the know-how and skills of the African
diaspora.'4

This last objective is also the main aim of the IOM programme Migration for
Development in Africa (MIDA), which replaced the Return of Qualified African
Nationals (RQAN) programme. A number of strategieswere adopted withintheframe-
work of this programme, including permanent or temporary returns of highly skilled
migrants and the transfer of resources through virtual links and diaspora networks.
Promoting the transfer of knowledge through the temporary return of educated
nationalsis also the aim of the UNDP-sponsored TOKTEN programme, which con-
cerns some African countries.

In 2002 the International Labour Organization (ILO) launched the AfricaLabour
Migration Policy Initiative. Thisinitiative seeksto assist governmentswith the defin-
ition and implementation of effective labour migration management policies and
strategies. A partnership between the ILO, IOM and SADC was also established to
help to strengthen the capacity of Southern African governmentsin labour migration
management. Theimprovement of migration data collection systemsisamajor goal
in order to develop effective migration management strategies and improve the har-
monization of policy and legidation frameworks.

In 2002, with the exception of Mauritius all SADC member states have ratified
the 1951 Convention relating to the Status of Refugees.®® All but two countries (Maur-
itiusand Namibia) have also ratified the 1967 Protocol relating to the Status of Refu-
gees. The 1990 Convention concerning the Protection of the Rights of all Migrant
Workers and Members of their Families was ratified only by the Seychelles. Simi-
larly, the 1990 Additional Protocol to the UN Convention Against Transnational
Crime was ratified only by Botswana and Namibia.

1.3 Methodological aspects of the study

The paucity of statistical migration dataand demographic information in the South-
ern Africaregion isamajor constraint for the assessment of internal, intra- or extra-
regional migration levels and trends. The often limited accessibility to, and poor
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reliability of, sources makesit difficult to document changes in the causes and con-
sequences of internal and international flows. The most important shortcomingsin
data collection at the national level derive from a limited coverage and quality of
administrative information, the irregular conduct of population censuses and house-
hold surveys, and the absence of empirical studies focusing on individual or family
mobility, and various specific aspects of this complex issue.'® Qualitative migration
data are particularly lacking, and the use of what data are available is limited.

Currently, the main sources of migration data are administrative sources, cen-
suses and a few special surveys. Administrative sources would include registers of
the population and of foreigners, documentation related to the issuance of visas,
residence and work permits, exit clearances, and information gathered at borders.
I nformation from these various administrative sourcesis often not compiled at all, or
not in atimely or regular manner.

Censuses can be very valuable sources of migration data. A major problem with
censusesis, however, that not all of them collect data on migration. The other prob-
lem of censusinformation is related to the lack of regularity with which this kind of
data collection is undertaken. The last census in Angola, for example, took placein
1970. In contrast, Zambia conducted a census in 2000 which included some data on
internal migration. Special surveys encompassing data on migration, such as Living
Standards Measurement Surveys (LSMS), are only available in some countries.
Neither Angola nor Zambia counts among these countries, whereas South Africa
does.

Analysis of quantitative data and dissemination of information on migration re-
mains limited in most countries of the Southern Africaregion. Thisis partly due to
the fact that migration data are gathered by anumber of different government depart-
ments and other organizations. National data collection systems do not always pro-
ducereadily comparable or compatible datathat could be assembled toinform various
stakeholders as well as the broader public. Similarly, the variety of definitions and
sources of data used in different countries render it difficult to compare situations
and trends at regional and international levels.

Another limitation of migration dataderivesfrom their limited disaggregation by
gender, age and level of qualification. Statistical data collected in sending and re-
ceiving countries do not allow generalizations to be drawn concerning migration
behaviour of different groups of migrants. These shortcomings are currently being
addressed in European countries, where most censuses have incorporated a question
on the country of birth and nationality of the respondents (Dumond and Lemaitre,
2004). A new database on immigrants and expatriates in OECD countries was also
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recently established. The database on international migrants contains the first inter-
nationally comparable data set that allows to measure and characterize foreign-born
populations in OECD countries.

Finally, it must be mentioned that in most African countriesreliable dataconcern-
ing return migration are virtually non-existent. Thisislargely due to methodol ogical
problemsrelated to the operational definition of reverse mobility, and to the fact that
migratory movements are often not reflected in adjourned official records. But, fur-
thermore, it hasto be borne in mind that today more and more citizens of countriesin
the Southern Africaregion somehow find themselvesin the situation of “ global com-
muters’ whose country of residence, even whenitisrecorded, isdefacto not asteady
one.
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2. MIGRATION AND DEVELOPMENT:
THE CASE OF ANGOLA

The situation of migration and development in Angola has never yet been the
subject of specific studies or analyses. This is not surprising considering that re-
search and data collection were in general seriously hampered during the country’s
protracted civil war.

The Angolan conflict started before the country gained independencein 1975 and
wastriggered by disagreements between key leadersinvolved in theliberation strug-
gle. Opposing pro-independence factions allied with the Soviet bloc, on the one hand,
and with South Africaand the United States, on the other. Cold war sponsorship and
monopolized resource exploitation fuelled what became an almost 30-year long civil
war. The conflict has affected all aspects of social and economic life in Angola,
creating alegacy which it will take much time and effort to overcome.

ANGOLA: GENERAL FACTS AND DATA

A country of 1,246,700 sq km. located on the western coast of Southern Africa.
Neighbouring countries: DRC, Congo, Namibia, Zambia.

Administrative divisions: 18 provinces.

Capital city: Luanda.

Independence: 1975.

Natural resources: petroleum, diamonds, iron ore, phosphates, copper, feldspar,
gold, bauxite, uranium.

Natural hazards: locally heavy rainfall causing periodic flooding on the plateau.
Population: 13.5 million.

Age structure: 0-14 years: 43.5%; 15-64 years: 53.7%; 65 years and over: 2.8%.
Population growth rate: 2.9%.

Birth rate: 45.14 births/1,000 population.

Death rate: 25.86 deaths/1,000 population.

Infant mortality rate: 154 deaths/1,000 live births.

Life expectancy at birth: 46.7 years.

Total fertility rate: 7.0 children born/woman.

HIV/AIDS adult prevalence rate: 5%.

Adults living with HIV/AIDS: 320,000.

Source: The CIA World Factbook, 2004; UNAIDS, 2004; World Bank , 2004c.
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2.1 Overview of the development situation

Angolacountstoday among the poorest countriesin theworld. The country ranks
162" out of 173 countries on UNDP's Human Development Index (HDI). Almost
three decades of armed conflict have had devastating effects on the country’s economy
aswell asitsinfrastructure and social fabric. Many Angolans had to flee their homes
to avoid the effects of armed conflict and generalized violence. Asaresult, families
and entire communities were disrupted. In 1991-92 there was a brief interlude of
peace, but thereafter the war intensified producing even greater population dis-
placements than before. Thetotal number of reported IDPs grew from about 530,000
at the end of 1998 to over 4 million by mid-2002 (CCA, 2002).

Sincealasting peace wasreached in April 2002 the situation in Angolahas started
to improve. Despite the progress made in post-war recovery and reconciliation, pov-
erty is widespread and social inequalities are growing. There are many challenges
ahead for this Southern Africa country which has an important potential due to its
immense stock of natural resources.

2.1.1 Situation analysis

The present situation in Angolais characterized by a continued need to deal with
problems created by the war. Important for the Angolan Government (GOA) isto
adopt policy measures and implement institutional reformsthat can alleviate poverty
and promote sustai nable devel opment. A process of economic recovery isunder way,
but much remains to be done.

Gross domestic product grew since 1995 at an average rate of 6.6 per cent, com-
pared to 4.7 per cent in 2003 (World Bank, 20044). Per capitaincome increased in
the same period to about US$ 740. Poor Angolans, however, have drawn little bene-
fit from these relative improvements. The Gini coefficient rose from 0.45 in 1995 to
0.51in 2000, reflecting ashift in relative incomesin favour of the richest 10 per cent
of the population (CCA, 2002). Therichest 10 per cent of the population received the
same share of income as the bottom 80 per cent of the population.

Today, over two-thirds of the population livein poverty, while almost one Angolan
out of threeisextremely poor. Poverty is particularly widespread in rural areas. Com-
munities in most rural areas face very low levels of self-subsistence. Many rural
households are unable to meet even their most basic needs. In 1998 a survey found
that food expenditures accounted for 76 per cent of rural households spending (CCA,
2002).Y
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When millions of Angolansfled or migrated from their rural home areasto escape
the armed conflict and serious human rights violations, many lost al or part of their
original assets. These included critical things such as shelter, arable land, agricul-
tural toolsand livestock. The rural exodus has resulted in acute labour shortagesin
agriculture. Helping smallholdersin rural areas to rebuild their livelihoods remains
animportant priority to foster the recovery of the agricultural sector. Today the agri-
cultural sector represents only 8.2 per cent of GDP, whereas industry and services
account for 60.3 and 31.5 per cent, respectively (World Bank, 20044).

Poverty and inequalities have been on the rise also in urban areas. The flight of
people from rural areas has been formidable during the war years, turning bigger
towns, and particularly the capital city of Luanda, into a refuge for the poor. The
population of Luanda grew from 481,000 in 1970 to 3.3 million by 2000. The mas-
siveinflux from the countryside has increased pressures on urban infrastructure and
the labour market. Asthe mgjority of IDPs and migrants are un- or low skilled, they
turned to theinformal sector. At the end of the 1990sit was estimated that in Luanda
54 per cent of all familieswereinvolved in theinformal economy (Adautade Sousa,
1998).

The stagnation of the non-oil sectors of the economy hasresulted in high levels of
unemployment and underemployment, particularly in urban areas where popul ation
growth has accelerated due to the extensive rural to urban migration. The 2000/01
Inquérito aos Agregados Familiares sobre Despensas e Receitas found an average of
46 per cent unemployment in urban areas (IDR, 2001).1

But, finding asuitabl e job has also become moredifficult for skilled and qualified
nationals, especialy in the public sector. Low salary levels (and arrears in salary
payments) as well as poor working conditions act as major deterrents for Angolan
jobseekers to enter the civil service. Concurrently, self-employment is hampered by
limited access to low-cost credit and loans, onerous and bureaucratic licensing pro-
cedures and high rates of taxation (de Vletter, 2002). The environment for invest-
ment and job-creation remains constrained not only by the inadequacy of financial
services, excessive bureaucracy and barriersto competition. It is also compelled by
the general macroeconomic instability and uncertainty, the poor state of the physical
infrastructure, the weakness of thejudicial system and thelow level of education and
skills of the majority of the labour force.

Housing is avery serious problem in urban areas even for the middle class. Asa

result of rapid urbanization, immense informal settlements (the mussequégshave
emerged in peri-urban and also in central areas. The rapid development of new neigh-
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bourhoods and the spread of shantytowns has strained urban water supply and sani-
tation systems. Some areas completely lack these basic services with the attendant
serious hygiene and health implications. Many houses and buildings suffer from the
complete absence of maintenance. The prices of real estate are very high and most
people cannot afford to pay for amortgage. However, rents are al so exorbitant, despite
the fact that many landlords ask tenants to pay several months of rent in advance.

Much physical and socia infrastructure was destroyed during the war and still
needs substantial reconstruction. The social sectors require critical investment and
fundamental reforms. The coverage and quality of basic socia servicesis poor and
there is a critical lack of qualified personnd in rural areas. Only few people can
afford to pay for private health and education services. The great majority of rural
households are left with little access to primary health care and schooling. Expand-
ing the access of the poor and extremely poor to health, education and other basic
servicesisone of the most urgent needsin Angolaif the MDGs are to be attained.

These arereasonswhy Angola’ ssocial development indicatorsremain well below
those of other sub-Saharan Africa countries. In 2003 only 38 per cent of Angolans
had improved access to water sources, compared with 58 per cent of the total popu-
lation in sub-Saharan Africa(World Bank, 20044). Though infant mortality decreased
from 172 in 1995 to 154 per 1,000 live births in 2003, this last rate is much higher
than the average for sub-Saharan Africa (103 per 1,000 births). Life expectancy at
birth stood at 45.2 in Angolain 2002, whileit was48.7 for sub-Saharan Africa(UNDP,
2002).

Though largeinvestmentswere madein education in the post-independence period
to address the problem of high adult illiteracy rates (about 85% in the early 1970s),
the development of human resources was seriously hampered by the war. Declining
levelsof school enrolment, deteriorating quality of education and high drop-out rates
registered in the 1980s and 1990s resulted from the destruction of school infrastructure,
shortage of qualified teachers and teaching materials and low budget allocations to
the education sector. The education indicators in Angola are among the lowest in
sub-Saharan Africa. In 2001 the literacy rate of the population aged 15 years and
more was 82 per cent for men and 54 per cent for women (MICS, 2001). Gross
primary enrolment was 64 per cent compared with 87 per cent for sub-Saharan Africa
(World Bank, 20044). Higher education and vocational and technical training were
also considerably hampered by the difficult situation Angola experienced in the last
decades.

Since 2002 Angolais facing a double challenge: from war to peace and from a
state-controlled to amarket economy. Angolaislargely dependent on oil production
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and economic growth isprimarily led by the booming energy sector which generates
very little employment. From 1980 to 2002 oil production grew by more than 550
per cent to 990,000 barrels aday (CCA, 2002). It is expected to double by 2010 to
reach almost 2 million b/d (World Bank, 2003). The ail sector’s share of GDPincreased
from 20 per cent in 1991 to 54 per cent in 2001. The share of the non-oil sectorsin
the economy, in particular of the agricultural sector, has declined making the country
heavily dependent on its oil and diamond revenues.

ANGOLA: STRUCTURE OF THE ECONOMY
(% OF GDP IN 2003)

Agriculture 8.3
Industry 60.3
Services 31.5

Source: World Bank, 2004a.

The financial situation of Angola remains weak and recent fiscal results were
poor (IMF, 2003). The government runs large fiscal deficits. Government spending
asashare of GDPisamost double the average for sub-Saharan Africa (World Bank,
2003), but the problem isthat an important proportion of government expenditureis
executed outside the regular budgetary framework. Thus, budgetary allocation to
critical socia sectors such as health (3.3%) and education (4.7%) are far below the
SADC average (7.2% for health and 16.7% for education) (Vinyals, 2002).%°

The fiscal deficits in Angola have resulted in high inflation rates which ranged
from an average of 1,174 per cent in the 1989-2000 period to 116 per cent in 2001
and 286 per cent in 2002 (Adauta de Sousa, 2002). This has contributed to the ero-
sion of the purchasing power of wage earners. Another consequence of the very high
inflation and weakening national currency has been the growing “dollarization” of
the economy. Though total debt as a share of GDP has decreased, Angola continues
to rank among the most highly indebted countriesin the world. The important exter-
nal debt service arrears accumulated in the past are a heavy financial burden for the
country.

2.1.2 Government policy frameworksand priorities

The government has adopted an economic programme for 2003/04 which aimsto
consolidate peace, rehabilitate economic infrastructure, improve the delivery of ser-
vices, strengthen public administration acrossthe national territory, promote growth
of the non-oil sectors and prepare the ground for new general elections (World Bank,
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2003). A series of long-term devel opment objectives were also envisaged, including
the restoration and maintenance of macroeconomic stability, revitalization of the
rural sector, rebuilding of social infrastructure, improvement of transportation links
to markets and encouragement of private sector participation.

