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EXECUTIVE SUMMARY  
 
  
The International Organization for Migration (IOM) has just completed 
implementation of a human resource capacity building project in Jamaica titled the 
“Return and Reintegration of Qualified Jamaican Nationals, Phase II”. This project 
was a continuation of the project IOM had managed before it titled “Return and 
Reintegration of Qualified Jamaican Nationals for Development, Phase I”.  
 
Phase I of the project was designed for ‘encouraging and facilitating qualified 
Jamaican nationals with professional experience residing in industrialised countries to 
return to Jamaica and fill vacant jobs’. The project ran through two years (1994 – 
1996) and succeeded in the return and placement of thirty-nine Jamaican 
professionals in the public sector. 

 
The project evaluation of August 1996, carried out by IOM in conjunction with 
government of Jamaica and EC authorities, noted this success and led to the 
recommendation for the extension of the project. “Return and Reintegration of 
Qualified Jamaican Nationals, Phase II”. The terms of this extension phase were 
updated from Phase I project language to propose to ‘continue to provide urgently 
needed co-operation to the Government of Jamaica to improve the capacity of the 
public sector to perform its core functions through a two pronged thrust’. This 
included ‘facilitating the return of 20 qualified Jamaican nationals to staff key public 
service positions for which local talent is scarce’. It went on to suggest ‘enhance the 
capacity of the Government to continue to identify and promote the reintegration of 
long term returning Jamaican residents in either the public or the private sector 
through the development of a skills data bank.’  
 
Following host Government and donor approval, IOM dedicated resources to manage 
Phase II of the project for the period 6 June 1997 to 31 July 20001. For the recruitment 
and placement of qualified overseas Jamaicans, IOM identified job vacancies within 
governmental and statutory agencies and received resumes from interested candidates. 
For this purpose and because of the high relevance, IOM also tapped into the backlog 
of available jobs and resumes from the first phase of the project. By matching the 
receipt of job vacancies from institutions with resumes from interested overseas 
Jamaicans, IOM managed to correlate the demand for and the supply of qualified 
overseas Jamaicans.  
 
Phase II saw the return and placement in the public sector of nineteen additional 
qualified Jamaicans (arriving primarily from the United Kingdom and the United 
States). It also resulted in the upgrading of the Government of Jamaica’s job-skills 
database in the Returning Residents Facilitation Unit (RRFU), as well as the creation 
of a relevant Internet web site. The project was able to procure hardware and software 
for the offices of RRFU in Kingston. These activities fostered the sustainability of the 
project as they enhanced the capacity of the authorities to continue promoting the 
reintegration of long term returning Jamaican residents in the public or private sector 
once the project for the “Return and Reintegration of Qualified Jamaican Nationals, 
Phase II” came to completion. 
                                                            
1 While active placement of candidates was completed by 31 May 1998, payments to placed candidates 
and documentation on the program continued through the end of July 2000.  
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The funds made available for the implementation of the “Return and Reintegration of 
Qualified Jamaican Nationals, Phase II” came from Jamaica’s National Indicative 
Programme within the framework of the EC 7th European Development Fund (EDF). 
The total budget amounted to an equivalent of ECU 647,535.  
 
From IOM interviews with returnees, employers and other project stakeholders an 
oral and written was survey carried out. among returnees and employers, it can be 
concluded that the project yielded positive results in both of its components. The 
project was successful and supportive of the country’s efforts to secure required 
skilled human resources to enhance reforms in the public sector, increase its 
efficiency and raise productivity.  

 
The best proof of the Host State’s satisfaction however can be seen in their interest to 
have IOM help manage a third Phase of the project. We anticipate discussions 
occurring with EC representatives and Government of Jamaica counterparts during 
September 2000.  
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1. Background and Strategy 
 
 
1.1 Project Background 
 
The project titled Return and Reintegration of Qualified Jamaican Nationals, Phase II 
was a continuation of the first phase of a project initiated in 1994. The European 
Commission made available ECU one million for the implementation of the first 
phase of the project (Return and Reintegration of Qualified Jamaican Nationals for 
Development). It was designed for supporting the return and effective reintegration of 
40 qualified Jamaican nationals residing in industrialised countries to contribute with 
their experience and skills to the national development efforts2. The first project was 
implemented between February 1994 and July 1996, in accordance with the signed 
Technical Co-operation Agreement (JM-7002). A ‘Tripartite Commission’, consisting 
of donor, Host government and IOM participants general oversight and support to the 
project.    
 
Following IOM’s internal evaluation of the project (August 1996) and having the full 
support of the Jamaican Government, the European Commission approved an 
extension of the project (titled Phase Two). An amount of ECU 647,535 was made 
available for this new activity. Phase Two was to be implemented over a one-year 
period from June 1997 to May 1998. A portion of the uncommitted balance of funds 
under Jamaica’s National Indicative Programme (NIP) within the framework of the 7th 
European Development Fund (EDF) was utilised for the funding of the project.  
 