In connection with that policy framework, Angola's first strategy for poverty
reduction (EPC) was approved in February 2004 (MINPLAN, 2003).2° The EPC
puts strong emphasis on the need to develop human resources as a basis for eco-
nomic growth and human development in the country.?t Efforts to strengthen the
human capital for development are focused mainly on primary education, vocational
training and the rehabilitation of the health sector. Altogether the areas of priority of
the EPC are, (i) social reinsertion; (i) security and civil protection; (iii) food security
and rural development; (iv) HIV/AIDS; (v) education; (vi) health; (vii) basic infra-
structure; (viii) employment and professional training; (ix) governance; and (x) macro-
economic management.

A primary objective of the ECP is the return, resettlement and reinsertion of
3.8 million IDPs, 450,000 refugees and of more than 160,000 demobilized soldiers
and their dependantsin their areas of origin. Their reintegration is promoted through
the provision of basic social servicesand the devel opment of productive and income-
generating activities.

Another magjor aim of the ECP isto rebuild the health and education sectors that
have severely suffered from the prolonged civil war. This involves the reconstruc-
tion of health and education infrastructure and the decentralization of financial,
material and human resourcesto the provinces. In pursuit of these aims, the govern-
ment plans to reverse various forms of brain drain which had been fuelled by the
armed conflicts and manifested itself through rural to urban, public to private sector,
or international skills migration.

Regarding the crucial domain of public health, especialy after 1992, Angola has
experienced arapid concentration of health personnel in the capital city. Thisuneven
spatial distribution continues to represent a major problem that the government
urgently needs to deal with. According to the Angolan Ordem dos Medicos, 80 to
85 per cent of their 1,600 registered doctors practisein Luanda. These seriousimbal -
ances have resulted in very low population:doctor ratios in rural areas. In the late
1990s, according to the WHO (2002), there was one doctor per 20,000, one nurse per
1,000 and one midwife per 20,000 inhabitants in Angola.
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Many Angolan health professionals are reluctant to work in the provinces. The
main reasons are the poor working and living conditions outside the capital city and
the lack of adequate incentives. In general, salaries in the civil service are low and
infrastructure and equipment as well as supervision and information are inadequate
and insufficient, together with limited career prospects. That is why many civil ser-
vants seek alternative work opportunitiesinvolving a part-time or full-timeinvolve-
ment in the private sector, or emigration.

A 1998 survey has shown that an important share of public sector doctors engage
in private practice or other activities in order to be able to meet increasing costs of
living and help the extended family (Ferrinho et al., 1998). The survey found that
public sector salaries had become marginal for urban doctors (10% of total income),
while it represented a little more than half of the income of rural doctors (55 per
cent). Angolan doctors could earn the equivalent of one month’s public service sal-
ary in one hour of private practice. However, health workers usually keep afoot in
the civil service because of the job security and social recognition it offers. A prob-
lem related to their multiple professional engagementsisthat there are high levels of
absenteeism among personnel working in the public service.

2.2 Patterns and flows of migration

In 2003 the population of Angola was estimated at 13.5 million and the annual
population growth rate at 3.0 per cent (World Bank, 20044). The country has one of
the highest population growth rates in the world. At these rates, the population is
foreseen to double again by the year 2025 (CCA, 2002).%

Over the last decades Angola experienced rapid urbanization which was further
exacerbated by the long armed conflict. Huge numbers of IDPs and economically
driven migrants have moved into cities, especially into the capital Luanda, in search
for amore secure environment offering better income-generating opportunities. But
many Angolans have also fled across international borders to seek refuge or emi-
grated to pursue their studies and work abroad. The degradation of the education
system and the stagnation of the economy have increased these population move-
ments further.

With the beginning of the peace process the migration situation started to reverse.
However, for many Angolan emigrants or refugeesit istoo early to make a decision
about return. At present, there remains an attitude of uncertainty among potential
returnees.
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2.2.1 Inflows and outflows with special attention to skillsmigration

Between 1995 and 2000 average annual net cross-border migration in Angola
was estimated at -17,000, or -1.4 per 1,000 inhabitants (UNDESA, 2002).%

Refugees represent more than a quarter of the country’s migrant stock which
stood at 46,000 in 2000.24 This stock constituted 0.4 per cent of the total population.
In 2004 about 10,000 of the estimated 12,500 refugeesin Angolaoriginated fromthe
DRC (SME, 2004). In mid-2002, 445,000 Angolan refugees were registered abroad
(CCA, 2002), the mgjority in the DRC, Namibia and Zambia.

As aready mentioned, there is little data available regarding the volume of out-
flows and the size of the Angolan population living outside the country. A Ministry
of Foreign Affairs(MIREX) estimate suggeststhat currently thereare 78,677 Angolans
inthe diaspora, with women outnumbering men. 13,075 Angolan citizenswere actu-
ally registered with Angolan diplomatic and consular missions (5,044 men and 8,031
women).

According to MIREX there are 68 Angolan diaspora associations in more than
18 countries. These include South Africa, Portugal, Zambia, Zimbabwe, Namibia,
the United States, Germany, Brazil, Belgium, Canada, Congo, Spain, France, Brit-
ain, Sweden, Switzerland, the DRC and San Tome and Principe.

In recent years Angola has experienced increasing legal inflows of labour mi-
grants. These streams involve contract workers for the industry and mining sectors
and individual migrants seeking work opportunitiesin theinformal economy. Irregu-
lar immigration al so grew since the beginning of the peace process, especially across
the country’s northern borders (SME, 2004). The government is concerned with this
recent trend and is trying to strengthen border controls and combat irregular immi-
gration. In 2004, 300,000 irregular migrants were repatriated within the framework
of the Operacéao Brilhante

2.2.2 Outgoing mobility patternsand main countries of destination

The patchy statistical evidence does not allow to determine the distribution of
Angolan emigrants and refugees between different countries of destination. Migra-
tion data collected in receiving countries shows that, in the 1995-2001 period, 2,056
Angolansimmigrated to Europe® and only 82 to the United States.? Thisrepresents
an average annual emigration rate of 0.02 per cent for this period.
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Some data are also available regarding the annual inflow of Angolan asylum
seekersto selected European countries (OECD, 2004). Table 2.1 showsthat Portugal
receivesthe greatest number of Angolan asylum seekers, reflecting the historical and
linguistic linkage between Angola and Portugal. Though Portugal remains the most
important overseas country of destination for Angolans, other countries, such asthe
United States, Brazil and Britain have become significant poles of attraction.

Furthermore, evidence obtained from interviews suggests that migration circuits
are changing. The mgjority of Angolans first migrate to one of the neighbouring
countries (e.g. South Africa, Namibia, Zambia and Zimbabwe) and only at a later
stage move overseas. Thisallows migrantsto acquirethefinancial, human and social
resources needed to enter industrialized countries, where immigration policies have
been considerably tightened.

The choice of aparticular destination for student migrantsislargely related to the
source of funding of their studies. A significant number of scholarshipsare provided
by European academic institutions or multinational oil firms. This is why many
Angolan students either go to Europe or to the United States for higher education or
specialized training. Angolans whose studies are self-sponsored or paid for by their
family are more likely to move to South Africa, or possibly Brazil, where education
and related living expenses tend to be less onerous.

Many students who benefit from a scholarship have the obligation to return and
serveinthefirm or inthe government department that sponsored their studies. Multi-
national companies insert special clauses into the contracts of the staff they send
abroad for study reasons. They do not have any major difficulty with trained staff not
returning home because the conditions of servicethey offer arefar abovethe average
in Angola and competitive on the global labour market. The government instead
faces amajor difficulty in attracting civil servants back after having financed their
studies abroad due to the low salary levels and poor working conditions in the civil
service.

2.2.3 Return, resettlement and reintegration

Since the end of the war in 2002 migration flows have started to reverse with
significant numbers of IDPs and refugees, aswell as some labour migrants, voluntar-
ily returning home.?” This process was enhanced by the GOA with the support from
theinternational community. The return, resettlement and reintegration of Angolans
iS seen as an important priority in order to achieve lasting peace and stability and to
promote national reconciliation.

34



DIFFERENT AIMS AND IDEALS:
TWO ANGOLAN BURSARIES RETURN TO WORK IN THE PRIVATE SECTOR

In Luanda, Luiz and Antonio, both 27 years old, are taking French classes twice
a week, paid for by their employer, a major private oil-firm operating in Angola.
They had already received a scholarship from this firm to study in Lisbon, where
they met. Luiz studied engineering and Antonio business administration. They
had been hired by their firm before leaving Angola, and their contracts specified
that they had to return and work for at least five years in the firm that sponsored
their studies.

A good job was waiting for Luiz and Antonio upon return, but they nevertheless
encountered difficulties in readapting to the local context. Luiz referred to
insecurity. A discussion of the challenges facing them in the workplace and in
their social lives showed some marked contrasts in their respective perceptions
and aspirations.

Luiz showed a more individualistic attitude, emphasizing his background and
career opportunities. He referred to good salaries and benefits available in the
private sector, and was reluctant to formulate any opinion regarding the situation
of his country. This, however, was of concern to Antonio. He said he returned
from abroad to help his country develop, and pointed to the changes needed to
make any significant progress. Antonio spoke about social inequalities, poor
governance and corruption.

Thus, their general attitudes seemed to have changed in opposite directions
since they had left discussing their own future and the future of their nation.

Source: Author’s interview in Luanda, 2004.

The Angolan Social Reinsertion Strategy seeksto facilitate the return of refugees,
migrants and demobilized soldiers and their families to their areas of origin.22 The
strategy is seen as an important vehicle to consolidate peace, promote social cohe-
sion and enhance economic development. It seeksto foster the reintegration of reset-
tled population through the development of income-generating activities and
rebuilding of basic social services. The implementation of this strategy isthe task of
the Ministry of Assistance and Social Reintegration (MINARS). Another important
player is the National Commission for Social and Productive Reintegration of the
Displaced and Demobilised. This institution was created in 2002 by Presidential
Decree 05/02.

Based on an agreement between the governments of Angola, Zambia and the
DRC, and with the assistance of UNHCR, |OM and other stakeholders, several thou-
sands of Angolan nationals were repatriated and resettled (IOM, 20044). Table 2.2
showsthat in 2003/04 over 64,500 refugees received support and assistanceto return,
mostly from Zambia and, to alesser extent, from the DRC, Namibia and Botswana.
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Repatriation assistance provided by |IOM hasinvolved transport and logistics for
orderly and safe return, information and counselling regarding the home areas and
sensitization regarding the risk of HIV/AIDS and landmines. These initiatives are
accompanied by measures aimed at enhancing the successful reinsertion and reinte-
gration of repatriated Angolansin their home communities.

Reinsertion and reintegration are, among others, fostered through the rehabilita-
tion or construction of basic physical infrastructure, such as roads, bridges, shelter,
water sources, health centres and schools (IOM, 2004b). Efforts are also made to
revitalize basic social services and to develop income-generating activities. These
include micro projects in the agricultural, livestock and trade sectors and the pro-
vision of low-cost credit. The main objectives of theseinitiativesareto promote food
security among resettled popul ations and to securetheir accessto basic social services.

Thelega status and rights of returned refugees and migrantsis not unproblematic.
The introduction of different laws regulating nationality and citizenship in Angola
have complicated the situation. A law adopted in 1975 introduced the principle of jus
sanguinis but it did not allow Angolans multiple citizenship.?®° This has meant that
some Angolans gave up their Angolan nationality, a factor which has negatively
impacted on their return prospects. However, a new law endorsed in 1984 reintro-
duced the principle of multiple citizenship with retroactive effect. This second law
was replaced in 1991 by a more progressive law that combined the principles of jus
sanguinisand jus soli while maintaining the principle of multiple citizenship.*

In spite of these legal developments returned migrants and refugees appear to
suffer from discrimination. This is due to the fact that forced and economic migra-
tion are overwhelmingly seen as negative, and that many Angolans have spent such
along time abroad that they face major difficulties of readapting and reintegration
after return. This is even more so in the case of second-generation migrants, who
never lived in Angola or resided there for very limited time periods, before they
decided to go back to their country of origin.

In recent times Angola seems to have started experiencing a reversal of skills
migration, though thereisalack of data confirming thistrend. Due to theimproving
conditions at home an increasing number of Angolans abroad are beginning to con-
sider returning. It is very difficult to determine the volume of these return flows.
Evidencefrominterviewsinthefield, however, suggeststhat many skilled and quali-
fied Angolan migrants are still reluctant to go back. A cautious attitude prevails as
potential return migrants prefer to wait and see if peace in Angolawill last and the
situation further stabilizes. Thisis particularly the case with Angolan professionals
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BACK TO THE ROOTS:
A SECOND-GENERATION ANGOLAN MIGRANT MOVES TO LUANDA

The father of Manuel migrated in 1972 from Cabinda over the border to the DRC.
The following year he moved to Kinshasa where Manuel was born and spent
most of his early life. His father was a trader and enrolled all his five children in
school. When Manuel finished high school he went on to study trade and
marketing in Kinshasa.

After a few years of work as a language teacher in the DRC he decided to move
to Angola. “l was interested in getting to know my country of origin” he said, “and
eager to explore and discover new things.” Manuel indicated, “my father
discouraged me from going because he believed | would have faced lots of
problems of integration. That is why my father is not ready to go back. He has
been abroad for too long and is very well established.”

Today Manuel teaches private French classes in Luanda. He explained he
regretted not to have listened to his father. “Since | have arrived in Angola”, he
said, “I struggled with various forms of discrimination.” According to him most
Angolan migrants who return from the RDC are seen as foreigners and
considered second-class citizens. They have a hard time to be accepted and
respected.

Source: Author’s interview in Luanda, 2004.

who have good jobs abroad and arewell integrated in the host country. It isestimated
that today there are about 160 Angolan doctors working in Portugal, and these seem
particularly reluctant to return home.

2.3 Human resources, migration policies and
government capacity

Angolalacksacomprehensive and integrated migration policy based on an analysis
of needed human resources that cuts across various sectors. Though migration and
return are prominent issuesin policy documents, these seldom put forward economic
productivity objectives. They rather focus on repatriation and reintegration of IDPs
and refugees which is seen by the government as afundamental step in the reconcili-
ation and reconstruction process of the country.

Skills migration is dealt with very little in the PRSP and other policy documents,
despite the fact that it is widely acknowledged that social and economic develop-
ment can only be achieved if adequately trained and qualified human resources are
availableinthe country and incritical sectors. Besidesbilateral and multilateral agree-
ments on migration and arecent initiative concerning the diaspora, there are no pol-
icies in Angola explicitly targeting skills migration. However, a range of policies
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adopted by the government in various sectors can be expected to affect migration
and return of skills, because they indirectly contribute to encouraging this particular
form of mobility. Here only the most important policy initiatives affecting skills
migration will be discussed.

2.3.1 Public policy initiatives affecting skills migration

Research in the field has shown alarge variety of public policy initiativeswhich
are bound to have an impact on skills migration. Among these initiatives are public
sector reforms, incentive schemes or quota systems in employment.

Angolahassigned several bilateral and multilateral agreementsto facilitate human
mobility. An agreement was signed with Namibia promoting the free movement of
people and goods, and a similar one with Congo and the DRC as part of the Joint
Tripartite Commission for Security. A bilateral agreement is currently under prepar-
ationwith Zambia. Moreover there are aseries of bilateral agreementsbetween Angola
and South Africa, Namibia, Cape Verde and Russia, and multilateral agreements
among member states of PALOP and CPL P suppressing the need for visasfor diplo-
matic and administrative passport holders.

Public sector reforms affect skillsmigrationin so far asthey engender changesin
the working conditions of civil servants. The reform of the public administration
along with the deconcentration and decentralization of government offices and ser-
vices are among the main objectives of the PRSP. If properly implemented, these
initiatives involve several measures that can have a significant impact on skills
migration and on the spatial distribution of professionals.

The Administrative Reform Programme (PREA) promoted by the PRSP aims to
redefine human resource development needs, to improve human resource planning
and management and to build capacity for improved service delivery at central, pro-
vincial, municipal and community levels. A critical challenge is the urgent need to
address the shortage of adequately trained and motivated civil servants, especially at
thelocal levels. Thereisascarcity of highly qualified staff in thelocal and provincial
public administration with only 3 per cent having a university background
(MINPLAN, 2003).

Different measures were taken by the government in recent years in response to
the human resource problems which cut across different sectors. This year the gov-
ernment has proceeded to ageneral readjustment of public sector wages and subsid-
ies (GOA, 2004).

39



In 1995, the Ministry of Public Administration, Employment and Social Security
(MAPESS) elaborated a new classification of professions (MAPESS, 1995). Four
years later, MAPESS carried out an assessment to develop a profile of the situation
of human resources in the civil service (MAPESS, 1999). The assessment showed
that most civil servants, especially the most highly qualified, were concentrated in
the capital Luanda (32%). The four central provinces of Luanda, Benguela, Huila
and Huambo retained 58 per cent of all civil servants. Another ten provinces, includ-
ing Cabinda, Cunene, Bié, KuanzaNorte, Kuanza Sul, Lunda Sul, Malanje, Moxico,
Namibe and Uige, had 36 per cent. Finally, the more remote provinces of Kuando
Kubango, Lunda Norte and Zaire, but also the Bengo Province situated closer to
Luanda, had only 6 per cent of the total number of civil servants.

The government isfacing many problemswith the recruitment of qualified health
personnel to work inthe provinces. Thisis so despitethefact that in recent yearsjobs
in the health sector have been reclassified and salaries of health workersincreased.®
Higher incentives for those working in rural areas and special indemnities (e.g. for
night shiftsor contamination risks) were al so established. At the end of the 1990sthe
basic salary of a doctor was less than US$ 50 per month. Today, a newly graduated
doctor ispaid abasic salary of about US$ 110, and an experienced head of service up
to US$ 1,220.

One problem is that incentives to work in the provinces are not provided by the
Ministry of Health (MINSA), but are | eft to the provinces and only afew have so far
adopted such measures. Incentives for health workers were introduced in Cabinda,
Huambo and Kuanza Sul and they involve housing, transportation and sometimes
food.

Angolahas concluded bilateral agreementswith anumber of countries (e.g. Rus-
sia, Bulgaria, Viet Nam, Northern Korea and Egypt) to attract foreign doctors to
work inthe provinces. A bilateral agreement iscurrently being concluded with Cuba,
a country which provides doctors to many sub-Saharan Africa countries.

There is some debate regarding the adequacy of Angola’s international scholar-
ship scheme which has required very considerable resources. Angolan students
received extraordinarily high stipends, especially those who studied in Western
Europe. This has actually encouraged their permanent settlement in the host country
since they were able to set up families and buy houses. Ancther factor that nega-
tively affects return migration is related to the education system in some of the host
countries as, for example Portugal. Overseas students are expected to undertake quite
lengthy courses for their original degreesto be recognized. This can take them sev-
eral years, meaning that their studies and stay abroad will last longer, thereby dimin-

40



ishing the chances of their return. A major problem is that when newly graduated
Angolans return, they are reluctant to go and work outside the capital city. Because
of these problems some have started to argue that, rather than sending Angolan health
students abroad, training and capacity building should be provided inside the coun-
try, taking local needs into consideration.

Another policy initiative affecting skills migration is the one commonly referred
to as Angolanization. This process involves the replacement of expatriates in key
sectors of the economy with nationals. Angolanization was launched in 1982 when
the government issued Decree 20/82 aimed at improving employment opportunities
and career prospects for skilled and qualified Angolans. Decree 20/82 establishes
that foreign persons should only be hiredif the employer isunableto find the required
gualifications among Angolan nationals.

It took quite some time for Angolanization to take off. But, in recent years, this
policy has started to be taken more seriously. The government is aiming at strict
staffing quotasin the private sector, especially in multinational oil firms. The staff in
private companies should be composed of 80 per cent Angolans and 20 per cent
expatriates. To meet this objective, the Ministry of Planning (MINPLAN) monitors
the human resources situation in private companies. These are expected to submit
plans and reports on training and capacity building activities concerning national
staff, and their recruitment and career advancement prospects. Entrepreneurs who
wish to establish a new firm are also requested to submit such staffing and training
plans as part of the documentation needed to obtain approval for aprivateinvestment
project.

Multinational oil firms are the most closely monitored by the government. The
majority conduct regular recruitment campaigns in countries with strong Angolan
immigration (e.g. South Africa, Portugal, Brazil, Britain, United States). Most of the
Angolans recruited from overseas into the oil sector are newly graduated students.
Recruitment campaigns generally take place once a year following advertisements
in newspapers that are commonly read by Angolans residing abroad. Angolanswith
multiple citizenship are generally hired as Angolans in order to meet the required
national staffing quota. For somethisisaproblem because as expatriates they would
be granted better conditions of service.

Recently the government formally acknowledged the role that the Angolan diaspora
can play in national development, especially in this critical phase of reconstruction
and reconciliation. A Meeting of Angolan Cadres in the Diaspora (Encontro de
Quadros Angolanos da DidspQrwas held in Luanda from 6-10 November 2004.
This meeting brought together 253 highly qualified Angolansresiding in 25 foreign
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countries, and 263 national experts and policy makers. Several actionsto be under-
taken by government and other stakehol ders were recommended regarding the brain
drain, therights of Angolan diasporamembers, thereturn and reintegration of Angolan
cadres, the national labour market, the creation of employment and income-generat-
ing opportunities, the development of human resources, the participation of the
diasporain national development, the trauma of war, the challenges of peace build-
ing and national reconciliation, the opportunities and risks related to local invest-
ment and the need for public-private partnershipsin this period of transition.

The government is planning to undertake an assessment of skillsin the Angolan
diaspora.®?> The aim isto identify the skills and qualifications among Angolan emi-
grants and to determine their location, to explore the propensity of return of Angolan
professionals and possibilities to enhance and facilitate such returns, to strengthen
the relationship between the diaspora and the country of origin, and to create the
conditions for lasting return migration and fruitful links with Angolans who decide
to remain abroad.

The situation of the private sector is an important determinant in the decision to
return of many qualified emigrants. Several studies have shown that migrants who
acquired human, financial and social capital abroad are reluctant to return, unless
they can see concrete opportunities for becoming self-employed and setting up their
own business in their home country (Ammassari, 2004b; Ammassari and Black,
2001).

The government has recently revised the legislation on private investment. Law
11/03 abolished differential treatment for national and foreign investments (GOA,
2003). This law also introduced public incentives and subsidies for private invest-
ments meeting specific criteria® New laws were also passed in 2003 to promote
Angolan entrepreneurship (Law 14/03) and to introduce fiscal and customs incen-
tives for private investments (Law 17/03)(GOA, 2003a; 2003b). Furthermore, new
legislation is being discussed regarding financial institutions and transactions. In
general, the ingtitutional framework related to private investment has evolved. A
Guiché Unico de Empresasas established with the objective of accelerating
administrative procedures. The National Agency for Private Investment (ANIP) is
responsible for promoting, coordinating, orienting and supervising private invest-
ments in Angola. The National Institute for Support to Small and Medium Enter-
prises (INAPEM) provides technical assistance and training and capacity-building
support. Despite these initiatives, the business and investment climate in Angola
remains particularly uncertain compared with the regional average (World Bank,
2005a; 2005b).
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2.3.2 Government structures and institutional capacity

As seen above, there are many disparate policy initiatives in Angola with more
direct or indirect implications for internal and international skills migration. These
initiatives are managed by different line and sectoral ministries and various govern-
ment departmentsthat, however, do not always succeed in pooling their resourcesto
ensure efficient and effective collaboration. The role and responsibilities of the key
players are briefly reviewed in the next paragraphs.

The Ministry of Home Affairs (MININT) has a Department for Migration and
Foreigners (SME), dealing with general migration issues but without aspecific focus
on skillsmigration. Thetasks of the Department range from the collection and analy-
sis of migration data to the development of policies and legidation on migration.
Among the priorities of the SME is to improve data collection systems regarding
migration and to strengthen border controlsto fight the trafficking and smuggling of
human beings. Irregular immigration is seen as a serious threat to national stability.

Thelnstitute Providing Support to Angolan CommunitiesAbroad (IAECAE)
was established in 1992 inthe Ministry of Foreign Affairs (MIREX). The main tasks
of theinstitute areto receive Angolanswho return home either permanently or tempor-
arily; provide information and advice on employment and investment opportunities
and on other aspects related to return and reintegration (e.g. travel, transfer of per-
sonal effects, opening of foreign currency bank accounts); assist Angolans abroad
with administrative and legal matters; entertain a fruitful link between the country
and its diaspora. The IAECAE focuses on skills migration and has played a pivotal
role in the organization of the recent diaspora meeting. It also publishes a bulletin
called Diasporawhich isdisseminated amongst Angolan emigrants (IAECAE, 2003).
It contains various information including reports on economic, social and cultural
issuesin Angolaand on the readlities of the Angolan diaspora.

Different ministriesareimplementing policies and programmesthat affect migra-
tion. Since these policies and programmes are aimed at national development and
the eradication of poverty they are expected to influence the key determinants of
migration and return. Here only those government structures whose policies more
immediately affect skills migration can be considered.

The role of the Ministry of Public Administration, Employment and Social
Security (MAPESS) is central for the assessment, monitoring and development of
the national labour market. The ministry istrying to track labour demands and |abour
needs and to promote an appropriate match between the two. An Inter-ministerial
Commission for the Training of Human Resources for the National Economy was
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established by Decree 51/01.34 In addition, an Observatory for Employment and Pro-
fessional Training was created.® This new structure provides support to the Inter-
ministerial Commission and carries out surveys on the labour force in both public
and private sectors.

The Ministry of Assistance and Social Reinsertion (MINARS) deals with the
resettlement and reintegration of 1DPs and refugees. It is not much concerned with
skills migration as these populations usually involve a relatively small number of
highly skilled and qualified people.

TheMinistry of Health (MINSA) hasaparticular stakein skills migration because
the health sector is the one most affected by various forms of brain drain. As was
indicated above, MINSA has already taken some stepsto address spatial and sectoral
imbalancesin the distribution of health workers. L ess attention has so far focused on
the international brain drain and the role of Angolan health workers who practise
abroad. The permanent or temporary return of doctors and other health professionals
raises some concern since this is likely to create tensions between returnees and
medical staff practising in the country. However, there are specific areas where spe-
cial expertiseislacking and temporary technical assistance would be needed.

There isashortage of teaching personnel in higher education institutions and this
isaconcern for the Ministry of Education (MED). Several private universitieswere
created in Luandaduring the last several years. The majority of lecturersand profes-
sors teach in both public and private establishments.

2.4 Actions and views of other stakeholders

The issue of skills migration is a relatively new concern for many stakeholders
who so far have focused on mitigating the negative effects of the armed conflict and
resolving the emergency situation. Many donors, development agencies and NGOs
are currently facing the challenge to shift attention from humanitarian to develop-
ment aid. Thisisadifficult task and will require the repositioning of different players
together with aredefinition of their respective roles and priorities. Past and ongoing
programmes and projects related to migration have mostly focused on resettlement,
reinsertion and reintegration of refugees and IDPs. Little has so far been done to
mitigate the negative implications of skills migration and to enhance its positive
development effects.
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2.4.1 Programmes and projects of donor agencies

IOM has played amajor rolein the repatriation and resettlement of displaced and
refugee populations. IOM provided significant logistics and transport assistance to
these vulnerable groups and promoted their reintegration through micro projectsand
small credits. HIV/AIDS counselling and prevention are an important cross-cutting
component of these return and reintegration programmes.

IOM also manages several Assisted Voluntary Return (AVR) projects that are
currently funded by Belgium, the Netherlands and Switzerland. Assistance is pro-
vided to Angolans abroad who are ready to voluntarily return to their home country.
These projects are aimed at migrants whose request for asylum was rejected in the
host country. A total of 656 Angolans have returned under the IOM projects from
several European countries, including the Netherlands, Switzerland, Belgium, Ger-
many, Britain, and Portugal, as well as from South Africa. Assistance provided to
migrants consisted of transportation and travel assistance, reinstallation grants, help-
ing to find ajob or support to start an income-generating activity.

UNDP collaborates with the Angolan Government and other main stakeholders
in promoting people-centred development. The agency seeksto build partnershipsto
fight poverty through six practice areas: democratic governance, poverty reduction,
prevention and recovery, energy and environment, information and communications
technology (ICT) and HIV/AIDS. This involves the strengthening of national cap-
acity to manage public affairs, improvement of service delivery, transparency, coord-
ination and accountability and development of public-private partnerships. Attention
is focused on improving professionalism, ethic values and standards of central and
local government staff through the revision of salary policy, restructuring of careers
and promotion of a culture and criteria of performance measurement in order to
strengthen the effectiveness of the executive branch. These initiatives are central to
improve the working conditionsin the public service, thereby retaining skilled pro-
fessionals and offering them aviable aternative to moving into the private sector or
emigration.

The World Bank focuses mainly on capacity building, infrastructure rehabilita-
tion and private sector growth. In 2005 the Bank will undertake a comprehensive
study on capacity in both public and private sectors. An assessment on the invest-
ment climate and an integrated study into different sectorsto better understand what
Angolaneeds to do to diversify its economy are also planned for the near future.
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2.4.2 Initiatives of civil society organizations

Professional associations are critical players militating for improvements in the
working condition of their members. The Angolan Association of Doctors (Ordem
dos Médicopis concerned with the lack of qualified doctors and particularly with
their concentration in Luanda. The association expects its members who go abroad
to declare where and for what reasonsthey are going, and when they intend to return.
There is a tacit agreement between the members to return. This is not necessarily
respected, but doctors usually keep in touch with the association. Thereasonisthat if
at agiven point in time they decided to come back, they will be helped to reintegrate
into professional life. The Association of Doctors is at present undertaking an
assessment of Angolan health workers abroad. The purpose of this assessment isto
get a clearer idea of their numbers, country of residence and qualifications.

The Association of Lawyersis also concerned with the uneven spatial distribu-
tion of qualified law professionals. Today it is estimated that there is one lawyer per
25,000 inhabitants. 95 per cent of all lawyers practice in Luanda, and several prov-
inces do not have any lawyers at all. Though the situation of the judicia systemis
improving, there remain important gapsin thelegal environment and problemsrel ated
to the rule of law and to governance. The current review of the constitution requires
considerable technical expertise which is not necessarily available.

Recruitment agencies and human resources development firms tend to have a
good understanding regarding labour needs and mobility in the private sector. In
Angolathey find it difficult to identify skills and qualifications which appropriately
match their clients' needs. The problemisrelated to the insufficient and poor quality
of training and low skill levels characterizing the Angolan labour force.