The main objective of the second phase of the project was to continue to provide 
urgently needed co-operation to the Government of Jamaica to improve the capacity 
of the public sector to perform its core functions. This was to occur through a two 
pronged thrust. First in facilitating the return of 20 qualified Jamaican nationals to 
staff key public service positions for which local talent is scarce. Second was to 
enhance the capacity of the Government to continue to identify and promote the 
reintegration of long term returning Jamaican residents in either the public or the 
private sector through the development of a skills data bank3.  
 
The reinforcement of the institutional capacity of the Jamaican authorities (as to 
sustain activities after the end of the project) constituted the main difference between 
Phase I and II of the project. It strongly enhanced the project’s sustainability by 
promoting the continuation of the work initiated under the project. The intent was to 
promote the correlation of ‘demand for’ and ‘supply of’ qualified overseas Jamaican 
nationals on a sustainable basis. 
 
The Financing Agreement between the Commission of the European Communities 
and Jamaica for the implementation of the “Return and Reintegration of Qualified 
Jamaican Nationals, Phase II” was signed in April 1997. The second phase began in 
June 1997. The placement of returnees ended in May 1998 (the same date IOM’s 
assignment agreed upon between IOM and the Government counterpart, the Planning 
Institute of Jamaica (PIOJ), ended). Follow-up activities (such as payment of salary 

                                                            
2 This language is taken directly from the original project proposal. 
3 This language is taken from the second (phase) project proposal. 
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topping to returnees and settlement of medical expenses) extended completion of 
IOM’s operational work through July 20004.  
 
For various reasons, almost one year elapsed between the end of Phase One and the 
beginning of Phase Two of the “Return and Reintegration of Qualified Jamaican 
Nationals” Project. During the extended negotiation period between Phases, IOM was 
unable to obtain bridging funds to sustain the positive momentum. Accordingly, 
Phase Two required additional restructuralization upon implementation.  
 
Phase Two introduced the element of a Steering Committee5 (set up by the Tripartite 
Commission signatory parties of the Technical Co-operation Agreement). Its role was 
to insure the smooth running of the programme, mainly with regard to the selection 
and recruitment criteria of the candidates and the level of reintegration support to be 
granted to the candidates.  The Committee was also advised on operational problems 
encountered in project execution in order to lend support towards best solutions.   

 
It was the Steering Committee that decided on the official date of 6 June 1997 for the 
commencement of Phase Two of the project. 
 
 
1.2 Evaluation scope and strategy   
 
The objective of this study is to assess the accomplishments and impact of Phase Two 
of the project titled Return and Reintegration of Qualified Jamaican Nationals. 
Accordingly, focus has been given primarily to the following aspects: design, 
relevance, effectiveness, impact and sustainability  (see attached Terms of Reference). 
 
The methodology employed for the evaluation consisted of:  
 

- A review of the files / existing documentation and interviews with IOM Staff; 
- Interviews in Jamaica with project stakeholders, namely officials from / of the 

European Union Delegation, the National Authorising Officer (NAO) and the 
Director of the Jamaican Overseas Department; 

- Interviews with project returnees;  
- Interviews with project employers;  
- As well as a survey conducted among returnees and employers. 

 
The interviews with returnees and employers covered supplemental topics not 
addressed and / or not responded in the survey questions. As a means to induce 
participation, the oral interviews were conducted in private and person-to-person and 
were accordingly not recorded or keep individually in writing. The summary content 
therefore of the interviews is reproduced in the annex to this report from notes kept by 
the interviewer. 

                                                            
4 Ergo the timing of submitting this Final Report and Evaluation for Phase Two. 
5 The Steering Committee included the Delegation of the European Union, the Planning Institute of 
Jamaica (PIOJ), the International Organisation for Migration (IOM) and the Returning Residents 
Facilitation Unit (RRFU). The Returning Residents Facilitation Unit has since been upgraded to full 
department status under the designation Jamaicans Overseas Department (JOD) As this change 
occurred in 1999 after the completion of Phase Two of the project, the evaluation refers to the RRFU 
and not JOD throughout the remainder of this report. 
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2. Project Preparation and Design  
 
Initial discussions on the need and desirability to continue the pilot project started 
before the end of Phase I of the project in October 1995, within the framework of the 
Steering Committee that was attended by all project partners. 

 
The design of Phase II was based on the findings of IOM’s internal evaluation of the 
first phase of the project and the recommendations of the Tripartite Commission 
(renamed during Phase II as Steering Committee).  
 
The survey carried out as part of the internal evaluation, among institutions and 
returnees established clearly that there has been:   
- An enhanced  level of skills, knowledge and experience introduced into the 

workplace by means of Phase One of the project; and 
- A noticeable improvement in productivity, supervision of staff and a more 

effective use of resources at the workplace through the employment of the 
returnees via the project.  