Private firms are contributing in a critical way to the return of skilled and highly
skilled Angolans, largely thanksto Angolanization. The salaries and working condi-
tions offered in the private sector are much better than thosein the public sector. This
iswhy the private sector attracts highly skilled Angolans not only from abroad but
also from within the civil service. Multinational oil firms tend to get the best and
brightest asthey propose highly competitive fringe benefitsto their employees, such
asoverseastraining, low-rate mortgages and | oans, health insurance, pension schemes,
education grants for children and temporary housing.

2.5 Policy gaps regarding skills migration

For Angolait is timely to focus on skills migration and find effective ways to
influence and manage these flows. Many Angolans left their home country because
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of the war and the severe damage the armed conflict inflicted on the nation’s eco-
nomic, social, cultural and political spheres. With peace and stabilization a number
of Angolans have already started to return.

There are various reasons for which skilled Angolans may wish to return. For
someit may beimportant to help with the reconstruction of the country, for othersto
draw benefits from renewed and expanding professional and business opportunities.
Family and cultural reasons are usually very important factorsinfluencing migrants
decision to return. However, due to the contradictory history of the conflict, many
Angolans at this stage remain cautious with regard to the peace process. They prefer
to wait and see if the political situation in Angola will truly stabilize and how the
socio-economic situation in the country will evolve.

It may, therefore, be premature to devise active permanent return programmesfor
skilled nationals. Thefeasibility of these programmesinvolving assistancefor return
and help with reintegration should be reconsidered in the near future. Though it needs
to be acknowledged that spontaneous returns are generally more sustainable than
assisted returns. Reliability and impartiality of public information regarding the
situation in the home country are essential for migrants to spontaneously decide to
resettle back home. These are a crucial requirement for information-based return
policiesto work effectively in the Angolan context.

Clearly, an increment in the spontaneous returns of skilled professionals can be
expected with tangibleimprovementsin theworking and living conditionsin Angola.
Targeted sectoral strategies aimed at improving salaries and incentives, infrastruc-
ture and equipment, training and recruitment, housing and health care, credit facil-
ities as well as improving the governance and human rights situation are certainly
among the best ways to retain skills and encourage their return. However, in some
critical sectors (e.g. health), the achievement of such improvements depends on the
availability of skilled professionals. Breaking this vicious circle related to skills
migration is an important step that needs to be taken by identifying and filling, at
least temporarily, the most urgent human resources gaps.

Animportant share of skilled Angolans may eventually decide not to return home
because they are already too settled in the host country, or simply prefer to stay
abroad. But some of them, if they are given an opportunity and can benefit from an
enabling policy framework, may be ready to return on a temporary basis to make a
contribution. The government has taken on this challenge and acknowledged the
development potential of the diaspora. The importance of harnessing human, finan-
cial and social capital of the Angolan diasporaisbeing increasingly recognized. The
involvement of the diasporain the reconstruction and development of the country is
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seen asacritical factor to achieve along-lasting peace and effective reconciliation. A
major obstacle is the currently limited knowledge regarding human resources that
are available in the Angolan diaspora. It is also not clear how knowledge and tech-
nology can best be transferred from the diaspora to Angola without necessarily the
permanent return of expatriate professionals.

An assessment of skillsand capacities of the Angolan diasporais surely required
in order to evaluate the feasibility of temporary return schemesto fill urgent human
resources gaps. This is an important step considering that temporary return pro-
grammes, such as MIDA or TOKTEN, must be specifically tailored to Angola's
evolving needs. These initiatives must avoid the creation of redundancies and com-
petition between Angolan expatriate and national skills. Thisis particularly import-
ant in the light of the resentment that exists among some nhational cadres who never
emigrated or who returned after the conclusion of their studies relative to govern-
ment-sponsored Angolan students who remained abroad after their studies, not
honouring their initial engagement to return.

The use of the Angolan diaspora as aresource for development isa policy option
that can readily be contemplated. To achieve this objective, effective waysto reach
out to the diaspora need to be devel oped. Though there are several Angolan diaspora
associations, these may not all be suitable to promote links with skilled Angolan
expatriates because of their political affiliations. Angolan student associations could
also be used. Angolan diplomatic missions and consular officesare also key players,
though it needs to be borne in mind that only a small number of emigrants actually
formally register with them. The internet can be an effective means to reach out to
skilled diasporamembers, as shown by the experience of other African countries, for
example Ethiopia (IOM, 2005).

Virtually nothing has so far been done in Angolato monitor and enhance migrant
remittances. Thisisan areathat deservespriority attention. Policy measuresare needed
not only to facilitate regular money transfers, but also the repatriation of savings
when migrants return. These are important financial resources able to stimulate pri-
vate investment. A mgjor challenge is related to the lack of knowledge among mi-
grantsregarding opportunitiesfor investment and their concern over high investment
risks. These negative perceptions are primarily related to an inefficient banking sys-
tem to support private businesses, poor legal capacity to enforce contracts and the
payment of services, and alack of skilled workers and qualified professionals.®”

The importance of developing migration policies with a specific focus on skills

migration cannot be overstated. But attention needs also to be paid to the impact of
development policies on skills migration. Most cross-cutting and sectoral policies
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affect skills migration in one way or ancther. It isimportant to determine both direct
and indirect effects of these policies on skills migration and systematically address
the implications of skills migration in development policy making. Whereas return
and reintegration of |DPs and refugees areissues which are frequently mentioned in
policy documents, reference to skills migration is rather incidental.

At present thereislimited analysis and explanation asto how shortagesin human
resources in the public administration can be resolved. This despite the fact that
public sector reforms are underway and that the government has started to work
towards a comprehensive assessment of staffing patterns and capacity levelsin sec-
tors that are most severely affected by both international and internal brain drain.
Thisis certainly the case of the health sector, but many other sectors also lack skills
and capacities, especially in the areas of planning and management.

A clearer linkage needs to be developed between employment, education and
migration policies. For this purpose a more thorough assessment and understanding
of labour market needs and trends is required. The establishment of an observatory
to assess and monitor the national 1abour market, and the definition of professionsin
line with international classification criteria are valuable initiatives adopted by the
Angolan Government. Thereisaneed for amore strategic allocation of resourcesin
the areas of higher education and professional training in order to source skills and
meet |abour market demands. Consideration should be given to increasing in-coun-
try training opportunities, possibly through virtual methodologies, in order to dimin-
ish the need of Angolansto go abroad to study.

In Angolaasignificant potential liesin the development of public-private sector
partnerships. The private sector is the location of an important share of national
financial and human capital. Stronger cooperation between government and private
firms can be fruitful in many ways. Angolanization is a good example, but there are
also other strategies that can be envisaged. For example, in a country relying so
heavily on industry, it seems important to determine the impact of industrial devel-
opment projects on migration. Ex ante migration impact assessments can be valu-
ableinitiatives promoted by the government becausethey allow to predict the probable
impacts of projects on migration, and to adopt strategic migration management
measures.

In general, better understanding of skills migration and its impacts on productiv-
ity and growth is needed. Thiswill facilitate the development of effective migration
policiesand to systematically address migration in development policy. Policieswill
also have to be properly coordinated with regional and international migration
instruments. At the national level amajor challenge is the need to improve commu-
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nication and coordination between different government departments and other in-
stitutions dealing with migration or with other issuesthat directly or indirectly affect
migration.

2.6 Strategic outlook and practical recommendations

The above challenges have several practical policy implications for the Govern-
ment of Angola, aswell asfor its development partners. In evaluating feasibility itis
important to recognize that resources are limited and that there is a need to go about
skills migration in a strategic manner by ensuring policy coherence and building
synergies between different policy measures. Setting targetsto addressthe challenges
of skillsmigrationisessential, whileit should be kept in mind that return, reinsertion
and reintegration of 1DPs and refugees remain key priorities in the Angolan transi-
tional context. In general terms, the reintegration of returnees must continue to be a
major and important aim to avoid renewed situations of distress and re-emigration.
Reintegration will take time and will require strategic all ocation of resourcesin vari-
ous sectors and services such as infrastructure, agriculture, health, education and
credit.

Reconstruction of the country will haveto involve, among other initiatives, major
infrastructure development projects. These will affect local communities as well as
labour migrants and their families. Both direct and indirect effects of such projects
will need to be assessed so that appropriate measures can be taken to amplify posi-
tive implications and mitigate negative ones. |dentifying and dealing with undesir-
able social as well as migration effects before they occur is a relevant task of
private-public partnerships.

At amore specific level, anumber of initiatives regarding skills migration can be
envisaged. It seemsuseful to framethesein atime perspective, distinguishing between
the short, medium and longer term.

In the short term, to complement reforms and policiesthat are already underway
in Angola, the following measures appear to be relevant:

Assessment and mobilization of capacities beyond national borders. Some
measures were already taken or are planned in the near future to assess the available
capacity in various sectors. Theseinitiativeswill allow to better identify skills short-
ages. A simultaneous assessment of capacity and skillsin the Angolan diasporawould
be atimely activity which could help to meet domestic demands for certain skilled
workers. Efforts directed at conducting an inventory of skillsin the diaspora should
be supported and streamlined.
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Multiple approaches can be used for such a capacity assessment abroad. An
important component is the development of an interactive website. This would
allow to store and progressively build information regarding capacities and skills of
expatriate Angolans. Somefiles of the skillsdatabank should bereadily accessibleto
various stakeholders, including private firmsand international and non-governmental
organi zations. Professional s should be able to update their profilesand changeinfor-
mation regarding their availability and areas of interest. Privacy regarding personal
information obviously needs to be guaranteed. The website should also be used to
advertise jobs and specific assignments, as well as for the exchange of experiences.

The website should also be a place where Angolan professionals have the oppor-
tunity to gather useful infor mation regarding thehome country. For thisinforma-
tion to be comprehensive and unbiased, it is important to establish links to other
relevant sources of information. A suitable location will need to be found for the
website which should be housed and operated by a national institution to ensure its
sustainability. Information is essential for migrants to decide whether they should
return home.

Based on the capacity assessments and skills database, a temporary return
scheme can be devel oped more effectively. Whether this should focus on one single
sector such as health, or target more sectors, will need to be determined at a later
stage. The purpose of the scheme isto fill critical gaps in human resources in very
specific areas of competence. It will facilitate the recruitment of Angolans for tasks
for which there is no national capacity and that otherwise would be carried out by
foreign consultants. There is also scope to consider the possibility of associating
gualified Angolan emigrants in higher-level teaching and technical training. This
may be a suitable option especially with a view to expanding and improving in-
country education and capacity building.

Attributing support for temporary returns will allow migrants to reconnect with
the home country and to explore the situation. They are helpful means to create a
stronger linkage between migrantsand their home country. Asaresult, perman-
ent return becomes more likely and other transfers, such as remittances and invest-
ments, are enhanced.

There are various aims for the medium term that require considerable invest-
ments:

Thedevel opment of asystem allowing the assessment and monitoring of migrant

remittance flows, and the adoption of monetary policies and financial regulations
that facilitate their transfer and productive investment are important objectives. A
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first necessary step to be taken to reach these objectives is to conduct an in-depth
study on migrant remittances with a special focus on transfer channels and trans-
action costs, regulations and policies as well as their use and development impact.

Theknowledge base regarding different forms of migration (including skills mi-
gration) needs to be expanded. This is a necessary condition for sound migration
management which involves pooling information from different sources and
improving the analysis of various data. An agreement has to be reached among dif-
ferent stakeholders about critical data items that need to be collected on a regular
basis and research on specific migration issues.

The development of an integrated migration data management system should
be considered. This will help to monitor trends of various forms of migration and
determine their causes and consequences. A better understanding regarding these
issues is needed to devel op effective migration policies and also mainstream migra-
tion in the wider development agenda.

Retention schemes targeted at particular social sectors, such as the health and
education sectors, suffering from the brain drain should further be considered in the
medium term. These will need to be developed based on a more thorough assess-
ment of what is needed to motivate civil servants to go back to work in rural areas
and in fields that currently are lacking skills. Retention schemes usually involve a
series of measures, including financial incentives, housing, training, low-cost credit
and education grants for children. These measures have to be accompanied by pol-
icies aimed at improving the general working conditions in the public service.
Important aspects are related to the physical infrastructure and equipment, recruit-
ment and career advancement opportunities, management practices and supervision.

Replacement of skillsisalready promoted with the help of bilateral agreements
in the health sector (e.g. Cuban doctors). This strategy could be further strengthened
and possibly expanded to other sectors.

Many skillsreturn and retention strategies have longer-term implications because
they seek to act on the root causes of migration and non-return. Retaining skilled
professionalsin-country and encouraging their return through tangible improvements
in the general socio-economic and political conditions in Angola should of course
remain an actively pursued goal.
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3. MIGRATION AND DEVELOPMENT: THE CASE OF ZAMBIA

The migration and development situation in Zambia differs in many ways from
that of Angola due to the two countries' contrasting historical backgrounds. Whilst
Angola has been seriously affected by war and instability, Zambiais an example of
peace and stability inthe region. Rather than producing refugees as many other of its
neighbouring countries, Zambia became one of the major recipients of refugee
populations. Zambiaal so experienced significant losses of skilled and highly skilled
professionals because of the steady deterioration of socio-economic conditions in
the country.

Sinceindependencein 1964 Zambiahas been ruled by two political partieswhich
adopted contrasting economic and socia policies. The period between 1964 and 1991
was marked by centrally planned interventions including the nationalization of
industries, introduction of subsidies and controlled prices. After 1991, following the
return of a multiparty system, radical market-based structural reforms were under-
taken and economic and trade liberalization promoted.

3.1 Overview of the development situation

Thirty years ago Zambiawas one of the most prosperous countriesin sub-Saharan
Africa. However, the situation of the country has much worsened over time. Zambia
currently ranks among the least developed countriesin the world with a standard of
living half that of the mid-1960s. The human development index of Zambiadeterior-
ated from 0.466 in 1990 to 0.389 in 2002, making the country drop in the human
development ranking from 130" to 164" position (out of 177 countries). Despite the
structural reforms the country implemented since the 1990s, economic growth stays
below the levels needed to create employment and reduce significantly poverty.

3.1.1 Situation analysis

The situation of Zambia began to worsen in the mid-1970s when world copper
prices collapsed. The economic crisis that followed was further compounded by oil
price shocks and recurrent droughts. Since then, Zambia's economy never fully
recovered due to macroeconomic instability, incomplete policy reforms and a con-
tinued contraction of food production. In the period between 1974 and 1990 per
capitaincome fell by nearly 5 per cent annually.
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ZAMBIA: STRUCTURE OF THE ECONOMY
(% OF GDP IN 2003)

Agriculture 19.3
Industry 29.7
Services 51.1

Source: World Bank, 2004b.

ZAMBIA: GENERAL FACTS AND DATA

A landlocked country of 752,612 sg km.

Neighbouring countries: Angola, DRC, Malawi, Mozambique, Namibia, Tanzania,
Zimbabwe.

Administrative divisions: 9 provinces.
Capital city: Lusaka.
Independence: 1964.

Natural resources: copper, cobalt, zinc, lead, coal, emeralds, gold, silver,
uranium, hydropower.

Natural hazards: periodic drought, seasonal tropical storms.
Population: 9.8 million.

Age structure: 0-14 years: 46.1%; 15-64 years: 51.1%; 65 years and over: 2.8%.
Population growth rate: 1.5%.

Birth rate: 38.99 births/1,000 population.

Death rate: 24.35 deaths/1,000 population.

Infant mortality rate: 102 deaths/1,000 live births.

Life expectancy at birth: 37 years.

Total fertility rate: 5.1 children born/woman.

HIV/AIDS adult prevalence rate: 16%.

People living with HIV/AIDS: 1.8 million.

Source: The CIA World Factbook,2004; UNAIDS, 2004; World Bank, 2004d;
Zambia Census, 2000.
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To overcome the economic crisisthe government adopted various measures aimed
at, among others, reducing the country’s dependency on copper and other primary
commodities. Efforts were made to diversify the economy by developing the agri-
cultural, manufacturing and tourism sectors. As aresult the production of cash crops
increased and agriculture's share in non-traditional exports grew from 23 per centin
1990to 47 per cent in 1999 (MoFNP, 2002). Yet, agricultural production for exports
has suffered from high interest rates, volatile exchange rates and limited credit facil-
ities.

The same factors also adversely affected the manufacturing sector. At the same
timetheliberalization of trade and growing entry of imported goodswith no, or only
limited, customs duties negatively influenced the manufacturing sector. Growing
competition and high local production costs contributed to the closure and downsizing
of domestic companies, resulting in job losses and rising unemployment. This caused
manufacturing as a share of GDPto drop from 23.4 per cent in 1983 to 11.3 per cent
in 2003 (World Bank, 2004c). On the other hand, the services sector expanded con-
siderably to account today for slightly more than half of GDP. Significant progress
was registered in the tourism sector, though its potential remains underexploited due
to inadeguate infrastructure and marketing, high production costs and lack of long-
term financing.

Since 1999 the government isleading amajor process of liberalization and privat-
ization. Privatization has involved mergers and foreign acquisitions as well as the
closure of many companies. This has contributed to the steady decline of employ-
ment in the formal sector as ashare of the total labour force from 75 per centin 1975
to about 10 per cent in 1999. Today, the main source of employment remains the
informal sector absorbing approximately 80 per cent of thetotal labour forcein 1999
(GRZ, 2003). Employment in agriculture rose by 30.4 per cent in the 1995-98 period,
with many Zambians moving back from urban to rural areas in search of a live-
lihood.

The macroeconomic and structural adjustment reforms adopted during the last
decade haveyielded limited results. Sincethe mid-1980s social development indica
tors have worsened with increasesin morbidity and mortality ratesand declining life
expectancy. Achieving improvementsin education indicators also remains akey pri-
ority of the government, though some remarkabl e progress was made in recent years
inincreasing the accessto and the quality of basic, high and tertiary level education.
Gross basic school enrolment increased from 71 per cent in 2002 to 79 per cent in
2003 and learning achievements have improved. However, there are concerns that
these improvements may be reversed due to the teacher employment crisis (MoFNP,
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2004). The number of basic school teachers that had increased between 2001 and
2002, decreased again in 2003, largely due to budgetary constraints.

Maternal mortality and under-five mortality ratesrosein thelast years. Thisnega-
tivetrend can be explained by the poor accessto basic health carefacilitiesaswell as
ahighincidence of malariaand HIV/AIDS. Life expectancy at birth currently stands
at 37 years compared with 46 years for sub-Saharan Africa (World Bank, 2004c).
HIV/AIDS has contributed to the lowering of the life expectancy of the Zambian
population. Zambia is today one of the countries most affected by this communic-
able disease. In 2003 the HIV/AIDS adult prevalence rate was estimated at 16.5 per
cent and the number of people living with HIV/AIDS at 1.8 million (CSO, 2002).

The spread of HIV/AIDS has increased the burden of disease, while affecting
adversely service delivery in the health sectors because of the death of health work-
ers. In 1999, death accounted for 8 per cent of the total loss of medical doctors and
45 per cent of all losses of nurses (USAID, 2003).

In Zambiathere are serious rural-urban imbal ances in the access to and the qual-
ity of social services. A very major problem isrelated to the lack of skilled personnel
inrural areas. 24 per cent of nursesand 38 per cent of doctors are concentrated in the
capital Lusaka, which hosts only 16 per cent of the total population (MOH, 2004c).
The current doctor per patient ratio is 1:5,172 in Lusaka Province and 1:43,000 in
Luapula Province (MOH, 2004b).

Doctors, nurses and other health workers (e.g. midwives, pharmacists) are not
ready to work in rural areas because of poor pay and the absence of any meaningful
incentives. In rural areas they face hardships because of alack of adequate housing,
educational facilities, transportation and social life. Also, in urban areas there are
more possibilities for civil servantsto add to their meagre salaries.

A major problemisrelated to insufficient resource allocation to the social sectors.
Public spending is constrained by the government’slimited revenues and by policies
imposed by international financial institutions to meet macroeconomic targets and
conditionalities. Currently only 10 per cent of GDP is allocated to the health sector
and public servant personal emoluments are not to exceed 8.1 per cent of GDP. This
is one of the conditions for Zambiato qualify for the Highly Indebted Poor Country
(HIPC) initiative and the reason why the government suspended new recruitments
and froze salaries in the civil service since mid-2003.

Zambia's development prospects are burdened by a large external debt coupled
with economic stagnation. In past years, external debt payments have reached such
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high proportions that they exceeded total annual loans. Today the country qualifies
for debt relief under the enhanced HIPC initiative. However, there has been adelay
in reaching the Compl etion Point under thisinitiative dueto the 2003 fiscal slippages,
particularly public sector wage and salary overrun, which led to high domestic bor-
rowing. The Completion Point is how expected to be reached by Zambiain the first
quarter of 2005.

Although the government continues to run fiscal deficits, it succeeded in redu-
cing the inflationary spiral characterizing the 1990s. The inflation rate of 17.2 per
cent registered in 2003 was the lowest in the last two decades. Interest rates remain
very high, whilethe domestic currency further depreciated. The value of the national
currency (the Kwacha) to the US dollar dropped from K2,632 in 1999 to K4,800 in
December 2004.

The capital-intensive nature of most investmentsin Zambia have reduced oppor-
tunities for decent employment and worsened structural unemployment. Deteriorat-
ing employment conditions compelled many skilled Zambians to accept jobs below
their qualificationsand involving poor working conditions, or to leave the country in
search of better opportunities abroad.

Government is committed to enhance private sector growth as a means to gener-
ate employment and additional tax revenues. Thefocusisontheagricultural, mining
and tourism sectors, which are considered to have the greatest potential for private
investment. In 2001 there were altogether 336,000 small, micro and medium enter-
prises (SMMES) in Zambia, employing about 18 per cent of the national labour force
(UN, 2001). Almost all of the SMMEs were micro enterprises.

3.1.2 Policy frameworksand priorities

In 2002 the government adopted a Poverty Reduction Strategy Paper (PRSP) for
the 2002-2004 period. This is the first poverty reduction strategy to be prepared
through a consultative processinvolving various stakehol ders. The focus of the Zam-
bian PRSP is on strong sustained economic growth which is expected to result in the
creation of jobs and tax revenue for the state. Agricultureisgiven critical importance
under the PRSPin order to raise the rural population out of poverty, while diversify-
ing the economy and enhancing the production of non-traditional export commod-
ities. Another main objective is the development of industry and manufacturing to
reduce unemployment and poverty in urban areas. This objectiveis pursued through
the promotion of foreign investments and by stimulating private sector growth.
Furthermore, the Zambian PRSP aims to devel op infrastructure and to improve ser-
vice delivery in the education, health, water and sanitation sectors.
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The areasthat are not adequately covered by the PRSP are addressed in Zambia's
2002-2005 Transitional National Development Plan (TNDP). These areas include,
among others, thejudiciary, defence and security, foreign relations, science and tech-
nology, information services, policy and central administration, and local govern-
ment and housing. Though each one of these fieldsis seen as important, the highest
urgency is given to objectives defined under the PRSP,

The Government of Zambiahas recently issued aNational Employment and L abour
Market Policy (NELMP)(GRZ, 2003). The major aim of this policy is to reverse
declining trends in the economy by raising the productivity of labour, reducing un-
employment and promoting decent work. Among others, it recognizes the critical
importance of monitoring the labour market and identifies the institutional frame-
work needed to achieve employment and labour market related aims. An important
objective is the establishment and maintenance of a Labour Market Information
System.

The NELMP addresses the issue of labour migration and explicitly targets the
goal of reducing the brain drain affecting the country. The aim is to attract skilled
Zambians back home and to retain those who are still in the country by improving
the conditions of employment, particularly for strategic personnel, providing updated
information on job openings and opportunities for investment to Zambians who are
working abroad, and promoting equality of remuneration.

3.2 The situation of migration

Although Zambia never counted among the major countries of emigration in the
region, the country has experienced avery critical brain drain, especially during the
last decade. Zambiaused to be an important destination for labour migrantsfrom the
region who sought employment in the mines. But immigration has declined in the
wake of the mining sector crisis.

Migration in Zambia mostly takes place within its national borders, as shown by
censusdata.®® Internal migration grew rapidly inthe period from 1969 to 1980 dueto
the lifting of restrictions on free movement. Natural disasters, such as droughts and
floods, reinforced this trend. In the 1980s rural to urban migration streams were
primarily directed to small devel oping towns. Then, during the 1990s, Zambiastarted
to experience net emigration from urban areas due to their increasing unemployment
levels. In spite of thistendency, Zambiaremains one of the most urbanized countries
intheregion. In 2003 the urban popul ation represented 36 per cent of the total popu-
lation (World Bank, 2004).
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3.2.1 Inflows and outflows of people

In the year 2000 the migrant stock in Zambiawas 377,000, equal to about 3.6 per
cent of the population (UNDESA, 2002). Annual average net migration inthe period
from 1995 to 2000 stood at 14,000. Therefugee population in Zambiastood at 251,000
in 2000, or 66.5 per cent of the total migrant stock (UNDESA, 2002).

Zambia has always been the recipient of large numbers of asylum seekers. The
country’s open door policy has benefited many Mozambicans, Zimbabweans and
Namibians and, in more recent years, large numbers of people fleeing from conflict
areasin Angola, the DRC and the Great Lakes region.

Population flows out of the country are not that significant compared with other
sub-Saharan African countries. The total number of Zambiansin OECD countriesis

RETURN MIGRATION:
A ZAMBIAN ACADEMIC SHARES HIS KNOWLEDGE BACK HOME

In 1976 Patrick got a first degree in Engineering from the University of Zambia.
After some years of work in Zambia he was awarded a scholarship for doctoral
studies in the United States. This was funded by the University of Zambia. “At
that time”, he stressed, “there was no bonding system. It was a free gift, my
scholarship.”

His wife initially remained in Zambia. “It was very difficult to get her over to the
United States, because of visa problems. But finally she managed to get a visa
for dependants and joined me with the children.” His wife ended up doing a PhD
as well.

In 1991 they jointly decided to return home. “We were ready to go back for many
reasons”, Patrick said. “I felt | needed to transfer what | had learned to my own
people. My wife could find no jobs matching her qualifications, and we wanted to
protect our children from racism. And then, for me, the best place is home.”

It was not easy for Patrick and his family to return. They had lost their return
tickets because of the collapse of the Zambian airline. This is why they were glad
to be able to benefit from return assistance provided under the IOM-sponsored
Return of Qualified African Nationals Programme.

Patrick and his family eventually returned in 1995.

“l decided to be part of the permanent furniture”, he said, “and | have no regrets.”
His wife now has a high-level job and he is back teaching at the university.

When asked if he believed he was making a difference he says: “Since |
returned from abroad | have trained many people and | have been able to
introduce some positive changes. The style is different between someone who
was trained in the country and someone who was trained abroad. | openly state
my ideas.”

Source: Author’s interview in Lusaka, 2004.
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34,825 compared to 342,947 South Africans, 195,674 Angolans and 77,345 Zimbab-
weans (Dumont and Lemaitre, 2004). However, almost half of these Zambian expatri-
ates are highly skilled (49.3%), compared to only about 20 per cent of the Angolans
residing in OECD countries.

International migration of skilled and highly skilled Zambians increased rapidly
during the last ten years. The health sector isthe most affected by the brain drain. But
institutions of higher education also experienced important skills losses since the
beginning of Zambia’'s economic crisis. At the time of independence in 1964, Zam-
bialacked skilled personnd, particularly lecturersand teachers. Altogether therewere
only about 140 Zambian graduates because both education infrastructure and teach-
ing personnel were lacking.

Under colonial rule education was provided only to a small number of Zambians
who were meant to fill alimited number of white-collar jobs. After independence,
considerable resources were invested in education and training of Zambians. A vast
programme was launched with the aim of expanding the education system and pro-
moting free universal education. As a result, primary school enrolment grew dra-
matically until the mid-1980s, and significant progress was also achieved in higher
education. The University of Zambia was created in 1966 and in its early years the
teaching faculty was entirely expatriate. These expatriateswere progressively replaced
by Zambians who were trained locally or in foreign countries. Until the mid-1980s,
most Zambian graduates were readily absorbed in the civil service. Working condi-
tionsin the public sector were still attractive as civil servants were adequately paid
and granted competitive benefits such as housing and other allowances. At that time,
educated Zambians were still eager to return home after they completed their studies
abroad because they could achieve ahigher standard of living in their home country.

Today the pictureis very different. Public sector wages have been eroded by the
lasting economic crisis, high inflation and continued deval uation of the national cur-
rency. The government is unable to raise salaries and to maintain public spending at
levels needed to prevent the deterioration of economic infrastructure and social ser-
vices. This has led to a serious deterioration in working conditions which pushes
civil servants to look for better employment opportunities in the private sector or
abroad in other countries.

Thisbraindrainistriggered by rising demandsfor skilled |abour in more advanced
and industrialized countrieswithin and outside theregion. Inthe 1980salarge number
of Zambian teachers|left the country tofill critical skills gapsin the education sector
in Botswana. During the same period Zambia also began to experience the loss of
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health workers, especially doctors and registered nurses, who started to emigrate in
significant numbers. Zambian skills are very much in demand because education
there used to be better than in other countriesin the region.

3.2.2 Brain drain and main countries of destination

Initially the main destinations of Zambian health workers were more advanced
countriesin theregion, such as South Africa, Botswanaand Namibia. Whereasthese
countries continue to attract many skilled and highly skilled Zambians, growing num-
bers of health workers are moving directly overseasto Europe, North America, Aus-
traliaand New Zealand. A recent study suggests that out of more than 600 doctors
trained after independence, only 50 remain in the country (USAID, 2003).

Thedemand for nursesinindustrialized countries has grown rapidly and isexpected
to rise further in the near future. In Britain 15,000 nurses were recruited in 2001 and
an additional 35,000 are needed by 2008. In the United States 126,000 nursing posts
werevacant in 2003 and the shortage was expected to reach 500,000 full-time equiva
lent personnel in 2015. Considering this growing demand of nursesit is not surpris-
ing that if initially only registered nurses were leaving Zambia, more recently also
enrolled nurses have started to emigrate.® Data from the British Nursing and Mid-
wifery Council showsthat in 1998/99 only 15 Zambia-trained nurseswere registered
in Britain. This number reached 88 in 2000/01and 183 in 2001/02, to fall back to 135
in 2002/03 (Bach, 2003).

A series of recent reportsissued by the Ministry of Health (MOH) show the grav-
ity of the human resource crisisin Zambia(MOH, 2004a; 2004b; 2004c). Theloss of
health workersin the public sector is reaching some staggering peaks. In December
2003 the prototype establishment register for health boards foresaw 24,358 medical,
paramedical and nursing posts, which excluded administrative and support staff.
However, at the time only 13,149 of these posts were filled.