 
The results from the survey pointed towards the strengthening of the management in 
the institutions where the returnees were employed. The synergy of new ideas coupled 
with an overall desire for improved performance allowed the returnees to strengthen 
the inherent base already at the workplace.  Good practices were reinforced while 
weak practices were changed. 
 
Based on these findings, and on the Government of Jamaica’s continued demand for 
placement of further overseas professionals, the Delegation of the European Union 
and the Planning Institute of Jamaica concurred with IOM on the desirability of 
extending the project. IOM was asked in January 1996 to present a proposal to the 
Tripartite Commission for a revision and extension to Phase One of the project.  
 
Although consideration was given towards preparing for an additional 40 qualified 
Jamaican nationals, overall donor budgetary constraints necessitated that the proposal 
for the project extension that IOM presented to the project stakeholders during the 
11th Tripartite Commission (March 1996) only targeted the return of 20 qualified 
Jamaican nationals. The new proposal introduced the inclusion of a skill data bank, 
whereby the Government would be able to more actively and consistently identify and 
promote the reintegration of long term returning Jamaican residents in either the 
public or private sector.  
 
The proposal was discussed and reviewed in subsequent meetings of the Tripartite 
Commission. The comments made and clarifications requested by the project 
stakeholders from the project developers focused on the technical co-operation 
component of the proposal and budgetary elements. The suggestions for modifications 
made by the Jamaican authorities, the EU Delegation in Kingston (and the EC in 
Brussels) were taken into consideration and were incorporated in the final project 
proposal. The revised draft was approved during the 12th meeting of the Tripartite 
Commission in May 1996 and was forwarded to the European Commission in 
Brussels.  Additional comments and questions raised by the EC in Brussels regarding 
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the proposal budget (and in particular the administrative costs) were addressed and 
changes were incorporated accordingly. 
 
Due to internal EU administrative procedures, the Financing Agreement between the 
Commission of the European Communities and Jamaica for the implementation of the 
Return and Reintegration of Qualified Jamaican Nationals, Phase II, as indicated 
above was therefore signed in April 1997. The Government of Jamaica remained 
committed to the project occurring as finalised despite the delay, as the overarching 
desire for integration of returning Jamaican national professionals was still a priority.  
 
Objectives were clearly presented and the target group was clearly defined. The 
project was operated on the basis of a plan of action for both the return and 
reintegration and the capacity building components.   

 
 

3. Project Implementation and Results  
 
 
3.1 Relevance  
 
The overall objective and Phase Two project purposes were relevant to the situation in 
Jamaica, i.e. the continued shortage of required human resources to enhance economic 
reforms and development and most of the results achieved certainly met the goals set. 
Further to discussions with employers and other project Stakeholders, and as noted 
from the minutes of the Steering Committee, the commitment and interest of the 
Jamaican authorities remained high throughout the life span of the project. 
 
During this period, discussions were ongoing among the stakeholders about the design 
of the project proposal. The Efficiency and Reform Directorate of the Office of the 
Prime Minister was working on Civil Service Reform6 saw this project as a linkage 
with the Government’s planned reforms. IOM sought to align the project to support 
the overall efforts of the PSMP, even though the latter started being implemented 
when the programme was well underway. The project therefore contributed indirectly 
to the efforts of donors such as the World Bank, ODA and the EU in support of the 
PSMP.  
 
The need to strengthen the institutional capacity of the Government of Jamaica to 
sustain activities after the end of the project was an important focus of the project. It 
worked towards supporting the overall efforts undertaken by the Government of 
Jamaica within the framework of the Charter for long-term Returning Residents, 
aiming at facilitating overseas Jamaicans in their attempts to relocate in Jamaica. 
During its first phase of implementation the Charter foresaw the establishment of the 
Returning Resident’s Facilitation Unit (RRFU). In the second phase, one of the main 
areas of the RRFU operation was the establishment of a Job and Skills Data Bank.  

 
Phase Two provided for the upgrading of this RRFU Job and Skills Data Bank and its 
link with a newly created Internet site, in addition to the technical know-how and 
                                                            
6 This was as a prelude to the Public Sector Modernisation Programme (PSMP) and in identifying key 
positions for which the placement of overseas Jamaican professionals was a response to address the 
lack of qualified human resources. 



 9

technology that the RRFU required for promoting the professional reintegration of 
long term returning Jamaican residents.   
 
 
3.2 Structure 
 
The project consisted of two components: Return and Reintegration and Technical 
Co-operation.  The project was operated within the framework of a timetable set by 
the project document and agreed upon by the Steering Committee.  

 
The project was operated by IOM while the Jamaican authorities designated a local 
counterpart to be on secondment to IOM throughout the implementation of the 
project. The IOM Mission in Kingston was responsible for the management of the 
project throughout Phase One and the placement period in Phase Two. The offices of 
IOM in Washington and London were involved in the recruitment of overseas 
Jamaican professionals from North America and the United Kingdom. Once Phase 
Two placement was completed, monitoring responsibility and other obligations to the 
project were placed under the relevant IOM Sub-Regional Office7. IOM Washington 
settled individual participant entitlements through the end of Phase Two8. 
 