The dynamics of the Zambian brain drain is exemplified by staffing trendsin two
major public hospitalsin the Copper-Belt Province. The Kitwe Central Hospital, for
example, lost over 20 members of staff during thelast quarter of 2003 alone. Though
attrition affects mainly nursing staff, critical shortages were registered among all
categories of health workers. The nursing establishment of Kitwe Central Hospital
requires 470 nurses to ensure adequate patient care. Currently there are only
293 nurses, covering only 62 per cent of actual needs. 68 nurses were lost in the
course of 2003, of whom over half resigned, 24 per cent deserted, 15 per cent died
and 6 per cent retired.
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Poor accommodation and non-payment of housing allowances, lack of transport
to go to work, low salaries and poor conditions of service, a deteriorating working
environment, and a high workload resulting in fatigue and burn-out were the main
reasonswhy health staff wereleaving the public hospital. Sixty per cent of the health
staff went to work in private sector. The remaining health staff emigrated to Bot-
swana (16%), Britain (20%) and New Zealand (4%).

The situation of Ndola Central Hospital is even worse. International migration of
health workers, mainly to Britain and the United States, has exacerbated its staff
shortages. Table 3.1 shows that the hospital requires 567 nurses, but that there are
only 133 staff left providing nursing services (i.e. midwifery, psychiatry, operating
theatre and general). Generally, staff first go on leave and subsequently resign or
disappear. The Ndola School of Nursing, which should be staffed with 27 tutors, is
left with only three. This is why student intake had to be suspended, causing low
nursing graduation rates to further decline.

The Zambian brain drain was accelerated in the last decade by structural adjust-
ment programmes that imposed drastic measures involving civil service retrench-
ment, voluntary retirements and departures. These reforms have fostered the departure
of qualified professionalsfrom the public to the private sector aswell asskillsmigra-
tion across national borders. Separation rights and generous departure packages were
offered indiscriminately to health personnel in the 1990s. A total of 1,487 medical
staff took that opportunity granted under the Voluntary Separation Scheme (MOH,
2004b). Thishasrepresented aloss of about 10 per cent of thetotal staff on the public
health worker payroall.

Among those who | eft was an important share of very highly qualified and expe-
rienced professionals. Thisisnot surprising considering their better chances of find-
ing employment in the private sector or in aforeign country, compared with the less
skilled and less experienced personnel. The best and brightest also have a higher
propensity to emigrate to more industrialized countries in the North, as shown by
data from European censuses (Dumont and Lemaitre, 2004).

3.2.3 Return migration and brain circulation

When talking to Zambians today one gets the impression that hardly any return
migration istaking place. Only after amorethorough inquiry are some people ableto
give afew examples of return. Despite the apparently low levels of return, thereisa
widespread belief that many Zambian emigrants would return if the country’s situ-
ation were to improve. Under the current circumstances, however, only few Zam-
bians living abroad seem ready to undertake such a move before they retire.
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TRANSNATIONAL LIVES:
THE ADVANTAGE OF KEEPING VARIOUS DOORS OPEN

A few months ago, Kingsley took on his new assignment as special adviser in
one of the main sectoral ministries in Zambia.

He had left Zambia in the mid-80s to pursue his studies in the United States. He
then started to work as a university lecturer. Altogether he spent 13 years in the
United States, where he met his wife, a Zimbabwean national.

In 1998 he agreed to follow his wife to Zimbabwe. He recalls: “I was not ready to
return to Zambia, but Zimbabwe was a good option as it had a more dynamic
and prosperous environment.” He worked as a consultant on various
development issues for national and international NGOs In Zimbabwe.

“I never seriously considered going back to my own country” he reports. “It's a
pure coincidence that | found an advert for a technical assistant in the Ministry.”
He accepted a two-year contract and moved back to Lusaka.

His wife stayed in Zimbabwe where she works and Kingsley too keeps a foot
there. “I have kept a small farm in Zimbabwe” he says. “l am not sure if | want to
settle here for good and so it is good for me to leave a door open.”

Source: Author’s interview in Lusaka, 2004.

Although thereisno statistical evidence regarding the return of skilled Zambians,
their propensity to return seemsto have decreased in accordance with the deteriorat-
ing situation of the country. The degradation of working and living conditions has
discouraged many emigrants to return, even if they had jobs waiting for them at
home. Many Zambians who studied in eastern Europe and the former USSR, for
example, have moved on to Western Europe or the United States rather than return
home. Some Zambians who had pursued education and training overseas al so return
towork on the African continent in one of the more advanced countriesin the region.

In the past, however, Zambia experienced some large-scale return movements
triggered by changes in the migration policies of some main labour-receiving coun-
tries in the region. For example, Botswana invited many Zambian teachers to go
back home oncethe country had managed to train its own teachers. Still, thereremains
an important number of Zambianswho work aslecturersor professorsat the Univer-
sity of Botswana.

Few Zambian academics opt to return home because of the poor conditions of
service in public universities. The University of Zambiais often closed because of
strikes by the teaching staff, or student unrest. The lack of adequate infrastructure
and equipment al so promptsincreasing numbers of lecturersand professorsto leave.
Thus, the University of Zambialost 230 professors and |ecturers from 1984 to 1994,
the majority of whom held a doctorate (CCA, 2000).
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The School of Law issuffering from abrain drain aslaw speciaistsleave, mostly
for Botswana. There are also important human resources shortages in the courts and
the Ministry of Justice. Currently, about two-thirds of the posts in the Legal Aid
Department in the Ministry of Justice are vacant. But there also are many vacancies
in Zambian courts. 30 judges are needed in Lusaka, but only about 50 per cent of
these vacancies can be filled.

However, some brain circulation is also taking place, as can be seen in the judi-
cial sector. There are anumber of Zambian law professionals, including magistrates
and lawyers, who go abroad for limited time periods to carry out specific assign-
mentsin foreign countries. A number of lawyers left under a bilateral agreement to
provide technical assistance in Namibia, for example. But, there are also Zambian
law professionalswho spend sometime abroad as visiting fellowsin foreign univer-
sities. These are people who, in principle, are expected to return home.

3.3 Migration policies and government capacity

Similar to Angola, Zambia also lacks a comprehensive and coherent migration
policy. This is somewhat surprising given that skills migration and the brain drain
are issues which have been on the policy agenda for some time now.*’ These issues
areincreasingly dealt with in the health and education sector. They are al so addressed
in relation with labour policies and public sector reforms. However, the brain drain
problem has not yet been addressed in a systematic way. There are serious inconsist-
enciesin the way the human resource crisisis being approached, despite widespread
recognition that thisis amajor threat to the achievement of the MDGs.

3.3.1 Initiativesrelated to skillsmigration

Since independence alarge number of scholarships were granted to Zambiansin
order to build national capacity. Some were sponsored by foreign governments, others
were funded through domestic resources. To ensure the return of foreign-trained
Zambians the government established a bonding system that is still in operation,
though with somewhat limited results. Zambianswho are awarded a publicly funded
scholarship have to sigh an agreement before leaving to return after the completion
of their studies. But, the bonding system has never worked effectively in practice. A
major problem is the lack of monitoring and the difficulty of enforcing the bonding
agreements.

Zambianization is a policy which was first adopted soon after independence. Its

objective wasto oblige employers to give preference to Zambian workers, allowing
the recruitment of foreign labour only if the necessary skills cannot be found among

65



Zambians. An Employment Permit Committee was also established in the Ministry
of Home Affairs(MHA), composed of the Chief Immigration Officer (Chairperson),
arepresentative from the Ministry of Labour, and representatives from the Zambia
Investment Centre, Office of the President, Zambia Police Service, Drug Enforce-
ment Commission and the Anti-Corruption Commission. The main task of the
Employment Permit Committee isto examine requests for work permitsfor foreign-
ers and to reject applications if a qualified Zambian is available. Furthermore, it
examines staffing plans of foreign companies and determines the time by which
expatriate staff is to be replaced with national workers.

The Public Service Reform Programme (PSRP) waslaunched in 1993 to improve
the quality, delivery, efficiency and effectiveness of public services. It involved three
major components concerning the restructuring of the public service, the manage-
ment and improvement of human resources performance and the decentralization
and strengthening of local government. By promoting retrenchment, voluntary
departures and retirements, the PSRP exacerbated the loss of highly skilled civil
servants. In particul ar, these measures adversely affected the supply of highly skilled
and experienced workers in the health sector.

The health reformsinitiated in 1991 involved the establishment of a Central Board
of Health and the decentralization of management functionsto the districts and hos-
pital boards. This process disrupted essential human resources management and
devel opment tasks and created some confusion. These factors contributed to a drop
in the morale and motivation of health staff. Benefits and incentives are not paid
regularly (e.g. housing, leave travel, installation allowances) and access to loansis
limited.

The salary and recruitment freezes introduced in July 2003 have yet to be lifted.
Also, expiring contracts are not renewed. This situation creates frustration and
uncertainty among civil servants and explainsthe staggering increasesin health staff
attrition rates registered during the last 18 months. The massive staff losses in the
public sector have caused serious problemsfor those who remained. With increasing
workloads many health workers are suffering from fatigue, stress and burnout. The
increasing hardship in turn pushes additional health staff to search for more suitable
and rewarding conditions of work in the private sector or abroad.

The government hasrecognized theimportance of “right-sizing”, rather than simply
downsizing the civil service. A major component introduced with public sector reforms
was a new performance management system. This system was devised to improve
thedelivery of servicesand to strengthen public expenditure management and finan-
cial accountability. However, the Annual Performance Appraisal System (APAS)
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introduced for this purpose in 12 ministries and three public institutions is taking
time to properly take off.

In 2001 the Ministry of Health published a Human Resource Plan for the health
sector. An Emergency Plan for the Human Resources Crisis was instead issued in
2004. It contains several recommendations, including the need to promote the reten-
tion of specific cadres, to enhance return migration, to increase budget allocation to
social sectors, to upgrade physical conditions, to expand training and to negotiate
bilateral agreementstofill critical gapsin human resources. Zambiaconcluded bilat-
eral agreements to recruit Cuban doctors and Nigerian tutors and pharmacists to
work for a determined period in the country.

Lastly, the government has adopted measures to resettle the retrenched, unem-
ployed, retired and displaced inrural areas. A Land Resettlement Schemewas designed
with the objective of making these vulnerable people self-sufficient in food produc-
tion. Some settlers have been given plots of land. However, according to the govern-
ment, this land remains under-utilized, partly due to problems related to the late
delivery of agricultural inputs, the long distances between the plots and markets, and
limited access of settlersto credit facilities.

3.3.2 Government structures and implementation mechanisms

Typically, awide range of development policies producesdirect or indirect effects
on skills migration. These initiatives are coordinated by different government
departments which have yet to factor migration more systematically into their
respective agendas. Moreover, there is no one structure in the Zambian Government
which centralizes and coordinates migration policy.

The Ministry of Home Affairs (MHA) has an Immigration Department whose
core mandate is to regulate entry, stay and exit to and from Zambia. This is done
through the enforcement of the Immigration Act, Chapter 123, of the Laws of Zam-
bia. Apart from the Immigration Act, Zambia hasratified various international con-
ventionsand is party to anumber of instrumentsrelating to migration. Theseinclude
the ILO Convention No. 97, Migration for Employment (excluding Annex | to [11).
The Immigration Department has no comprehensive data regarding outflows and
inflows of people.

The Ministry of Foreign Affairs (MFA) currently has no particular programmes
dealing with migration. But the MFA housesthe Secretariat for the NEPAD initiative
which, among other issues, seeksto addressthe challengesrelated to skillsmigration
and the African brain drain.
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Zambia's Cabinet Officeisdirectly responsiblefor anything to do with the public
sector and therefore has critical functions regarding the management and devel op-
ment of human resources. Its Public Service Management Division (PSMD) is
responsiblefor the recruitment, placement and management of personnel in the pub-
lic service. The Department of Human Resource Development (DHRD), which
operates under the PSMD, is mandated to provide information and guidelinesfor the
effective and efficient utilization of human resources. It formulates and implements
policies to develop human resources and coordinates scholarships funded from
domestic and foreign sources. A scholarship database was established for this pur-
pose that contains data on the number and categories of scholarships awarded to civil
servants. However, atracer system to check whether beneficiaries of foreign-based
scholarships have returned to Zambiais lacking.

Labour migration is an issue that concerns the Ministry of Labour and Social
Security (MLSS) responsible for the development and implementation of policies
concerning the labour market, employment and social security. The newly issued
National Employment and Labour Market policy identifiesthe brain drain asamajor
challenge which it seeks to address by promoting the return and retention of quali-
fied professionals. To achieve this objective wages and salaries need to be raised and
better working conditions promoted.

TheMinistry of Finance and National Planning (MoFNP) isin charge of the man-
agement of fiscal policiesand coordinates theimplementation of the Poverty Reduc-
tion Strategy Paper (PRSP) and other national development initiatives, such as the
Transitional National Development Plan (TNDP). The MoFNP has amgjor stakein
the allocation of resources, though expenditures are made by sectoral ministrieswhich
are responsible for the recruitment, deployment and training of human resources.

Some ministries, such as the Ministry of Education (MOE) have devolved some
of their human resources functions to horizontal or decentralized structures. The
Teaching Service Commission (TSC), for example, is responsible for the develop-
ment of disciplinary measures, performance appraisal and confirmation and/or pro-
motions of teachers.

TheMinistry of Health (MOH) responsiblefor policy and planning shares anumber
of critical tasks with the recently created Central Board of Health (CBOH), whichis
charged with programme execution. In 2004 the M OH established aHuman Resources
Task Group, which produced a concept paper on the human resources crisis.

There is growing awareness that not only human capital is critically needed in
Zambia, but also financial capital to strengthen economic growth and create formal
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employment. Foreign investment has much potential whether operated by Zambian
emigrants or other nationals, because domestic savings are lacking. The promotion
of investment in the private sector isthe role of the Zambialnvestment Center (ZIC).
This institution, which was established by the Investment Legislation of 1991,
embarked on an Investment Opportunity Identification Programmein order to devel op
aNationa Investment Plan.

The Small Enterprises Development Board (SEDB) plays the role of facilitating
the development of small and medium enterprises (SMES). A number of policy
initiatives were adopted by the government with the aim of spurring the develop-
ment of SMEs. These initiatives are directed, among others, at increasing access to
micro finance, expanding the use of appropriate technology, improving data and
information collection and the establishment of Business Advisory Boards.

3.4 Actions and views of other stakeholders

The brain drain has become a vital issue on the policy agenda of various donors
and technical agencies. Thereiswidespread concern that, unless urgent measuresare
taken to resolve the human resource crisis affecting critical social sectors, the MDGs
are unlikely to be met. This has led donor agencies to strengthen their technical
support to the government, on the one hand, and to fund programmes aimed at devel-
oping and retaining skillsin the public sector, on the other.

3.4.1 Programmes and projects of donor agencies

A number of donor agencies have intensified their focus on the brain drain issue
and various concrete measures were adopted to promote the retention of health workers
in the public sector. Since September 2003, the Dutch Government is experimenting
aHealth Worker Retention Schemein rural areas. The schemeistargeted at doctors
working in remote and very rural areas. It was developed on the basis of a thorough
categorization of districts and an economic and logistic feasibility study. A series of
incentives are provided to doctors participating in the retention scheme, including
salary supplements, accommaodation, tuition allowancesfor children and other bene-
fits, such astransportation and food subsidies. Low-cost |oans are an important com-
ponent of the incentive package which is granted to doctors so that they can buy a
house or purchase a car. The repayment of loans is guaranteed through an effective
mechanism involving the district. Doctors can also benefit from post-graduate train-
ing based on their length of servicein rural areas. It seemsthat the retention scheme
is creating a positive impact, with expatriate doctors being relocated to less remote
areas, because Zambian doctors are keen on participating in the retention scheme.
The scheme will be formally evaluated in the course of 2005. The Dutch Govern-
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ment is considering providing additional support in order to expand the initiative to
target also nurses and clinical officersin very remote areas.

This initiative was meant to complement other strategies that are already being
implemented to improve the working conditions of health care providers in rural
areas. The improvements in health infrastructure and equipment, for instance, are
promoted through a common basket funding approach. This initiative was adopted
as part of the health sector wide approach (SWAPp) in order to pool resources at the
district level with separate donor accounts being maintained at the central level. Vari-
ous bilateral and multilateral devel opment agencies channel resources into the com-
mon basket, including IDA, SIDA, DANIDA, the Netherlands and UNICEF.

The British Department for International Development (DFID) has intensified
technical advice to the government on various issues, including human resource
devel opment and management in the health sector. A major objective of thisbilateral
agency isto help with the design and implementation of cost-effective measuresthat
would allow to retain health workersin rural areas.

The World Health Oganization (WHO) is sponsoring a retention scheme for the
faculty in the School of Medicine. Senior lecturers and heads of department, repre-
senting about 20 per cent of total staff, are given salary supplements. WHO is cur-
rently looking at possibilities to expand this financial support to include teaching
personnel in nursing and midwifery schools.

The World Bank supported Zambia Public Service Capacity Building Project
(PSCAP), whosefirst phase cameto an end in December 2004. Currently, the World
Bank provides support to the government in some critical areas affecting skills
migration, such as the much needed pay reform.

UNDRP is currently considering the development of new financial tools in the
Lusaka stock exchange allowing expatriate Zambian nationals to make productive
investmentsin their country of origin.

IOM started its operations in Zambia in the mid-1980s with the implementation
of the Return of Qualified African Nationals (RQAN) Programme funded under the
Lomé Convention. At present, |OM isfocusing on the repatriation of refugees, HIV/
AIDS prevention activities among refugees, technical assistance to the government
in border management and capacity building and the training of immigration offi-
cias.
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3.4.2 Initiatives of civil society organizations

There are anumber of civil society organizations mandated to deal with theissue
of skillsmigration. Professional bodies and associations militating for improvements
in the working conditions of their members have long been involved in the debate
regarding the causes and consequences of the brain drain. Their attention is currently
focusing on the increased burden which skills shortages have placed on those who
remain in the public sector, among other issues.

The patient:nurse ratios have dramatically deteriorated, not only in rural but also
in urban areas, contributing to a greater workload. An assessment of the scale and
consequences of the emigration of nursesis planned by the Zambia Nurses Associ-
ation (ZNA). With current staffing levels in health services, quality care cannot be
provided to the population. The spread of HIV/AIDS has further exacerbated the
situation because of the growing demand it has placed on nursing services. The ZNA
advocates for increasesin the resources allocated for the training of nursesand mid-
wives to meet the demand of the health sector. This measure needs to be accom-
panied by theimplementation of policiesaimed at improving the working conditions
of civil servants.

3.5 Policy gaps regarding skills migration

The international migration of health workers and the resulting human resource
crisis in the health sector is the issue that needs to be addressed with the utmost
urgency in Zambia, and is one of the most important challenges that needs to be
overcome in order to achieve the MDGs.

An exponentially increasing number of health professionals can be expected to
bedrawn into the global labour market, and thisfor several reasons. First, the demand
for health professionalsinindustrialized countriesis growing and will further expand
in the future. International recruitment practices are becoming more aggressive and
immigration policies regarding skilled migrants are being relaxed. Second, the loss
of professionals engenders further outflows because of the strain it places on the
already weak human resource basis and the complex dynamics of chain migration.
As skilled migrant networks expand, more opportunities for emigration arise for
those who are | eft behind and desire to follow the example of successful colleagues.
Third, differentialsin wage levelsand living conditions between sending and receiv-
ing countries are unlikely to be eliminated in the near future. For thisreason, signifi-
cant spontaneous return flows can be excluded for the short and medium terms.
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Retaining capacity in the public sector is a major challenge. It needs to be
acknowledged that most professionals, once they have left the civil service, will not
easily return to work in the public sector. The higher salaries, better working condi-
tionsand career prospects availablein the private sector and in more advanced coun-
triesmakestheir return unlikely. In Zambiathereisal so acertain degree of resentment
of professionalsvis-avisthegovernment and international financial ingtitutionswhich,
they claim, could have better foreseen and prevented the amplification of the human
resources crisis.

A major problem isrelated to the lack of consistency in the planning and manage-
ment of human resources. While the government recognizes the alarming human
resource situation inthe social sector, it continuesto pursue policiesthat have adverse,
and probably irreversible effects, on the availability of skilled and qualified profes-
sionals. Health sector reforms have been short-sighted and failed to identify strategic
targets reflecting the skills mix needed in the short, medium and long term. Initially,
these reforms have simply downsized, rather than “right-sized” the civil service. In
thisregard, Zambia represents agood example where the baby (skilled workers) was
thrown out with the bath (unskilled workers) through accel erated retrenchment, vol-
untary retirements and departures.

The pay reform isamajor initiative, which hopefully will help to counteract the
depletion of human capital in the public sector. However, wage differential s between
sending and receiving countries are so large that small increases in wages in the
sending country are unlikely to be able to retain professionals. It is therefore essen-
tial to integrate this policy with measures aimed at improving the conditions of ser-
vice and job satisfaction. To improve the service conditions of civil servants an
increased budget allocation to the social sectorsis required. Thisis asine qua non
condition for increased investment ininfrastructure, technol ogy and equipment, train-
ing and supervision, and various incentives. Other important areas requiring sub-
stantial improvements are management and governance. Poor governance is an
important factor pushing professionalsto leave the country.

Thebrain drain, whether it occursinternally (from rural to urban and from public
to private) or internationally (from low-income to high-income countries), needs to
be approached through a holistic, integrated and strategic perspective. Unlessinitia-
tivesareanchored in public policy they are hardly sustainableinthelonger term. The
provision of salary supplementson an ad hoc basis, for example, causes some serious
concern in terms of sustainability. Yet, small-scale experiments such as targeted
retention schemes can play an important role to see what works and explore best
practice. Experience with the Netherlands-funded doctor retention scheme suggests
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that accessto low-cost credit isaparticularly important factor to retain professionals
intheir jobs.

An area requiring further attention is the education and training of skilled and
highly skilled workers in order to keep pace with domestic demands. Some Asian
countries have made human resources amajor export commodity. Thisisan unlikely
option for a country like Zambia that lacks resources for education and capacity
building. Budgetary constraints impose a careful review of training and human
resource development needs. These have to be addressed realistically, taking the
evolving disease burden into consideration, rather than abstract notions of what training
would be desirable. With regard to other countries it has been argued that it is better
to train more people, rather than train afew extensively.

In the Zambian case this would mean investing more in the training of enrolled
nurses than in the training of registered nurses. However, one argument that speaks
against the adoption of such a strategy in Zambia s that, if initially only registered
nurses were emigrating, enrolled nurses too have joined the stream. Other issues are
related to the interest of the country, but also to the interests of professionals. Train-
ing is both an incentive to retain professionals and a powerful means to make them
move.

When considering skills migration a position needsto betaken sinceit isdifficult
to act in the best interest of all those involved: the migrants and their families, the
receiving country and the sending country. In the interest of the nation, the govern-
ment will need to review bonding strategiesin order to render them more effective. A
much closer monitoring of foreign-based scholarshipsthat are funded through public
sourcesisrequired. Another possibility isto establish acompulsory national service
scheme obliging in-country trained people to work in under-served areas, possibly
by retaining diplomas until this service period is completed.

The exodus of professionals from the government service is most acute in the
health sector, but other sectors are also suffering from a growing brain drain. This
underscores the importance of dealing with skills migration and the risk of brain
drain asamajor cross-cutting issue, asisalready the casefor gender, governance and
HIV/AIDS.

There clearly isaneed to find effective waysfor wealthier countriesto indemnify

Zambia shealth and educational systemsfor the cost of poaching their professionals,
and to greatly increase the financing and technical help to these critical sectors.

73



An important field that remains unexplored is the role the Zambian diaspora can
play in stimulating investment and entrepreneurship and enhancing private sector
growth. Research in West Africa has revealed that migrants become interested in
returning homeif they can see viable opportunitiesto become self-employed and the
possihility to develop their own businesses (Ammassari, 2004b; 2004c; Black et al.,
2003).

For the government the expansion of private sector activitiesisakey priority for
the devel opment of the country asit contributesto the creation of employment and to
lift people out of poverty.** The private sector offersfertile ground to strengthen the
linkage between Zambiaand its diasporaand toinvolveit more actively in the devel -
opment of the home country. Foreign investment isespecially needed in Zambia, and
the Zambian diaspora could act as a vehicle to mobilize resources.

Finally, it needsto be stressed that the lack of data and research regarding skills
migration constitutes amajor obstacle for the development of effective policies and
programmes. Migration data collection capacity needsto beimproved in Zambiain
order to allow the government and other stakeholdersto factor migration into devel-
opment policy formulation and to take appropriate measures to contain and reverse
the brain drain, or at least mitigate its adverse effects on devel opment.

3.6 Strategic outlook and practical recommendations

Skills migration and itsrelated brain drain is not anew issue for policy makersin
Zambia. Several policiesand initiatives focusing on the human resource crisisin the
health sector are already in place. The recent multiplication of programmes and
projects aimed at addressing the brain drain problem calls for effective coordination
in order to harmonize the various initiatives. There is indeed arisk that initiatives
may betaken too hastily and without adequate assessment of their medium and long-
termimplications. Yet, thereislittle doubt that urgent action and considerabl e resources
arerequired to address both causes and consequences of skills migration and to man-
age these flowsin the interest of Zambia's devel opment objectives.

In the short term the following initiatives and policies can be envisaged:

Improving migration data collection and analysis. The availability of timely
and reliable migration datais an essential requirement for the development of appro-
priate policiesregarding skillsmigration. Such datashould derivefrom various sources
and be consolidated in an integrated migration information management system. A
major challengeisthe harmonization of datacollected by different unitsat the national
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level with data gathered in other countries inside and outside the region. This must
be born in mind when selecting indicators, developing instruments and building
databases geared toward the aim of gaining a comprehensive picture of national,
intra-regional and extra-regional migration patterns and trends.

Developing a centralized migration policy structure. Currently a wide range
of ministries and government departments deal more or less explicitly with issues
related to skills migration. There is no one structure responsible for facilitating the
development, and ensuring the coordination of, migration policies and initiatives.
The creation of such astructure or the establishment of amigration steering commit-
tee should receive serious consideration. Some African countries, such as Mali and
Senegal, have put in place ministries for migration, or to foster and maintain rela
tionswith their national s abroad.*? The advantage of creating a steering committeeis
that it provides amore flexible structure to include representatives from variousline
and sectoral ministries. In Zambia a migration steering committee could be formed
to include representatives from the Cabinet Office and the ministries of finance and
national planning, home affairs, foreign affairs, labour and social security, health,
and education. The most important requirement is that the committee be housedin a
key national policy decision-making and planning structure. Thiswill help to ensure
that migration issues are systematically addressed in policy planning processes, and
reflected in critical policy documents such as the PRSP and TNDP.

Strengthening bonding systems. Thereisaneed for anin-depth review of exist-
ing bonding mechanisms to identify their pitfalls. Appropriate measures need to be
adopted to maintain links with civil servants who study abroad on publicly funded
scholarships, involving, among others, consular offices and embassies. The estab-
lishment of a tracer system to monitor the study progress of scholarship holders
should be considered and agreements entered into with educational and administra-
tive institutions overseas that are able to assist in ensuring their return.

Expanding retention schemes to scale. Current retention schemes need to be
evaluated with the aim of expanding these initiatives, while linking them into the
national policy framework. Special attention should be focused on which incentives
work best in the Zambian context, in both rural and urban areas. The effectiveness of
different incentives, especially credit and loansand rel ated cost recovery mechanisms,
needs to be assessed.

Filling critical human resource gaps through temporary returns. Expanding train-
ing capacity and increasing skills production must be considered an important prior-
ity. A major obstacle is the lack of professors, lecturers, teachers and training. To
overcome this problem initiatives can be taken to facilitate the temporary return of
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Zambiansto fill critical human resource shortagesin institutions of higher education
and training.

Developing bilateral and multilateral agreements. Zambia already accumu-
lated some experience with bi- and multilateral agreements to fill critical gaps in
human resources in the health sector. Such initiatives could be expanded to enhance
brain circulation. Furthermore, bilateral and/or multilateral agreementsare al so needed
to develop codes of practice for the recruitment of professionals. The Zambian Gov-
ernment is currently working on a bilateral agreement with Britain regarding the
recruitment of health workers, similar to the agreement concluded between South
Africaand Britain.

Evaluating the effectiveness of permanent return programmes. Assistance
for permanent return should be considered only after a thorough evaluation of past
experience with return migration programmes. Zambia was one of the target coun-
tries of the IOM-sponsored RQAN programme. An assessment of the impact of this
programme is needed to evaluate the relevance and effectiveness of permanent re-
turn migration assistance in the Zambian case.

Involving the diaspora in private sector activities. The potential role of the
diasporain private sector activities cannot be overstated. To strengthen the linkages
between Zambia and its business diaspora a national forum could be organized with
aspecific focus on entrepreneurship and investment opportunities. Thiswould allow
Zambians from both inside and outside the country to exchange their experienceson
private sector ventures and to identify viable strategiesto attract foreign investment.
Themain objectiveswould beto foster ongoing contacts between the business diaspora
and private sector institutions, to enhance the diaspora’ s awareness of variousinvest-
ment and business opportunities, to encourage the diasporato invest and/or to mobil-
ize foreign investments for home countries, and to provide afertile ground to pool
financial and human resources for private sector initiatives.

Severa measures can be envisioned in the medium term:

Enhancing financial transfersfrom abroad. Zambiais another country where
data on migrant remittances are not systematically collected. This problem will need
to be addressed in the medium term. It isimportant to obtain more and better infor-
mation on what Zambiareceivesin return for theloss of itshighly skilled and skilled
migrants as well as less skilled migrants going abroad. As the Zambian diaspora
seems to be particularly scattered and disconnected from home, remittance flows
may actually be less important than in other countries. This hypothesis can only be
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tested when reliable data on remittances are available. Technical support should be
made available to the government, the central bank and other financial institutionsto
collect the necessary data on migrant remittances and to produce reliable official
statistics. Such data will need to be complemented with research on other relevant
issues that influence the flow and use of migrant remittances.

Assessing feasibility of compulsory service schemes. Bonding strategies have
often fallen short of their aim to retain professionals and safeguard the original
investments in their education. One problem has been the lack of means to enforce
bonding agreements. It isthereforeimportant to explore alternative strategies able to
ensure that graduate students and trained personnel first serve the country before
they embark on their own careers. The feasibility of compulsory national service
schemes should be assessed, for example.

Long-term measureswill have to addressthe root causes of skillsmigration. These
require substantial political commitment, resource alocation and, especially, con-
sistent policy implementation.

Increasing significantly training outputs. Clearly thereisaneed to increase the
capacity of educational institutions to produce skilled and highly skilled workers.
Properly matching the demand for and supply of qualified labour should be a major
long-term goal.