The project was monitored continuously by IOM and followed-up by the Steering 
Committee which met approximately every three months. An annual report was also 
prepared by IOM on the progress of the project. 
 
3.3 Accomplishments 
 
3.3.1 Return and Reintegration 
 
During Phase Two, a total of 19 professionals were placed in the public sector with 
the support of the project out of a total of 26 cases approved by the programme by the 
Steering Committee. The seven other approved cases declined to take up the offered 
positions for a number of reasons9.  
 
The health sector and managerial positions in the public sector were the two major 
areas of demand for qualified professionals from partner institutions, while the major 
occupational categories for recruitment of overseas professionals were in the 
managerial field and the education and heath sectors.   

 
The plan of action that had already been established during Phase One of the project 
was also used as the basis to develop an operational scheme for activities under Phase 

                                                            
7 Initially this role was carried out by IOM San Jose, then transferred to IOM Washington, in line with 
IOM global reorganisation of geographic responsibilities. All future activities in Jamaica are now the 
concern of the IOM Sub-Regional Office, Washington.  
8 Payment of salary toppings was a condition on a written confirmation by the employer that the 
returnee is still employed in the institution. 
9 Their reasons (all documented) included a decision to postpone their return to Jamaica; low salary, 
necessity to settle family matters overseas before returning to Jamaica, etc. 
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Two. The design and operation of recruitment and placement activities were of central 
importance to the success of the project10. 
 
IOM Kingston carried out placement activities by matching job vacancies with 
incoming resumes. IOM worked closely with Government Ministries and statutory 
bodies to identify job vacancies for promotion and recruitment by IOM Missions 
abroad and to identify priority needs for qualified human resources. Similarly to 
Phase One, Phase Two continued to give priority to those overseas professionals who 
were considered by the Modernisation and Reform Unit (Office of the Prime 
Minister) as key or critical to the public service. Recruitment was carried out by the 
IOM Missions in Washington and London. These two IOM offices promoted the 
programme through their partner network including Jamaican Associations, Non-
Governmental Organisations and other more informal channels. IOM worked closely 
with the Embassies, the High Commissioners’ offices and Consulates of Jamaica in 
the countries where the professionals were being recruited.   
 
A set of eligibility criteria was employed for the recruitment of qualified professionals 
that included educational background, years of professional experience abroad, and 
nationality by 1st degree or parent. During the project implementation the Steering 
Committee decided to extend the eligibility criteria so as to include professionals that 
may have already returned to Jamaica but whose skills were considered critical for 
specific the public sector. In such cases, the Government of Jamaica’s Services 
Commission sent documentation to IOM in support of the inclusion of such 
professionals on the programme. 
 
Once a potential candidate and the position criteria were available, a matching process 
was applied. On the basis of the above-mentioned eligibility criteria, a candidate’s 
files was presented to relevant sector employers for their review. IOM facilitated 
answering any questions in this process. Once accepted or rejected by an employer, 
the candidate was informed of the state of their application accordingly. IOM 
presented to the Steering Committee the documented and justified cases of those 
candidates accepted by an employer as part of the approval process. Within prescribed 
limits11, the Steering Committee also decided on the amount of financial support to be 
granted under the project to each candidate. This package of support could include 
transportation, fixed grant for the shipment of household goods, reintegration grant, 
monthly salary toppings and professional equipment. IOM carried out continuous 
communication with the accepted candidate through their preparation to return period 
and through their actual placement. 
 
 
3.3.2 Technical Co-operation  

 
  
Parallel to the selection and placement process of individual candidates, IOM worked 
with the Government of Jamaica as well in strengthening their overall management 
capacity in this field. The activities planned under this project component were 
                                                            
10 As designated in the project proposal, this was intended to “strengthen governmental and statutory 
agencies concerned with the implementation of the national development plan and in particular, to 
improve their programme and project implementation capacity”. 
11 The maximum allocation per case amounted to ECU 20,550. 



 11

carried out within the framework of a plan of action that was prepared by IOM, and 
reviewed and agreed upon by the RRFU.  The activities carried out facilitated the 
reinforcement of the RRFU to sustain and continue independently the project’s 
achievements. They included the upgrade of the aforementioned job-skills database, 
the set-up of an Internet web site, the procurement of hardware and software and 
project-relevant Government staff training / orientation meetings.   
 
IOM worked with a technical consulting firm (InfoChannel Ltd.) to upgrade the job-
skills database of the RRFU and to provide training on the use of the database to all 
pertinent staff.  The initially independent entries of the Phase Two database were 
eventually transferred to this master database. By design, the job-skills database is 
upgraded every six weeks allowing the RRFU to closely monitor the entries and 
potential caseload. 
 