Strengthening human resour ce planning and management. The capacity of
government institutions to improve the planning, monitoring and management of
human resources needs to be significantly strengthened with the aim to develop effi-
cient, flexible and transparent policies, and to keep stakeholderswell informed about
their implementation processes.

Improving infrastructure and service delivery. Conditions of service need to
beimproved. Anincrease in wagesis an important step, but other measures need to
be taken as well. Some targets can be reached in the shorter term, whilst others will
necessarily require more time to be attained.
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4. SUMMARY, CONCLUSIONS AND
GENERAL RECOMMENDATIONS

The two case studies focusing on Angola and Zambia show that migration and
devel opment phenomena, characterized by historical, socio-political and economic
interrelationships, can differ widely subject to specific national contexts. Yet, there
are also common features and concerns, particularly asregards countriesthat belong
to the same geographical region. Thisfinding confirmstheimportance of conducting
country-specific assessments on migration and development, as proposed by IOM,
in order to be able to take national peculiarities in the design and formulation of
appropriate policy interventions into consideration.

Angolaand Zambia, both classified among the poorest countries, have very dis-
tinctive backgrounds and have reached different stages in development. Neverthe-
less, they share acommon concern over the brain drain, though to a different extent.
Zambiadefinitely is suffering more than Angolafrom human resources shortages, a
condition that undermines national development efforts and poses serious threats to
the achievement of the MDGs.

The results of the research conducted in the field by means of interviews and the
analysisof policy documents and statistical datalead to the conclusion that the future
prospects of the two countries regarding migration and development differ widely
also. In Zambia skills migration is rather a structural problem, given the relative
stability the country experienced and the steady decline in socio-economic condi-
tions. It is therefore unlikely that important spontaneous return flows will occur in
the near future.

In Angolathe situation is quite different because the protracted emergency situ-
ation has constituted an important push factor for skills migration. The peace process
and the large stock of natural resources in the country offer fertile ground for the
expansion of opportunitiesthat can pull qualified and educated Angolans back home.

Therefore, inthe case of Angola, it seems advisableto strengthen the links between
the country and its diaspora and take immediate measures that enhance spontaneous
return migration. Some of the more urgent human resource needs in relation to the
reconstruction and rebuilding of Angolashould be addressed in the short term through
temporary return schemes. In the short term, these should be based on a thorough
capacity assessment at home, but al so reaching beyond national bordersto include a
skillsinventory of the Angolan diaspora. In the long term to attract expatriates back
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home, opportunities must be created based on public-private partnerships regarding,
in particular, the reconstruction of infrastructure destroyed by the war.

The problem of the brain drain is more acute and more deeply rooted in Zambia.
In this country other options need to be sought. The successful retention of skilled
and highly skilled nationalswho either receive or have received costly education and
training at homeis of primary importance. At the sametimeit is hardly lessimport-
ant to identify ways to encourage the temporary return of Zambian professionals
working abroad and who may not be ready yet to move back home on a permanent
basis. The scope for permanent return programmes may therefore be somewhat | ess,
although some assi stance may be offered to attract very high-level professional s back
into key technical positionsinside the government.

In Zambia an area with good potential for expansion is the private sector, which
should see a greater involvement of the diaspora. The private sector could draw
significant benefit from the transfer of financial, human and social capital operated
and/or facilitated by Zambians who prefer to continue to live and work outside the
country. At the same time, the staggering human resource shortagesin critical social
sectors such as in public health care delivery or education and training, require
immediate attention. To overcome the acute human resource crisis, better coord-
inated and coherent action is needed which has to be grounded in reliabl e statistical
and solid empirical evidence.

In general, thereisan urgent need in both countriesto factor migration into national
and sectoral development initiatives. Of course this can only be achieved if migra-
tion is perceived as a variable able to make a substantial difference with respect to
development outcomes and if as such it is systematically integrated into develop-
ment assessment models and policy frameworks. However, the exploration of how
individual migration decisions come about and what pivotal roleis played by family
constraints, among which figure the expectations and aspirations of often also pro-
fessionally mobile spouses, will also have to receive special attention.

Migration (evenif not in thismore complex sense, for which research evidenceis
lacking) should really constitute a cross-cutting issue in PRSPs as well as in other
national development plans. It ought to be discussed in all itsimplications and dealt
with in each particular policy sector as is already done with other issues such as
gender, governance and HIV/AIDS. This means taking a crucial step forward. In
fact, civil servants, but also citizens at large, must become fully aware that migration
isinfluenced by, and in turn influences devel opment in areciprocal relationship which
undoubtedly merits to be more systematically explored and emphasized, even with
the effective help of the mass media.
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At present, migration is dealt with in amore or less explicit manner by a number
of playersin separate government offices. Asaresult, migration is rarely addressed
in a coherent and consistent manner, or the subject of a comprehensive and inte-
grated policy approach. To develop sound migration management frameworks and
effective migration policies governments will have to work towards the establish-
ment of a centralized structure or agency dealing with migration as a cross-cutting
issue. While such a unit can take different forms in different national contexts, it is
critically important that it be a sufficiently flexible and dynamic body that allows
various perspectives to be taken into consideration and to accommodate concerns
arising in different sectors. Thisiswhy it should be composed of representatives of
different government departments and institutions. It should, moreover, be connected
to theleading policy decision making, planning and coordination structure. Whether
or not members of civil society or the donor community should also be represented
in this body is aguestion to be answered in each specific national context.

In conclusion, itisclear that skilled and highly skilled migrants can play amean-
ingful role in the development of sending countries, even when they decide not to
return on a permanent basis. Yet, the reversing of the brain drain through their per-
manent return should remain an important objective.

Past return migration programmes have often been criticized because of their
high costs and alleged ineffectiveness. One of the problemsisthe evaluation of return
migration programmes, such as the IOM-sponsored RQAN and UNDP-funded
TOKTEN, were undertaken too early without allowing sufficient time for return
migrantsto reintegrate into their home context and to fully assume the role of agents
of change. Today there are clear signs — and some of the interviews conducted in
Lusaka tend to confirm the evidence — that some highly qualified return migrants
who received assistance to return in the 1990s, are indeed making a difference. They
have moved into key positions in the public and private sectors where they can sig-
nificantly influence the course of events. Thisiswhy afollow-up evaluation target-
ing different countriesthat have benefited from return migration assistance would be
valuable.

Finally, it needs to be stressed that without timely and reliable, comprehensive
and possibly harmonized migration data it is difficult to devise effective policies
addressing the situation of migration and development. Significant effortsarerequired
inthe near future to improve quantitative and qualitative data collection and analysis
and to disseminate lessons learned and other findings. The importance of
disaggregating migration data based on skill levels, and of cross-tabulating them
with the most relevant socio-demographic variables, cannot be overstated. In fact,
regarding the more or less highly skilled and the unskilled, neither the causes nor the
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consequences of migration are the same. In addition, it isessential for policy makers
not to forget that the decision of migrants to leave or to return is rarely made by
individualsin isolation. These decisions are always embedded in afamily logic and
in social networks and are influenced by a complex set of opportunities and con-
straints. Thismakesit even more challenging for governments and other stakeholders
to develop strategies and interventionsthat have astheir goal the enhancement of the
benefits of migration for development.
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10.

NOTES

Internally Displaced Persons (IDPs) are people who have been forced or obliged to flee
or to leave their homes or places of habitual residence, in particular as aresult of, or in
order to avoid the effects of, armed conflict, generalized violence, violations of human
rights or natural disasters, who have not moved across national borders (IOM, 2004).
Internal economic migrants are persons who decide to move within the national borders
to enhance their income and living conditions.

Refugees and asylum seekers are persons who are outside the country(ies) of their na-
tionality and who, due to fear of persecution, are unable or unwilling to return there.
Refugees and asylum seekers can be distinguished in that the former have awell-founded
fear of persecution that has been officially recognized according to the UNHCR refugee
determination, whereas the latter are those who have made aformal application for asy-
lum/protection but where a decision on their statusis still pending (IOM, 2004).

In 1995 South Africa adopted Amendments to the 1991 Aliens Control Act with aview
to abolishing the most severe restrictions placed on the rights of illegal immigrants.
Irregular migrants are persons who either duetoillegal entry or the expiry of their visa
lack legal statusin atransit or receiving country. Undocumented migrants or aliens are
those who entered a country without the appropriate documentation.

International labour migrants are persons who move across international borders to
enhance their income and general living conditions. A further distinction can be made
between low-skilled migrants who have no or very little formal education, skilled mi-
grants who were trained and possess technical skills, and highly skilled/qualified mi-
grants who have substantial educational and professional qualifications. These three
categories can be related to the ISCO classification of the ILO whereby the first group
(low-skilled migrants) would match with | SCO groups 9, the second group (skilled mi-
grants) would roughly match with ISCO groups 4-8 and ISCO group 0, and the third
group (highly skilled migrants) would match with major ISCO groups 1-3. See http://
www.ilo.org/public/english/bureau/stat/iscol/isco88/major.htm.

A further distinction can be made between labour migrants and student migrants. Inter-
national student migrants are persons who are outside the country(ies) of their national -
ity and whose main purpose of emigration isrelated to their education or training. There
obviously is an overlap between these different categories as migrants may belong to
one or more categories at the same time, or move from one category to another over the
duration of their migration project. For example, an Angolan whose main reason for
emigration was to study may also work whilst studying, or an Angolan who completes
his/her studies may enter the labour force in the host country.

See Table 1 in Annex.

See Table 2 in Annex.

SADCC was established by nine countries. Angola, Botswana, Lesotho, Malawi,
Mozambique, Swaziland, Tanzania, Zambia and Zimbabwe.

SADC involves 14 member countries. They are Angola, Botswana, DRC, Lesotho,
Malawi, Mauritius, Mozambique, Namibia, Seychelles, South Africa, Swaziland,
Tanzania, Zambia and Zimbabwe.
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11.

12.
13.
14.
15.
16.
17.
18.
10.
20.
21.
22.
23.
24.
25.
26.

27.

28.

29.
30.
31.

32.
33.

COMESA currently counts 21 members: Angola, Burundi, Comoros, DRC, Djibouti,
Egypt, Eritrea, Ethiopia, Kenya, Lesotho, Madagascar, Malawi, Mauritius, Namibia,
Rwanda, Seychelles, Sudan, Swaziland, Uganda, Zambia and Zimbabwe.

The CLPC includes Angola, Brazil, Cape Verde, East Timor, Guinea Bissau, Mozam-
bique, Portugal, Sao Tome e Principe.

PALOP encompasses Angola, Cape Verde, Guinea Bissau, Mozambique and Sao Tome
e Principe.

Paragraph 121 of the NEPAD’s Human Resource Development Initiative.

See Table 3in Annex.

The last population census took place back in 1970, while the next censusis planned in
the near future. Census datafrom 1970 do not include information on internal migration.

The 1998 Inquérito sobre a Disposi¢céo e Capacidade no Pagamento dos Servigos Sociais

Basicoswas conducted in Huambo, Huila and Uige.

The IDR was limited to seven provinces including Benguela, Cabinda, Cunene, Huila,
Luanda, Lunda Norte and Namibe.

These figures refer to the period 1997-2001.

Estratégia de Combate da Pobrg&PC).

The EPC constitutes the basis for the elaboration of a Medium-term Development Plan
for the period 2005-2009 and a long-term development strategy towards the achieve-
ment of key goalsin 2025.

These projections need to be adjusted for HIV/AIDS which is likely to lower the esti-
mated figures.

The net average number of migrants during a particular period is the annual number of
immigrantslessthe annual number of emigrants, including both citizens and non-citizens.
The migrant stock isthe number of migrantsresiding in acountry at aparticular point in
time.

OECD (2004) Eurostat, Immigration of African citizens to European countries 1995-
2001.

2002 Year Book of Immigration Statistics, U.S. Department of Homeland Security, Office
of Immigration Statistics 2003.

In 1981 Angolasigned the 1951 Convention Relating to the Status of Refugees and the
related Refugee Protocol of 1967.

Decree 1/01 sets minimum standardsfor resettlement of IDPsand Act 01/GAB: MINARSY
02 defines conditions for the return and resettlement of people affected by armed con-
flict.

Jus sanguinigin Latin “right of blood") is the principle according to which a child’'s
nationality is determined by the nationality of the natural parents.

Jus soli(in Latin “right of the territory”) is the principle according to which nationality
is determined by the country of birth.

In 1995 MAPESS published a new classification of professions (MAPESS, 1995).
Recensimento dos quadros angolanos na diaspora.

One condition is that the minimum amount invested by using domestic capital (owned
by nationals) is US$ 50,000 and the minimum amount invested by using foreign capital,
without distinction based on nationality, is US$ 100,000. Public incentives and sub-
sidiesare granted only for private investment in priority areasfor national devel opment.
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34.

35.
36.

37.
38.
39.

40.

41.

42.

Comissao Intrernministerial paraaQualificacdo dos Recursos Humanos paraa Economia
Nacional.

Observatério de emprego e formagao profissional.

The Voluntary Repatriation of Refugeesfrom Zambia, Namibia, the DRC and Botswana,
inwhich |OM implements the safe and orderly return logistics and transport component
in Angola on behalf of UNHCR/GOA, was supported by ECHO, the US State Depart-
ment, Sweden/SIDA, UNHCR, Norway and Finland, while the reintegration projects
arefunded by Sweden/SIDA, DFID/UK, RSA, OFDA/USA, Chevron Texaco and Swit-
zerland/SDC. HIV/AIDS awareness projectsimplemented by |OM are funded by ECHO,
Sweden/SIDA, UK and UNHCR.

See Adauta de Sousa, 2002.

The last census in Zambiatook place in 2000 and the next census is planned in 2010.
Registered nurses are degree-level nurses who train for three to four years, whereas
enrolled nurses train for two years.

In 1969 Zambia ratified the 1951 Convention on the Status of Refugees with a number
of reservations and the Refugee Protocol of 1967. Zambiaisalso party to the 1969 OUA
Convention governing specific aspects of the refugee problem in Africa.
Theinvolvement of private actorsin voicing private sector interests has grown in recent
years. Several private sector intermediary organizations currently operate in Zambia,
including the Zambia A ssociation of Chambers of Commerce and Industry (ZACC), the
Private Sector Development Association (PSDA), the Small Enterprise Development
Organization (SEDO), the Zambian Chamber of Small and Micro Enterprises, the Zam-
bian Chapter of the Southern African Enterprise Development Association and the newly
created Zambia Business Forum.

See Ammassari (20044).
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There is much greater awareness today that development affects migration, and that
migration influences development. The challenge is to find innovative and effective ways
to enhance the benefits of migration while mitigating its adverse development implica-
tions for emigration countries. For this purpose, it is important to distinguish between
different groups of migrants based on their skill levels. Governments of emigration
countries look with considerable concern on the permanent departure of highly educated
and trained nationals. . Such skills emigration can translate into both negative and posi-
tive effects: on the one hand brain drain and, on the other, positive consequences such as
the development of emigration countries aided by circular or permanent return of their
skilled expatriates.

This study is a follow-up activity to the MIDSA Workshop on Migration and Development
in Southern Africa, held in Zanzibar, Tanzania, in 2004. It assesses and analyses the
migration and development situation of Angola and Zambia, with a special focus on skills
migration and a review of government policies and capacity related to skills migration
and initiatives of various stakeholders, including donors and civil society organizations.
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