An Internet Web site (http://www.skillsreturn.gov.jm) was established to contain 
information of use to Jamaican nationals considering return, including statutory and 
regulatory requirements. The Home Page has seven icons that provide access to a 
variety of likely relevant information. Furthermore, the Site has links with the Web 
sites of both the European Union and IOM. The Internet Web site is designed in such 
a way as to link up with the job-skills database and with a list of interested overseas 
professionals by occupation, educational qualifications and years of professional 
experience. In this way, overseas Jamaicans could establish a direct contact with 
employers in the country for recruitment purposes and vice versa. Spot surveys of Site 
users suggested that this mechanism is of use in establishing such links. 
 
Related computer hardware and software was procured for the High Commission in 
London and the offices of RRFU in Kingston. The Jamaican Mission in Washington 
declared that they already were sufficiently equipped with computing power.  
 
An orientation meeting to launch the Web site and present the job-skills database was 
organised for and attended by overseas desk officers and other RRFU staff with the 
participation of local institutions and IOM staff on 26 May 1998. 
 
 
3.4 Effectiveness 
 
The placement of overseas Jamaican professionals contributed in reinforcing the 
capacity of governmental and statutory agencies that benefited from placements. 
Priority sectors were adequately identified and within those critical job types to be 
filled by qualified human resources.  

 
During the time frame of the project’s Phase Two, IOM Kingston received twenty 
new job vacancies from the participating institutions. IOM also tapped into the job 
vacancy pool (a total of 133) still available from Phase One, corresponding to a total 
of 39 partner institutions.  
 
In the same period, thirty-eight new resumes were received, roughly equivalent to the 
average annual resumes (124 over three years) received during Phase One. IOM 
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Kingston submitted 58 resumes of qualified professionals at the request of nine 
partner institutions12. 

 
In numeric terms, the project reached 95% of its goal, as nineteen overseas 
professionals returned against the goals of twenty cases. From information available, 
only one project returnee left Jamaica13. Four other returnees eventually resigned from 
their assigned jobs. As of this report, three are still working in the country in what 
they consider more challenging professional opportunities in the semi-public and 
private sectors and one left the job just at the time this evaluation took place. The fact 
that a certain number of returnees (26%) are no longer occupying the position for 
which they returned should not be considered as a loss for the country since, with the 
exception of one case, the rest are still working and contributing to the economy in 
Jamaica. During interviews with employers, including those who no longer have in 
their service returnees who benefited from the programme, the contribution of 
returnees was evaluated very positively in terms of knowledge, innovative approaches 
and work ethics. 

 
The long interruption between Phase One and Two of the project made some of the 
employing institutions, like the Ministry of Health, to proceed to direct advertisement 
for specific job profiles. This led candidates who were proposed for assistance by the 
project to establish direct contact with the employers. Subsequently employers 
presented candidates to IOM for follow-up and inclusion in the new Phase. This 
resulted in accommodating in the project returnees who had in the interim arrived in 
the country on their own. Nevertheless, as mentioned earlier, it was necessary in this 
case for the employer to have the job vacancy approved as still being of priority value 
by the Services Commission of the Government.  
 
 
3.4.1 Target Group Analysis 
 
The following tables show the characteristics of the target group with respect to 
educational qualifications, sectors of employment, gender and country of residence. 
Greater details are available upon request. 
 

Table 3-1:  Educational level of returnees 
 

From the table below, it is apparent that virtually all returnees were highly 
qualified. 

 
 

Title No. of Candidates Percentage (%) 
PhD  7 36.8 
MSc 5 26.3 
MBA 2 10.5 
BSc 2 10.5 
LLB (law) 1 5.3 
Certificate 1 5.3 
MRA/BA 1 5.3 
TOTAL 19 100.0 

                                                            
12 The institutions / sectors where the nineteen approved returnees were placed may be seen in Table 3-
2. 
13 The reason stated was an insufficient salary level from that which the candidate personally required. 
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Table 3-2:  Placement of returnees by Institutions   
 
The sectors that absorbed the majority of the returnees were health and education. 
 

Field of Activity No. of 
Candidates 

Percentage (%) 

Ministry of Health 6 31.6 
Education Institutes 4 21.0 
Ministry of Local Gov’t and Works 2 10.5 
Ministry of National Security and Justice 2 10.5 
Ministry of Environment and Housing 1 5.2 
Ministry of Finance and Planning 1 5.2 
Office of Prime Minister 1 5.2 
Service Commission 1 5.2 
HEART TRUST/NTVET 1 5.2 
TOTAL 19 100.0 

 
 
 

Table 3-3: Gender composition of returnees 
 

While no particular focus on gender was emphasised during the structure or operation 
of the project, more than 50% of the returnees were women. 

 
 

Cases moved and placed Percentage (%) 
Male 9 candidates 47.4% 
Female 10 candidates 52.6% 
TOTAL 19 100% 

 
 

Table 3-4: Countries of residence overseas of returnees  
 

Based on location during the application, interview and transportation process. 
 
 

Country No. of Candidates Percentage (%) 
USA 9 47.3 
U. K. 8 42.1 
Canada 1 5.3 
Trinidad and Tobago 1 5.3 
TOTAL 19 100% 

 
 
 
3.4.2 Cost Effectiveness 
 
The project was financed under Jamaica’s National Indicative Program (NIP) within 
the framework of the 7th European Development Fund (EDF). The EU allocated an 
amount of ECU 647,535.  
 
To October 1999 expenses incurred and commitments for the implementation of the 
project amounted to ECU 467,718 (leaving a balance of ECU 159,817).  In other 
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terms, 74.5% of the allocated funds for the project were utilised to reach 95% of the 
project purpose by providing the means for assisting nineteen overseas Jamaican 
professionals against the twenty that were originally foreseen in the project.   
 
The operational costs including IOM Field Offices reached ECU 128,664 
(representing an excess of ECU 2,829 of this portion of the allotment). The per capita 
average operational cost was ECU 6,772. 
 
An examination of possibly carrying out similar project management by private 
company (specializing in job brokering) means offers interesting comparison14. The 
services of such companies usually include the identification and evaluation of 
candidates (screening CV's and checking references) to fill positions on the basis of 
information provided by the employer but are not inclusive of advisory / counseling 
services, follow-up activities and technical co-operation support services.   
 
A common private company hourly rate (service fee) charged to the employer is USD 
4,000 (ECU 4,400). This amount does not include publicity and advertisement costs, 
reporting and other administrative tasks, nor counseling and follow-up activities and 
technical support services. IOM inclusion of all of these services over a multi-month 
period for each of the nineteen candidates runs into the dozens (if not higher) of work 
hours. 
 
It is of course difficult to compare costs between service providers when services 
rendered are not identical by both providers. If a private ‘job-broker’ was required to 
extend its services to cover identically the services provided by IOM for this project, 
their hourly charge of ECU 4,400 would be of considerably higher aggregate cost to 
the donor.  
 
 
3.5 Impact  
 
Any technical cooperation project designed to strengthen management is only as 
effective as the recognised impact of its efforts. Accordingly, IOM strove to obtain 
comments from the Government of Jamaica, the employers and the returnees as to 
how the actual effort had affected them.    
 
3.5.1 Return and Reintegration 
 
A primary question concerned the considered value of the skills brought back and 
introduced by the returnees into the workplace. Employers’ opinions were somewhat 
divided, depending on the circumstances of the particular institution involved. Local 
politics, management practices and personalities of both the employer and the 
returnee played a factor in analysing the actual worth. They all agreed however that 
their existing staff needed further training to raise their qualifications and meet 
requirements. The introduction of the returnees was one strong means to facilitate 
overall performance.    
 

                                                            
14 Our basis for comparative analysis was based on information obtained through discussions with staff 
in Executive Search and Selection Services. 
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Most returnees believed that their job matched with the training and specialisation 
they had gained abroad. They thought that they were contributing significantly to the 
socio-economic development of Jamaica. Most confirmed that they had and were 
transferring knowledge and / or experience to their colleagues. Among the stated 
primary limiting factors in such transfers was the inadequacy of appropriate 
equipment and non-conducive management policy. 
 
Almost all returnees remained with their original employer for a period up to a year 
and most of them are employed in their initial position after two years. Most felt that 
career opportunities were satisfactory. Almost half of the returnees were placed at the 
highest level offered in the institution in his / her profession; the remaining foresaw 
promotion prospects within a period of 12 to 18 months. 
 
The most important contribution of returnees to improve the efficiency of their 
institution, rated by themselves in 15 different activities, was:  

* Direct support to management  
* Advisory services  
* Improvement of services  
* Support in establishing new work plans 
* Training of staff 

 
The performance of the returnees, as rated by their respective employers, went from 
good to excellent.  
 
More details are provided in Annexes I (Interviews with Returnees), II (Employers 
responses) and III (Statistical data). 
 
 
3.4.2 Technical Co-operation  
 
The upgrading of the RRFU job-skills databank and the establishment of an Internet 
site had a positive impact on the institutionalisation and sustainability of the project. 
As stated by the RRFU, it enhanced the prospects of the continuation of activities 
related to the return process of overseas professionals after the completion of the 
project. 

 
To this effect, IOM London provided training on how to operate recruitment for the 
project to familiarise staff in the High Commission in London, who had been 
appointed by the authorities as the focal point to follow-up the project. IOM 
transferred project files to the High Commission, as did IOM Kingston to the RRFU. 
 
Requests for information and assistance are being received from interested overseas 
Jamaicans through the web site facility albeit slowly. As the site becomes more well 
known, a proportional increase of users has been anticipated.  
 
The content of the data bank has been circulated by RRFU among potential employers 
who, however, do not provide regular and consistent feedback to the RRFU as to 
placements achieved. It was acknowledged that an inability to significantly increase 
their level of staffing restrains the RRFU from more closely monitoring developments 
with respect to actual placements and other related activities. However, based on 
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positive evidence obtained thus far, the RRFU is proceeding to develop a database for 
Jamaicans overseas and in expanding the Web site to include a section for Questions 
and Answers.   
 
3.5 Reintegration process of the returnees 
 
Returnees to Jamaica encountered some standard and anticipated difficulties in their 
reintegration process, normal for any returning expatriate after an average of 10 years 
abroad. They overwhelmingly however did not regret their decision to return home15. 
They are satisfied that they are contributing to the progress of their country and 
consider this a reward. The reintegration process was easier for those who had kept 
abreast about developments in Jamaica through frequent visits. Furthermore, returnees 
from the United States, unlike those from the United Kingdom, seemed to face fewer 
problems in adjusting and adapting in Jamaica. They suggested that they perhaps 
arrived with more realistic expectations.   

 
Most returnees were confronted with the need to adapt to different work ethics and 
culture from those experienced abroad. Having lived and worked in countries where 
resources and facilities were more abundant, they were faced with a new working 
environment. The available facilities were modest, the administrative structure was 
different, and last but not least, colleagues had a different work mentality and 
behaviour, often interpreted as biased (at least during the initial period). Returnees 
were themselves critical of these conditions16 as having a negative impact on the 
professional reintegration and output within the employing entity. Despite these 
hardships, the returnees felt that the end result was still significantly beneficial. 
 
Returnees statistically suggested that any similar future project should consider a 
longer duration of the reintegration component and the related level of the salary 
topping (due to the low salary levels). The mention of the level of salaries was related 
to their perceived delay in social integration and their ability to locate housing 
facilities. They suggested still further enhancing counselling services upon arrival to 
facilitate this process.  
 
Great value and importance was placed by returnees on the reintegration net of the 
project that facilitated and eased the re-adaptation process after so many years of 
absence. To this effect, returnees supported the extension of the project to encourage 
other overseas professional Jamaicans to repatriate. 
 
One of the returnees brought up the issue of the recent increase in the crime rate in the 
country and the consequent insecurity as factors that have an indirect impact in the 
social reintegration process. Employers, and other project partners, confirmed their 
awareness of the difficulties that returnees often face. The employers acknowledged a 
need to better foster levels of confidence towards the country’s socio-economic 
environment in order to enhance returns and the retention capacity.  
 

                                                            
15 Only one returnee from those interviewed seemed to have regretted having returned to the country. 
The discussion however was inconclusive as to exact details. 
16 Returnees were somewhat critical of the quality of equipment and the slow process in procurement. 
For example, some returnees thought that the project allotments for professional equipment was used to 
cover needs in the employing institution not directly related to their job. 



 17

 
3.6 Operational obstacles encountered in the implementation of the project  

 
No major difficulties were encountered in the implementation of the project. The 
close co-operation among the stakeholders was noted and greatly contributed towards 
an effective and smooth running of the project. 
 
IOM monitored the project since the commencement of operations in June 1997 on a 
regular and continuous basis. Furthermore, the Steering Committee closely followed 
the project’s implementation and offered timely advice on operational problems. 
Cases to be admitted in the programme were discussed during the meetings of the 
Steering Committee in order to enhance the ‘reception environment’ for the returnees 
and minimise difficulties in their socio-economic reintegration.  
 
Information flow between the correlation of the ‘demand for’ and ‘supply of’ overseas 
professionals was critical as it impacted on the pace the project advanced. The 
interruption for over a year of activities between Phase One and Phase Two of the 
project led to an erratic receipt both of critical job vacancies from institutions and 
resumes from overseas professionals. While successfully overcome, in the future, a 
sequential application of phases would be significantly more beneficial.  

 
The large pool of candidates accumulated during Phase One was used primarily to 
jumpstart the introduction of Phase Two and overcome the initial (but logical) slow 
response from the ‘supply of’ qualified overseas Jamaicans.  IOM disseminated 
information through its network of partners in the recruiting countries while 
advertisements began. The issue of the ‘demand for’ qualified professionals was 
addressed through meetings organised for public and private sector institutions during 
which they were briefed on the services available through the Returning Residents 
Facilitation Unit. 
 
The second phase of the project operated in a Government of Jamaica transition phase 
when the Public Sector Modernisation Programme was not in place. However, the 
project proved flexible in adapting its response to the evolving situation within the 
governmental institutions. IOM continued working with these institutions to 
determine the priority needs for qualified professionals in the public sector. The 
downscaling in some public institutions did not affect the project negatively as 
demand for overseas professionals with experience and expertise was considered of 
great importance.  
 
The relatively low level of remuneration offered within the public sector affected the 
ability of the employer to attract and retain competent and qualified human resources 
in high level positions. The Government engaged in a review of the civil service 
salary scales as to reclassify positions, especially those of professionals accordingly 
has acknowledged the importance of this element. The increase of the mean salary can 
be quoted as an example to this effect. When Phase Two of the project began its 
operation the mean salary was 433,993 J$ while at the beginning of Phase One it was 
only 246,339 J$. This is an increase of 76,8%. However, high inflation (and 
depreciation in the Jamaican Dollar) affected negatively the purchasing capacity of 
paid salaries. Inflation was reduced from 31% in 1995 / 96 to about 5½ % by October 
1999.  
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During the project implementation, and upon introduction by IOM who brought up 
the issue of relatively low remuneration, the Steering Committee called into question 
the long-term placement of some cases given the low level of salaries being offered 
for rather senior level positions. IOM was asked to clarify with the agencies in 
question about possible upgrading of these positions. However, it did not meet with 
the concurrence of institutions for salary adjustments. In one case, the overseas 
professional returned in Jamaica but resigned from the job and left the country. In 
another case, the overseas professional did not take up the assignment offered. 
 
The closure of the IOM office in Kingston did not affect negatively in achieving the 
set target of the project but it limited the follow-up of the reintegration process of the 
returnees. This seems to have affected to a certain degree immediate response to 
inquiries of returnees, the timely settling of medical expense claims and the provision 
of advisory services and counselling for the adaptation of returnees, especially in 
cases when family members were born and grew up abroad. Furthermore, it limited 
IOM’s involvement in the technical co-operation component. However, support 
extended in this regard by the Jamaican Government project counterpart assisted to 
overcome a satisfactory level of shortcomings.  
 
   
4. Conclusions and Recommendations 
 
 
(a) The overall opinion of the project stakeholders and beneficiaries (returnees, 

employers, government counterparts) about the project was positive. They 
expressed a general satisfaction about the adequacy of the services provided and 
the efficient performance of IOM in the execution of the project. 

 
(b) The project served effectively important fields in the public sector by providing 

skilled manpower not available in the country. It contributed in enhancing reforms 
and productivity in the public institutions and in providing staff already employed 
in the institution with knowledge and experience in the fields of returnees’ 
capacities.  

 
(c) The upgrading of the ‘jobs and skills’ databank and the set-up of an Internet Web 

site are considered by the Jamaican authorities beneficial for the sustainability of 
the project. Each enhances the capacity of the Government to promote the 
reintegration of returning residents in either the public or the private sector 
through the data bank. 

 
(d) There is a general satisfaction among government counterparts, employment 

institutions and other interlocutors about the high professional level, experience 
and knowledge of the returnees and the different work ethics they introduced. 
Most of returnees were placed in high posts and their performance received 
favourably comments. 

 
(e) Returnees, though absent from the country for an average of ten years, did not 

encounter major reintegration problems in their work and social environment. 
They were pleased with their contribution to the socio-economic advancement of 
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their country. Certain conditions in the work environment such as different work 
mentalities and attitudes, different administrative approaches to problems and the 
modest facilities and means may have influenced the opinion returnees have about 
their own contribution. However this does not change the overall picture 
prevailing about their effective input and performance. 

 
(f) Employers have recognised the need to improve the level of remuneration and the 

working environment in order, as stated by a Government official, “to attract, 
recruit and maintain qualified overseas professionals”. 

 
(g) More than half of the returnees remained in the position for which they returned at 

least for a one-year period. (Any future activity should analyse decisions for 
termination thereafter closely in order to see how the rate of retention in the job 
for which candidates returned could be improved.)    

 
(h) There is a need for enhanced counselling services (by IOM) upon arrival of 

returnees in order to provide them with needed information and advise about 
social and cultural conditions in the country and thus smooth their social 
integration and adaptation.  

 
(i) The closure of the IOM office in Kingston, which coincided with the completion 

of the project, had a minor operational impact on the project itself while it slowed 
down the follow-up activities in support of the returnees. None the less, a 
continued or enhanced IOM presence in Kingston would certainly strengthen 
project management and results. 

 
(j) With several entities of Government converting to Executive agency status under 

the reform and modernisation programme for the public service, new 
opportunities arise in the technical, professional administrative and managerial 
fields and this in spite of the high rate of unemployment (20-25%). The good 
performance of the economy it is hoped that it will lead to an increase of 
employment opportunities in the private and public sector.  

 
(k) Considering that the project has been effective in reaching its objectives and in 

view of the continued demand by the Government of Jamaica for qualified human 
resources, an adapted third phase of this project should be explored. Learning 
from the findings in this report and evolving the project to place an even stronger 
range of returning professionals in Jamaica will benefit the growth and 
development cycle that the Government is committed to. 
 


